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ABSTRACT
KRISTA E. SANCHEZ. A Qualitative case study of blended project leadership training and its
effect in transferring E-leadership competencies to multiple environments in corporate business

and industry project management (Under the direction of DR. AYESHA SADAF)

Within rapidly evolving corporate environments, project leadership education continues
to show a persistent gap—specifically, the need to strengthen project managers’ soft-skill
development alongside traditional technical training. Although blended project leadership
training is now common corporate professional development, research remains limited on how
such training cultivates and enables the transfer of E-leadership competencies—a set of
technology-mediated leadership skills—across virtual, hybrid, and in-person settings. This
qualitative case study examined how project managers applied and transferred these six E-
leadership competencies after completing a blended project leadership training program within
corporate professional development contexts (Shelley, 2015; Van Wart et al., 2019; Wang et al.,
2023).

Drawing on eight semi-structured interviews with project managers, the qualitative case
study found that participants linked distinct skill sets to each of Van Wart et al.’s (2019) six E-
leadership competencies and reported that these skills transferred beyond virtual settings into
hybrid and in-person environments. The findings extend project leadership education and E-
leadership literature by showing that competency development and transfer are shaped by
instructor authenticity, adult learning principles, and meaningful interpersonal interaction, with
unanticipated insights into the influence of third-party leadership development programs on
overall competency growth and participants’ strong desire for more peer-to-peer learning and
mentoring within blended training. The study’s implications support continuous improvement in

project leadership education, broaden the conceptualization of E-leadership competencies



beyond information communication technologies (ICT), and identify transferable skill sets

attributed with the six E-leadership competencies.
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CHAPTER 1: INTRODUCTION

A blend of academia and practice was central to the theme of the 2014 Project
Management Institute (PMI) Research and Education Conference, emphasizing “stand on the
shoulders of giants.” Supporting this tenet and based on the conference’s foundational belief in
approaches to educate our future project professionals, one must “embrace the literature of giants
of both academia and practice” (Shelley, 2015).

Literature remains sparse in academia and in documenting innovative ways project
leadership education is delivered, as well as the best methodologies for teaching leadership soft
skills. Such innovations include using technology integration to deliver training across large
organizations. Furthermore, virtual training branches to what Tudor Car and Atun (2017) define
as eLearning or “the application of information technology in the educational context” (p. 2).
This encompasses newer approaches to delivering training, such as blended learning that
combines online activities with traditional classroom training on a specific topic. A blended
learning model is effective because it uses online resources to help participants learn
independently and prepare before attending in-person training. Additionally, Megahed and
Ghoneim (2022) note that these online learning elements include prework or pre-reading, virtual
simulations, eLearning activities, online discussion boards, and files. Blended learning is
constantly evolving as organizations integrate on-demand training, micro-training, and digital
workplace tools, such as learning management platforms, to deliver widespread opportunities for
anytime, anywhere access to training. A blended approach offers employees online learning
opportunities while accommodating their work schedules and may save time on the amount of

training delivered in the classroom (Caine, 2018).



Part of project leadership education is identifying the best methodologies and
technologies to ensure competency and skill development, especially in relation to andragogy,
the science of how adults learn (Moll, 2024; Shelley, 2015). Wang et al. (2023) emphasize that a
special set of leadership competencies called E-leadership competencies improves the project
manager’s ability to lead virtual teams and could potentially transfer across hybrid and physical
team arrangements (Van Wart et al., 2019).

Statement of Problem

As businesses become more global and virtual, many organizations are finding it difficult
to manage projects effectively across different work environments. The leadership approaches
that worked previously are not applicable in today's context, where clear communication,
relationship-building, change management, team integration, technology integration, and trust-
building are all crucial for successful project leadership across a variety of environments.
However, research offers little guidance on new ways to educate project managers to meet these
leadership challenges, especially for training a highly diverse population across various
industries.

New Ways to Train Project Leaders

This study explored the gaps in current research around project leadership education. The
study focused on developing new educational methods to help organizations develop strong
project leaders by acquiring competencies and building leadership skill sets directly related to
leading projects and project teams (Shelley, 2015). There is also limited research on how
technology-enhanced learning (TEL) can improve skill transfer across modalities of project team
management, such as virtual, physical, and hybrid project teams (Pant & Baroudi, 2008; Wang et
al., 2023). By examining these areas, this study identified better ways to train leaders and help

organizations thrive in today's complex work environments. The study also examined blended



learning as a type of TEL and the transferable leadership competencies related to a special set of
competencies called E-leadership competencies, which comprise six specific competency areas
within information communication technologies (ICT) (Megahed & Ghoneim, 2022; Van Wart
et al., 2019). These E-leadership competencies have the potential to strengthen project managers’
ability to lead successful project teams across a variety of work environments.
Technology Utilization in Corporate Training

Corporate learning and development flourished in the 1980s, and businesses became
more agile at sustaining their competitive advantage by leveraging training initiatives to develop
employee performance (Chia et al., 2022). Corporate businesses and industries have used
technology integration, such as eLearning, to support long-term sustainable development, reduce
barriers to training access, and improve global scalability, ensuring that globally dispersed
audiences are qualified to participate in training (Barnett & Mattox, 2012). Learning
management systems have long permeated the corporate training landscape and continue to serve
as an asset to large global companies seeking a way to disseminate learning content for training
initiatives (Keen & Berge, 2014). Today's companies still rely on stakeholders to support an
eLearning culture that meets the many demands of professional development, such as knowledge
acquisition, timely interaction with content, self-regulated learning, and active control of content.
Today’s digital technologies are continually reinvented to meet the demands of an ever-changing
job market. Additionally, Adinda and Mohib (2020) found that self-direction is essential to
eLearning and a crucial skill for individuals to develop as they face the challenges of an ever-
changing digital world. Knowles’ (1977) andragogical framework emphasized that adults
actively pursue the knowledge and skills they need through self-directed learning processes. And

self-directed learning in the context of workplace skills can be aligned with performance



improvement (Knowles, et al., 2015). Building on this approach, and given global circumstances,
Lockee (2021) noted that the global shift to digital instruction remains post-COVID-19 pandemic
and continues to impact instructional delivery, especially in corporate learning and development.
Using Technologies and Methodologies to Revolutionize Project Leadership Education
Project leadership education is specific to developing project managers who lead project

teams. Shelley (2015) focused on project leadership education using action-learning scenarios
and classroom instruction. However, for global companies, delivering a company-wide training
initiative is costly and time-consuming when done solely through classroom training. Blended
learning methods reduce time in the classroom by offering on-demand learning for a portion of
the content, saving the most essential content for the classroom (Vanslambrouck et al., 2019).
Flexibility in blended training methods provides learners with the opportunity to self-select when
prework is completed and equips learners to arrive at the classroom ready to learn. Therefore,
using blended learning to deliver project leadership education can provide project managers with
specific competencies to lead projects self-directedly and promote the integration of online and
face-to-face education (Tonbuloglu & Tonbuloglu, 2023).
Transferable Project Leadership E-leadership Competencies

Ultimately, E-leadership competencies are key to leading in virtual environments. Wang et
al. (2023) explored E-leadership competencies developed by Van Wart et al. (2019) as a set of
leadership competencies specific to virtual project teams. Virtual leadership competencies
directly influence corporate culture and team performance. According to Megahed and Ghoneim
(2022), leaders who build familiarity with the capabilities of web-based applications begin to
develop hard skills such as using technology tools or troubleshooting technology issues.

Megahed and Ghoneim (2022) also asserted that technology efficacy in web-based applications



can lead to achieving successful business outcomes within the context of ICT. However, Wang et
al. (2023) did not extend the study to project managers in face-to-face or hybrid work
environments, where the same E-leadership competencies are crucial to project leadership.

Purpose

The purpose of this qualitative case study was to explore the experiences of project
managers who had completed blended project leadership training as a form of TEL and as part of
their professional development in corporate settings. The study examined project managers'
perceived roles of these blended training methodologies and technologies in preparing them to
lead successful projects (Shelley, 2015). The study also investigated the impact of specific
methodologies and technologies on their learning experience, particularly the types of
competencies project managers gained from the blended training, and whether any of these
competencies aligned with E-leadership competencies. Additionally, the study explored the
success of E-leadership competencies transferring across different team environments, including
virtual, hybrid, and in-person teams (Wang et al., 2023).

Research Questions
The following three research questions guided this study:

1. How do corporate project managers perceive their experiences with blended training
methods and technologies in the acquisition of project E-leadership competencies?

2. What challenges and limitations do corporate project managers face when engaging in
blended leadership training?

3. How do corporate project managers perceive the impact of blended training on their
ability to apply project E-leadership competencies in virtual, physical, and hybrid

environments?



Theoretical Framework Overview

For this study, two theoretical frameworks were used as part of a qualitative inquiry to
explore learner experiences and outcomes in blended training as a form of TEL.

Adult Learning Theory

First, adult learning theory serves as one of the two theoretical frameworks used in this
study. Malcolm Knowles’ (1977) adult learning theory describes andragogy as the art and
science of helping adults learn. In the United States in the 1960s and 1970s, Knowles contrasted
andragogy, the theory of how adults learn, with pedagogy, the more traditional term associated
with the learning of school-aged children (Moll, 2024). Moll (2024) wrote that Knowles derived
his term andragogy from earlier formulations by Alexander Kapp, a German teacher, who
focused on the character-building of adults through the acquisition of competencies. In 1926 in
the United States, Eduard Christian Lindeman, an American educator, took a more psychological
approach, claiming that adults cannot learn through the experiences of others but must use their
own experiences as if they are living textbooks to connect their own knowledge and expertise to
the stories of their peers (Moll, 2024). It was not until Knowles, a student of Lindeman, revived
andragogy as the systematic approach to learning. Knowles (1977) also believed the biggest
difference between andragogy and pedagogy lies in the teacher. Pedagogical teaching approaches
leave the learner dependent on the teacher. But true andragogical approaches to teaching set the
learner free on a journey of self-discovery, self-direction, and personalized learning experiences
(Knowles et al., 2015).

Moll (2024) explained that Knowles made a distinction between andragogy and
pedagogy through a self-centric lens. Adults learn best when self-directed, independent learning
marries their personal experiences to solve problems in their work and societal roles. This

includes the option to learn personal preferences “just in time” for their lives, which also drives



internal motivation (p.154). Often, helping adults learn means building content around the
learner's needs in their real-life work situations. There are some special characteristics of adult
learners distinguishing them from pre-adult learners, including: the propensity for self-directed
learning, a repository of personal experiences leading to an enhancement of learning, a value
placed on applying knowledge to real problems, an internal motivation to learn, and the need to
know why something should be learned (Clapper, 2010; Knowles, et al., 2015).

This study examined adult learning theory and its impact on project leadership
educational possibilities. Shelley’s (2015) qualitative study explored action research with
college-aged project management students who were participants in a blended course that used
both online components and classroom sessions. Shelley (2015) developed project leadership
training, including action-learning projects and group work, to produce changes in certain
aspects of participants' behavior through interactive content. Shelley’s (2015) study was based
theory of andragogy, and Shelley used andragogical approaches as building blocks for the
study’s theoretical framework to include more collaborative learning in the study, with college-
aged students by engaging them in peer-reviewed submissions of work, dialogue, and
conversations. Shelley’s (2015) methodologies included role play and games to integrate the
students’ real-life project management experiences and insights into the classroom. Shelley’s
(2015) study was limited to college-aged students, and end-of-course surveys were the only
instrument used to collect qualitative feedback on the participants’ experiences. This study built
on Shelley’s (2015) application of adult learning theory and the principles of andragogy to
explore the use of blended project leadership training as a type of TEL and as a professional

development tool in corporate settings. The study focused on understanding ways project



managers in business and industry settings utilized this training to enhance their ability to lead
project teams effectively.

Van Wart et al. E-leadership Competencies as Related to ICT

The second theoretical framework used in this study reflects Van Wart et al. (2019) and
their theory of E-leadership competencies. E-leadership competencies are a set of soft skills
specific to ICT that a project manager may practice to create positive outcomes in team attitudes,
feelings, behaviors, and performance. E-leadership considers traditional communication in light
of the ever-changing nature of business and the need for collaboration skills that encompass
virtual spaces such as online platforms or virtual meetings (Van Wart et al., 2019). Van Wart et
al. (2019) argued that successful virtual team leadership depends on the project manager’s ability
to use technology savvy via ICT effectively. This includes six key e-leadership competencies: E-
Communication, which is the ability to communicate effectively in ICT, E-Social skills, which is
the ability to build relationships, E-Change Management, which is the ability to manage the
changing landscape of projects, E-Team Building, which is the project manager’s ability to build
a team, E-Technology Savvy which centers on the project manager’s savvy with ICT
developments, and E-Trustworthiness, which is the project manager’s ability to inspire trust and
motivate the team (Wang et al., 2023). All the aforementioned are considered soft skills which
encompass communication, social aptitude, change management, team building, technology
efficacy, and establishing trust. These soft skills operate within virtual project environments,
making them a specialized subset of soft skills tied to ICT use and more specifically, to
E-leadership competencies (Rzempala et al., 2023). In contrast, hard skills are generally

referenced to technical or practical abilities (Lamri & Lubert, 2023).



This study extended the work of Wang et al. (2023) by examining how E-leadership
competencies are categorized and identified the specific skills project managers acquire and
apply when leading virtual, hybrid, and in-person teams. Furthermore, the study built on Van
Wart et al. (2019), whose work on E-leadership competencies also applied to different variations
of project teams, including virtual, global, and physical (in-person) teams (Painter et al., 2016).
Also, to move the project toward successful completion, a project manager must possess a
combination of soft and hard skills. These dimensions are interdependent. The study by Wang et
al. (2023) and their focus on E-leadership competencies as related to ICT also connected to other
existing literature showing how project managers are unable to lead successful projects unless
they have mastered general soft skills such as relationship building, organizational awareness,
and leading a team requiring transformational leadership to create a team environment that
contributes to project success (Beise et al., 2010; Browne et al., 2016).

Overall, this study was guided by two theoretical frameworks. Shelley’s (2015) study
looked at andragogy in the context of project management leadership education in a higher
education setting. In addition, the study by Wang et al. (2023) looked at E-leadership
competency utilization in ICT. This study explored participants’ experiences and competency
gain after they had participated in a blended project leadership training as a type of TEL (Adinda
& Mohib, 2020). This study also examined any self-perceived post-training effects on project
managers’ ability to lead different configurations of project teams, including data to support the
transfer of E-leadership competencies beyond virtual team environments to in person and hybrid
project teams (Megahed & Ghoneim, 2022).

Significance of the Study

This study explored blended project leadership training as a type of TEL and aims to

address two primary areas of impact (Adinda & Mohib, 2020). First, the study stands to
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influence the scholarly study of blended training methods for project leadership education and
fills a void regarding how to deliver project leadership training to diverse project manager
audiences who need leadership soft-skill acquisition to lead successful project teams. Second, the
research findings could potentially provide insight into the effects of adult learning theory and
the transfer of E-leadership competencies to other team configurations beyond virtual project
teams, such as hybrid and physical project teams. There are also two potential secondary areas of
impact on the significance of this study. First, there is a lack of academic research on the role of
different educational methodologies and technologies in project leadership education, as noted
by Shelley (2015). Second, there is a lack of scholarly research on the impact of E-leadership
competencies on virtual, in-person, and hybrid project teams, as noted by Wang et al. (2023).
Both secondary impacts fill a gap in training around leadership development as it relates to the
effects of educating today’s project managers in the corporate sector.

This study holds significant value for various stakeholder groups, including corporate
trainers, leaders in learning and development, and talent management professionals, tasked with
designing and delivering standardized training. This includes training for diverse audiences
occupying specialized roles within an organization, as well as those needing a specific body of
knowledge to perform their duties effectively. The primary aim of this study was to explore how
blended training, through the deliberate integration of educational technologies and instructional
methodologies, served as a catalyst for E-leadership competency development in project
managers and for the transfer of those competencies across virtual, hybrid, and in-person
environments. Furthermore, by conceptualizing blended training as both an andragogical and a
technological system, the study advanced a framework for designing cost-efficient, cost-effective

learning solutions that can be scaled across diverse learner groups and global organizations.
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Also, the study explored how TEL can strengthen a cohesive learning culture across distributed
teams. Lastly, this study explored how blended training led to self-perceived E-leadership
competency gain and improving project managers ‘overall performance and ability to
successfully manage a project team across a variety of contexts.

Overview of Methodology

This qualitative case study followed methodology that included an intentional research
design, a population limited to corporate project managers (no military, government, education,
or healthcare), sample selection promising to yield data related to the study, data collection
methods to provide sufficient findings related to the study, and appropriate data analysis methods
to ensure data quality.

Research Design

A qualitative case study design was chosen because the purpose of this study was to
uncover the experiences and perspectives of corporate project managers who had completed
technology-enhanced project leadership training to professionally develop in their roles in
managing projects in corporate settings. This approach enabled an in-depth analysis of key
themes and sub-themes across training methods, focusing on how self-guided prework influences
the group training experience within TEL (Creswell & Poth, 2013). Furthermore, a qualitative
case study was chosen as the design to support the belief that knowledge is constructed by people
in an ongoing fashion as they engage in and make meaning of an activity, experience, or
phenomenon. The study explored the perspectives of eight corporate project managers’
experiences with blended project leadership training, focusing on the real-life context of their
daily job roles as project managers in corporate settings (Merriam and Tisdell, 2016). Lastly, a
qualitative case study approach was used, as the research focused on a bounded system within

corporate settings, specifically blended project leadership training and education in business and
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industry. This single case study explored the experiences of corporate project managers who
participated in a blended training in a corporate setting as a type of TEL. Their participation in
the blended training happened within a specific time limit, preferably within 4 years at the time
of the study, having had enough time elapsed to affect their overall project leadership capability.
The study aimed to examine how blended training impacted their ability to lead projects
effectively by transferring six E-leadership competencies across different environments. The
study also aimed to provide rich insights into the role of the combination of technologies and
methodologies in shaping the development of project leadership competencies in corporate
settings (Beverland & Lindgreen, 2010).

Recruitment and Selection

LinkedIn, a professional social networking site with over 1 billion members worldwide,
was used to recruit participants for qualitative interviews conducted via Zoom. However, to limit
the potential population, only participants meeting certain criteria were chosen for the study, and
the study was limited to professionals in corporate settings, excluding military, government,
education, and healthcare. LinkedIn solicitation included the supporting university’s Independent
Research Board and the approved verbiage to ensure participants were fully informed about the
study’s purpose, procedures, and implications. Interested participants were invited to complete a
Google Form. A link to a Google Form was provided in the solicitation. The Google Form was
used as an intake tool to qualify participants.

This qualitative case study employed semi-structured interviews to gather insights from
corporate project managers who had completed blended project leadership training as a type of
TEL. Key to this study is that the project leadership training included soft skills training and
contained self-guided online content and a classroom training, thus creating a blended model

(Beverland & Lindgreen, 2010). The study examines soft skills as they relate to E-leadership
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competencies, which are a specialized set of ICT skills yet still within the denotative definition
of a “soft skill,” the opposite of a hard skill. For the purposes of this study, training that is
considered enhanced by technology is defined as “Technology-enhanced learning (TEL) and is
the implementation of technology into teaching methods to enhance the learning process”
(Lohman, 2009). Any classroom arrangement where there is learning with technology that offers
andragogical value can be considered TEL (Dunn & Kennedy, 2019). Since 2009, TEL has been
defined as a process that supports any learning activity through technology (Lohman, 2009).
Blended learning is a type of TEL, a teaching method central to this study, that uses both
technology and classroom training as a mix of strategies along a continuum (Megahed and
Ghoneim, 2022).

Data Collection

After expressing interest, participants who met the minimum criteria were sent a second
Google Form. This form outlined the study’s purpose, collected demographic information, and
included a section for participants to digitally sign their consent for the Zoom interview and its
recording. For scheduling, participants received an email with a calendar invitation with all the
necessary details to join the Zoom meeting. During the interview, Zoom’s recording features
were used to capture the interviews as data. Each interview was recorded and saved as an MP4
file. Afterward, each MP4 file was uploaded to a Microsoft Word document to use the
document’s transcription feature. This process generated a transcript in which any identifying
information was omitted, and line numbers were added to facilitate more efficient analysis of the
data. By using a single data collection method and maintaining detailed communication, this
approach ensured accurate and comprehensive data collection while respecting participants’

preferences and convenience.



14

Data Analysis

Once all the interviews were completed and it was determined that sufficient data had
been collected, the researcher analyzed the data using a data codebook. The data codebook
reflected a pragmatic, iterative approach to the analysis. The data codebook organized the quotes
from the interview transcripts, aligned the research questions with the quotes, and used a series
of first-level descriptive codes and in vivo codes. The codes were grouped into categories based
on similarity (Saldafia, 2014). As secondary coding, the categories were examined in relation to
the study’s theoretical frameworks, being Malcom Knowles’ (1977) andragogy theory and Van
Wart et al. (2019) and their operationalization of E-leadership competencies. The researcher
remained open to the possibility that the coding might reveal no relation to the theoretical
frameworks at all. This structured approach to data analysis allowed the findings to emerge
naturally from the data rather than the researcher forcing the data into pre-conceived categories
(Tracy, 2013).

Delimitations

This study is shaped by four key delimitations that influence its transferability. First, the
study has a sample size based on saturation; therefore, it is a deliberate choice. Second, the study
leveraged LinkedIn to identify participants, potentially capturing a broad range of experiences
from individuals completing a blended project leadership training as a form of TEL. Third, the
study included only participants residing in North America at the time of the interview and not
subject to European privacy laws. Fourth, the study focused solely on project managers in
corporate settings. It excluded branches of the military, government, education, and healthcare.

First, the study used a sample size based on saturation; therefore, the sample size was a
deliberate choice, using theoretical sampling to seek out respondents likely to epitomize the

analytic criteria related to the research topic (Warren, 2012). The sample included only project
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managers in corporate project management roles and excluded entities such as the military,
government, education, or healthcare. Therefore, saturation was considered as reached when
there was no new data, the categories were clearly defined, and relationships were established
and validated or unvalidated based on connections to the theoretical frameworks (Hennink &
Kaiser, 2022; Tracy, 2013).

Second, the study leveraged LinkedIn to identify participants, potentially capturing a
broad range of experiences from individuals who had completed a blended project leadership
training as a type of TEL. LinkedIn is a network designed for the social interaction of
professionals. Using a social media site like LinkedIn was expected to yield data-rich responses,
not limited to one technology-enhanced training or another. Using LinkedIn also offered the
possibility to capture the full range of participants’ lived experiences that truly impacted their
ability to lead projects in a variety of modalities, being hybrid, physical, and virtual (Creswell &
Poth, 2018).

Third, the study included only participants residing in North America at the time of the
interview and not subject to European privacy laws. Limiting the geographic scope of
participants not only provided a geographic boundary but also ensured they shared a common
regulatory context. Maintaining geographic boundaries avoided complications that could have
arisen from differing privacy laws governing the sharing of personal information (Creswell &
Poth, 2018).

Fourth, the study focused solely on project managers in corporate settings. It excluded
branches of the military, government, education, and healthcare. Collecting data in the field in
the businesses and industries where the participants are experiencing the topic of the study

offered the opportunity to capture project managers' experiences within a bounded system with
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specific, identifiable boundaries defined by group (project managers) and activity (blended
training), and place (corporate business or industry) (Creswell & Poth, 2018).

Definition of Terms

For the purposes of this study, the following terms are applied throughout the study:

Andragogy: “The art and science of helping adults learn” (Clapper, 2010).

Asynchronous Learning: “Learning where students can learn independently, anytime or
anywhere, without simultaneous participation” (Martin et al., 2023).

Blended Learning:” Blended learning is an educational approach that combines
traditional face-to-face instruction with online learning experiences, allowing learners to engage
with content both in-person and digitally. This method integrates various instructional
techniques, such as synchronous and asynchronous activities, to enhance flexibility, engagement,
and effectiveness” (Adinda & Mohib, 2020).

Digital Technologies: “Digital technologies refer to tools and platforms that support,
enhance, and transform teaching and learning processes” (Zou et al., 2025).

E-leadership: “A concept that emphasizes a leader’s virtual communication skills and
specifies six unique dimensions; a set of information communication technologies mediating
social influence processes intended to change attitudes, feelings, thinking, behavior, and
performance which are based on the ability to communicate clearly and appropriately, provide
adequate social interaction, inspire and manage change, build and hold teams accountable,
demonstrate technology knowledge related to communication, and develop a sense of trust in
virtual environments; mirrors the types of communication competencies expected in traditional
communication except for technology” (Wang et al., 2023).

Emotional intelligence: “Emotional Intelligence (EI) is the ability to manage both your

own emotions and understand the emotions of people around you. There are five key elements to
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EI: self-awareness, self-regulation, motivation, empathy, and social skills” (Mental Health
America, n.d., para. 1).

Hard skills: “A reference to technical or practical abilities” (Lamri & Lubert, 2023).

Information Communication Technologies (ICT): A set of technologies used in a
teamwork setting to complete work responsibilities. ICT can be online discussions, files, meeting
spaces, etc., where teams collaborate and get work done using virtual capabilities” (Wang et al.,
2023).

Learning management system: “Web-based software platforms that provide an interactive
online learning environment and automate the administration, organization, delivery, and
reporting of educational content and learner outcomes” (Turnbull et al., 2019).

Methodologies: “Composed of approaches, strategies, methods, and techniques; specific,
systematic procedures to deliver instruction” (Lowell and Urefia-Rodriguez, 2023).

Prework: “Work done as preparation for some other activity: preliminary work”
(Merriam-Webster.com, n.d., para. 1).

Project leader: “A professional who leads people and makes sure a project is carried
through; synonymous with project manager; The project leader engages the team, motivates
them, takes care of their needs, and maintains a friendly and productive work environment”
(Indeed.com, 2024a, para. 1).

Project management: “A primary challenge to achieve all project goals within the given
constraints” (Wang et al., 2023).

Project stakeholder: “Individuals or organizations that can be favorably or unfavorably

impacted by the project” (Project Management Hub, n.d., para. 1).
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Project team: “A group of individuals who are working on a shared project together, with
shared goals and objectives. Everyone on the project team has a responsibility to perform their
tasks and contribute to the success of the project” (Indeed.com, 2024b, para. 1).

Return on investment (ROI): “A method for evaluating training by comparing the benefits
gained from training to the costs incurred in delivering it, typically expressed as a financial ratio
or percentage” (Sithombing et al., 2024).

Soft skills: “A skillset that encompasses problem-solving, collaboration, interpersonal,
and communication skills” (Mohammed & Ozdamli, 2024).

Stakeholder: “A stakeholder can be anyone who affects or is affected by operations of a
company” (Poplawska, 2015).

Subject matter expert: “Also called SMEs, are professionals who have advanced
knowledge in a specific field. As an authority in a particular area or topic, they are uniquely
qualified to provide guidance and strategy. SMEs are especially in high demand in workplaces
requiring a technical approach to operations and culture” (Indeed.com, 2024c, para.1).

Synchronous Learning: “Real-time activities in a virtual or physical classroom setting”
(Martin et al., 2023).

Technology-Enhanced Learning: “Technology-enhanced learning (TEL) is the
implementation of technology into teaching methods to enhance the learning process; Defined as
a process that supports any learning activity through technology. It includes an information
communication infrastructure, learning technologies, and learning contexts” (Lohman, 2009).

Third-party leadership development: Third-party leadership development refers to
externally delivered leadership training programs provided by commercial vendors or

consultants, rather than developed internally by the organization” (Day et al., 2014).
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Organization of the Study and Summary

This qualitative case study, which addressed blended project leadership education and the
transfer of E-leadership competencies was organized into five chapters.

Chapter One covered an introduction to the research study and introduced the problem
statement and research problem. Chapter One also presented the research questions and
theoretical frameworks Knowles’ (1977) andragogy theory and Van Wart et al.’s (2019) theory
of E-leadership competencies. Chapter One provided an overview of the methodology,
delimitations, and definition of the terms used in the study. Chapter Two provided a literature
review for this study. Chapter Three described the methodology used, including the researcher’s
positionality, subjectivity, and reflexivity. Chapter Three included the researcher’s plan for
sampling and recruitment, and an explanation of the research site and participants. Chapter Three
also discussed data analysis, ethical considerations, strategies for data quality, and limitations.
Chapter Four discussed the study’s findings and overall results. The final chapter, Chapter Five,
reflected on the significance of the study through a descriptive analysis of the results and

provided the researcher’s overall reflections.
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CHAPTER 2: LITERATURE REVIEW

The purpose of this qualitative case study is to explore corporate project managers’
experiences with technology-enhanced learning (TEL), particularly blended project management
leadership training, to develop project E-leadership competencies and assess their transferability
to hybrid and in-person teams. This chapter explores gaps in current research on the best
methodologies and technologies for delivering blended project leadership training. The literature
review in this chapter supports the study’s three research questions: 1) How do corporate project
managers perceive their experiences with blended training methods and technologies in
acquiring project E-leadership competencies? 2) What challenges and limitations do corporate
project managers face when engaging in blended leadership training? 3) How do corporate
project managers perceive the impact of blended training on their ability to apply project E-
leadership competencies in virtual, physical, and hybrid environments? This chapter reviews the
literature on TEL, with blended learning as a methodology; the role of E-leadership
competencies in project leadership within information communication technologies (ICT) and
the competencies’ transferability to hybrid and in-person teams. This chapter also explores the
challenges of implementing such training and its perceived impact on professional practice. This
chapter is divided into five themes (see Table 1) to review literature exploring project leadership
soft-skill development and technology utilization in corporate training and development
initiatives, with a focus on blended learning and the transfer of E-leadership competencies.

Table 1

Effective Strategies from the Literature

Theme 1: Transferability of Project E-leadership Competencies
Sub-Theme Sources
Definition and Significance of E-leadership (Carvalho et al., 2015; Lamri & Lubert, 2023;
competencies Magano, et al., 2020; Mayer et al., 2008;




Table 1

Effective Strategies from the Literature (continued)

Servant Leadership as an integrated
component of E-Leadership competencies

Mohammed & Ozdamli, 2024; Rzempala et
al., 2023; Wang et al., 2023)

( Browne et al. 2016; Cravens, 2025; Han &
Zhang, 2024; Malik et al., 2022; Nauman et
al., 2022; Pant & Baroudi, 2008; Sauer, 2018;
Wang et al., 2023)

Theme 2: Technology-Enhanced Training for Leadership Development

Sub-Theme

Sources

Definition of technology-enhanced training

Technology-enhanced training methods

Blended Learning as a technology-enhanced
method

Information communication technologies
(ICT) and transferable E-leadership
Competencies

( Dunn & Kennedy, 2019; Lohman, 2009;
Shelley, 2015; Tudor Car & Atun, 2017)

(Basu, 2022; Castro-Alonzo, et al., 2021;
Charbonneau-Gowdy & Chavez, 2019; Chia
et al., 2022; Cundell & Sheepy, 2018; Kuo,
2011; Lim et al., 2019; Maini et al., 2021;
Martin & Borup, 2022; Nadeem, 2021; Park
et al., 2018)

(Adinda & Mohib, 2020; Megahed &
Ghoneim, 2022; Tonbulogu & Tonbulogu,
2023; Vanslambrouck et al., 2019)

(Megahed & Ghoneim, 2022; Shen & Ho,
2020; Wang et al., 2023; Van Wart et al.,
2019)

Theme 3: Project Managers’ Experiences with Blended Learning as a Type of TEL

Sub-Theme

Sources

Use of technology in leadership development

Effectiveness of training methods in
developing leadership competencies

Use of blended learning to influence project
managers’ competency gain

(Becker, et al, 2012; Klofsten, 2013; Natale &
Libertella, 2013; Pollock, 2010; Zhang et al.,
2021)

(Channing, 2020; Day et al., 2021; Knowles
et al., 2015; Mazzetto, 2019; Shelley, 2015;
Wang et al., 2023)

(Adinda & Mohib, 2020; Basu, 2022;
Enhancing employee development through
online training, 2017; Goodridge, 2002;
Martin et al., 2023; Owen & Dunham, 2015;
Schuster et al., 2015)
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Table 1

Effective Strategies from the Literature (continued)
Theme 4: Challenges and Gaps Affecting Project Leadership Training
Sub-Theme Sources
Gaps in professional practices and education  (Pant & Baroudi, 2008; Magano et al., 2020;
Mazzetto, 2019; Megahed & Ghoneim, 2022;
Vallo Hult & Bystrom, 2022)

Role of digital transformation in shaping (Budianto et al., 2025; Chia et al., 2022;
modern workplaces Kearney-Bond & Barnes, 2024; Lohman,
2009; Megahed & Ghoneim, 2022;
Wintersberg & Pittich, 2025)
Theme 5: Impact of Blended Learning as a Type of TEL on E-leadership Competency

Development
Sub-Theme Sources
Impact of E-leadership on project team (Dror et al., 2011; Kearney-Bond & Barnes,
success 2024; Knowles, 1977; Magano, et al., 2020;

Pant & Baroudi, 2008; Wang et al., 2023)

Corporate project managers' perceptions of (Castro, et al., 2022; Kearney-Bond &

impact on their project teams Barnes, 2024; Magano, et al., 2020; Mazzetto,
2019; Rzempala et al., 2023; Wang et al.,
2023)

Transferability of Project E-leadership Competencies

PMBOK® has been in existence since 1987 and remains the governing body of
knowledge that proliferates the widespread cascade of information associated with project
management organizations worldwide (Carvalho et al., 2015; Magano et al., 2020). In fact,
project management today is more than just the traditional hard skills of completing charters,
scheduling tasks, and keeping RAID (risk, actions, issues, and decisions) logs to manage risks or
RACI (responsible, accountable, consulted, and informed) matrices with project stakeholders.
Magano et al. (2020) assert that, “Holding the traditional project management technical

competencies is not sufficient to achieve success on projects anymore” (p. 2).
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Definition and Significance of E-leadership Competencies

E-leadership is a concept that emphasizes a leader’s virtual communication skills and
specifies six unique dimensions within ICT. The dimensions include mediating social influence
processes intended to change attitudes, feelings, thinking, behavior, and performance. The
dimensions are based on the ability of the leader to communicate clearly and appropriately,
provide adequate social interaction, inspire and manage change, build and hold teams
accountable, demonstrate technology knowledge related to communication, and develop a sense
of trust in virtual environments. E-leadership mirrors the types of communication competencies
expected in traditional communication, except E-leadership is used in virtual environments. E-
leadership is similar to soft skills and encompasses problem-solving, collaboration, interpersonal,
and communication skills (Mohammed & Ozdamli, 2024). Soft skills are a broad category and
are subjective to the industry or workforce to which they are ascribed. In contrast, hard skills are
technical skills and are more aligned with how to use various tools associated with a job role
(Lamri & Lubert, 2023). Regarding project management, the literature identifies five categories
of soft skills that 21st-century project managers need to lead successful project teams and
subsequently provide deliverables to project owners and other stakeholders within organizations.
Rzempala et al. (2023) observed an increase in the demand for demonstrated soft-skill
competencies in communication, team building, flexibility and creativity, general leadership, and
the ability to manage stress and conflict. By 2030, 66% of jobs will require some evidence of
soft skill competency (Rzempala et al., 2023). In 2023, studies found that 45% of employers had
difficulty filling entry-level positions because candidates lacked soft skills. Soft skills are often
acquired through workplace application or “trial and error” learning. Soft skills, in general, are
difficult to teach in a traditional classroom because they deal with the multifaceted complexity of

personality and human psychology. While certain aspects of soft-skill application are learned in
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the classroom and through role-play scenarios and activities that promote examination of ‘self,’
these concepts remain abstract and subjective for the person practicing them (Magano et al.,
2020).

An underlying factor in a person’s ability to apply and capitalize on the power of soft
skill mastery is the underpinning of emotional intelligence. Emotional intelligence is one’s own
awareness of how personal attitudes and behaviors shape and affect the people and environment
around you. Mayer et al. (2008) defined emotional intelligence as: “Emotional intelligence refers
to the ability to perceive, understand, manage, and regulate one's own emotions as well as the
emotions of others, in order to guide thinking and behavior effectively” (p. 507). Mayer et al.
(2008) explained that emotional intelligence is a person’s full capacity to recognize their
emotions, analyze why they are displaying a given set of emotions, and then thoughtfully and
reflectively control their emotions so that no negative impact on others around them occurs. In
short, Mayer et al. (2008) described emotional intelligence as the coalescence of a person's
emotional and intellectual growth.

As soft-skill development and emotional intelligence take on a larger role in project
management, competencies such as communication, leadership, negotiation, professionalism,
and social skills have become increasingly essential for project managers (Magano et al., 2020).
Additionally, Carvalho et al. (2015) pointed to these soft-skill competencies and the subsequent
breakdown into smaller units of skills, such as active listening, feedback, empathy, and cultural
awareness, as contributing factors in building “project ecology” and attaining project success (p.

332).
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Servant Leadership as an Integrated Component of E-leadership Competencies

Han and Zhang (2024) wrote about evolutionary changes in perspectives on the
significance of human behavior and team dynamics for project success. There is a growing shift
away from viewing technical tasks as the primary drivers of successful and timely project
delivery. This shift in project management is a new perspective involving servant leadership.
Servant leadership, originally developed by Robert Greenleaf, is characterized by a leader who
focuses on people's needs, particularly within a cohesive unit or team, and on the positive
outcomes achieved through service to others rather than self-interest (Cravens, 2025). Servant
leadership includes altruistic behavior that seeks to serve others, with a focus on authentic care
and concern for individuals over organizations.

Han and Zhang (2024) reported that studies show 80% of projects fail due to ineffective
leadership. Saur (2018) and Wang et al. (2023) highlighted the inherent complexities of project
managers’ roles, particularly the challenge of leading teams comprised of individuals who are
not direct reports. Project team members frequently remain accountable to their functional
supervisors and are assigned projects based on their expertise or unique skills sets that are critical
to the project’s success. Furthermore, the lack of direct leadership authority over performance
management and ratings places project managers in unique roles that require soft skills, with an
emphasis on building relationships and inspiring and motivating a team. Brown et al. (2016)
identified effective communication, cultural awareness, and the ability to drive progress through
intrinsic motivation as key servant leadership attributes. Although there are many core tenets and
configurations of what constitutes a servant leader in terms of soft skills, the output of team
success is the measurement of the servant leader’s ability to exhibit soft skill mastery in overall

project team management.
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A leader who practices servant leadership uses their influence to elevate the team's needs
and maximize individual potential, contributing to overall team success. Servant leaders focus
their energies on their own responsibility to serve others by prioritizing the needs of their team
over competing organizational priorities. This includes the leader’s own intrinsic motivation to
serve others and optimize every interpersonal interaction in the spirit of authenticity (Han &
Zhang, 2024). Furthermore, servant leadership is increasingly focused on overall team
performance and on fostering a spirit of collaboration and knowledge sharing among team
members, including group problem-solving and its impact on mitigating risks and disruptions to
projects. Group culture on a servant-led project team is one in which people actively seek one
another's support and freely return that support to individual team members. Although the
servant leader’s secondary focus is on organizational goals, the motivation created within the
team becomes the catalyst for what Nauman et al. (2022) described as team relationships linked
to “organizational commitment, performance, and community citizenship behaviors” (p. 19).

Successful projects are measured in a variety of ways but are traditionally defined as
achieving a specific outcome within the scope of time and resources. However, project
leadership is now at the center of project success and has become an important issue within the
project management profession in the last decade. Project success is no longer defined solely as
the successful completion of deliverables; it has expanded to include the overall health and well-
being of the project team by the project’s conclusion (Pant & Baroudi, 2008). Malik et al. (2022)
explained that the servant leader’s ability to manage their own job stress and to understand the
impact of project pressure on the team reflects the highest level of emotional intelligence and is

critical for the engagement and long-term sustainability of the project team’s success. Therefore,
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servant leadership could potentially be considered as an integral part of E-leadership
competencies.

Technology-Enhanced Training for Leadership Development

Magano et al. (2020) proposed that project managers' educational training approaches
should be rethought and strategically targeted to the types of training shown to be most effective
for increasingly globalized, digitalized, culturally diverse, and competitive organizations.
Furthermore, Magano et al. (2020) argued that there is a crucial competitive advantage in
marrying traditional project management practices with soft skills such as interpersonal
relationship-building, communication, and team building.

Definition of Technology-Enhanced Leadership Training

“Technology-enhanced learning (TEL) is the implementation of technology into teaching
methods to enhance the learning process” (Lohman, 2009). TEL is also referred to as any
classroom arrangement where there is learning with technology that offers andragogical value
(Dunn & Kennedy, 2019).

Tudor and Atun (2017) extensively reviewed solutions for corporate leadership training
to prepare leaders for general team management practices such as motivating a team, holding
team members accountable, managing conflict, and more. They proposed that TEL is a viable
solution to leadership development in large matrixed organizations given its capacity to serve as
a widespread remedy for disseminating the same message, core values and beliefs, and overall
leadership practices to a company’s workforce.

Dunn and Kennedy (2019) explored TEL in higher education to train students before they
enter the workforce. Dunn and Kennedy (2019) asserted that education focused on preparing
project managers for the emotional, cognitive, and behavioral engagement of a leader can ease

their transition into the workforce and into their roles as project managers post-graduation.
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Furthermore, using TEL can dramatically increase understanding in educational contexts when
digital technologies are integrated into outcome-based strategies to promote a particular body of
knowledge. Shelley (2015) used TEL in a higher education project management course for early-
career project managers. Shelley (2015) used a wiki for collaborative idea sharing and file
sharing systems such as folders and drives to enhance a blended project leadership training.
Shelley (2015) integrated digital tools to boost engagement and provide ways for students to
interact in digital spaces outside of the physical classroom training. Shelley’s (2015) study
demonstrated how TEL has the potential to affect specific target audiences, particularly project
managers, who benefitted from a blended training format that integrated certain methodologies
like discussion and idea sharing with technologies to boost overall engagement (Dunn &
Kennedy, 2019).

Technology-Enhanced Training Methods

Technology-enhanced training methods offer a solution for today's leadership training.
Technology-enhanced training offers an array of technologies and platforms for sustaining
eLearning programs in corporate businesses and industries. Technology-enhanced training is
supported by current trends and strategies for engaging learners and is an asset to large
organizations that must disseminate information to multiple audiences (Chia et al., 2022).
However, Kuo (2011) pointed out resistance to change, especially among large companies that
are not accustomed to using technology to scale training across the organization. Organizations
with face-to-face training policies are often reluctant to adopt technology-enhanced training
practices even if technology would make training more accessible across the company (Lim et
al., 2019).

Worker development programs and employee training directly impact the bottom line

(Nadeem, 2021). Companies that embrace change show better employee performance over time.
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Using TEL also leads to adapting training methods to meet the learning needs of multiple
generations in the workplace. These generations differ greatly in their familiarity and efficacy
with TEL. For example, the Baby Boomer generation (born between 1946 and 1964) may adapt
to technology differently than Gen Z (1997 to 2012), whose familiarity with technology is vastly
different. Among the most recent generations, such as Gen Z, there is an expectation that training
includes the most modern methods and technologies (Park et al., 2018).

There is a benefit to planning and investing in TEL to equip a workforce to handle future
challenges by empowering employees to use technology to their advantage in many capacities.
This includes the proliferation of training in a particular skill or competency set. Built into TEL
is a distance education component. Distance education is becoming integral to corporate
education by expanding the platform through which learners receive the same training in virtual
learning environments, without the time or money losses associated with classroom training.
Distance education encompasses training methods and technologies proven just as powerful for
skill acquisition as traditional classroom training (Maini et al., 2021). Basu (2022) identified four
levels of online flexibility when using virtual learning. These levels include student choice,
learner-centered methodologies, active learning strategies, and relevant feedback. Castro-Alonzo
et al. (2021) suggested that TEL improves employee engagement by fostering independent
accountability in engaging with prescribed training. Charbonneau-Gowdy and Chavez (2019)
noted that TEL, when used effectively, can transform cognitive growth. Cundell and Sheepy
(2018) and Martin and Borup (2022) highlighted the importance within TEL to use
methodologies that incorporate self-guided content activities, including discussion and high-level
collaborative engagement, across a wide variety of activities to meet the needs of diverse

audiences.
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Blended Learning as a Technology-Enhanced Training Method

Adinda and Mohib (2020) indicated that digital technologies are continually evolving in
today's workplaces. The evolution of technology is usually dependent on the business and on
individual development needs within an organization. Self-direction is the process by which
individuals take initiative, with or without others' help, to diagnose their learning needs (Adinda
and Mohib, 2020). Adinda and Mohib (2020) further suggested that blended learning is a viable
option for addressing today’s workforce development challenges because it combines online
learning capabilities with face-to-face instructional strategies. The authors described blended
learning as an approach that combines online instruction with face-to-face sessions, bringing
together two instructional methods and incorporating educational technologies. Blended
learning, when broken down into two instructional approaches, can produce environments
conducive to learning. Blended learning as TEL uses teacher-centered approaches focused on
content configuration, online environments, and the integration of multimedia tools and reflexive
activities to support student engagement. Additionally, blended learning benefits student-
centered approaches by incorporating methodologies to support knowledge building,
interpersonal interactions, student choice, independent research based on student interest, and the
possibility for students to choose their own learning paths (Adinda and Mohib, 2020).

Vanslambrouck et al. (2019) pointed to achievement motivation for adult learners as a
deeply personal motivation related to self-driven efforts to access online content before attending
a virtual or classroom portion of blended training. According to Tonbuloglu and Tonbuloglu
(2023), TEL continues to maintain momentum in corporate learning spaces, including high
utilization of blended learning methodologies that capitalize on self-directed learning through
online capabilities and integrated with classroom teaching. Megahed and Ghoneim (2022)

asserted that blended learning has emerged as a distinct approach, encompassing a range of
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possibilities to combine online resources and facilitated instruction. Megahed and Ghoneim
(2022) stated that:
Many terms and concepts are related in various degrees to [blended learning’s] definition,
including hybrid, smart classroom, augmented learning, mobile learning, online learning,
e-learning, distance learning, and learning management system (LMS), among others. All
have in common using a computer connected to a network, offering instruction anywhere,
anytime, through many varied means (p.3).
This definition of blended learning lives within a continuum where it is neither an instructional
strategy nor an instructional approach but rather an integration of learning choices within a
continuous stream of choices (Megahed and Ghoneim, 2022). Blended learning as TEL is a
flexible model for leadership development training in corporate spaces. Blended learning does
not need to be defined by a single set of methodologies or technologies but has the ability to shift
to meet the unique training needs of the specific organization.

Information Communication Technologies (ICT) and Transferable E-leadership
Competencies

Within ICT is a set of specific technologies used in a teamwork setting to complete work
responsibilities with virtual or online environments. Technologies in ICT can be features such as
online discussions, files, or meeting spaces. These digital spaces are where teams collaborate and
get work done using virtual capabilities (Wang et al., 2023). Shen and Ho (2020) wrote that TEL
is used to refer to the benefits related to ICT in teaching and learning. The authors also stated
that TEL is a vehicle through which teaching and learning methodologies and technologies
evolve and can be key contributors to teachers' motivation to create purpose-driven learning

environments and to learners’ motivation to achieve in those environments.
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Megahed and Ghoneim (2022) pointed out that the expansion of online capabilities using
TEL also brought about new opportunities for communication. The expansion includes online
learning capabilities that sit within the continuum of blended learning and evolve toward a focus
on ICT. In the context of higher education, Shen and Ho (2020) examined additional
implications of TEL's general use in teaching and learning. In this regard, TEL transferred
meaning into the corporate sector not only through the training and development of workforces
but also as a conduit for ICT. Examples of ICT in the workplace include email, digital files, and
online learning platforms (Wang et al., 2023).

The prevalence of ICT in today’s workplaces requires workforces to be just as fluent in
virtual communication as face-to-face communication. Wang et al. (2023) explored the role of
leadership in improving utilization in ICT. Furthermore, Wang et al. (2023) correlated the need
for ICT with the conceptual model of E-leadership. In 2019, Van Wart et al. attempted to
operationalize E-leadership within the context of the evolving world of online behavior and the
emerging need for leaders to manage teams successfully in virtual environments. Van Wart et al.
(2019) identified six related competencies called E-leadership competencies. Also, Van Wart et
al. (2019) identified these competencies within ICT as “e-communication, e-social skills, e-team
building, e-change management, e-technology skills, and e-trustworthiness” (p. 81). In the
research of Wang et al. (2023), the authors referred to these same six digital competencies in
different variations in the study as “e-communication, e-social skill, e-change management, e-
team skills, e-tech savvy, and e-trustworthiness” (p.102). Regardless of the variance in naming
conventions, the core definition of each competency remained the same. E-communication is the
leader’s ability to communicate via ICT in a manner that is clear and organized, avoids

miscommunication, and stabilizes team performance. E-social skill is the leader’s ability to
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create a positive work environment and improve communication via virtual methods. E-change
management is the leader’s ability to manage change effectively in ICT. E-team skills equip the
leader to build and motivate the team while holding them accountable in virtual environments.
And E-tech savvy is the leader’s technology savvy to remain relevant on current trends and
security-related concerns. Lastly, E-trustworthiness is the leader’s ability in ICT to create a sense
of trust and well-being among the team and be perceived as honest, consistent, and fair (Wang et
al., 2023).

Furthermore, Wang et al. (2023) suggested that E-leadership competencies could
potentially constitute a transferable skill set outside of ICT, as they are needed by every leader,
regardless of whether they manage in virtual or in-person environments. Wang et al. (2023)
identified a particular connection to project managers, whereby they use E-leadership
competencies in both virtual and in-person spaces to manage project teams. Therefore, it is
possible that E-leadership competencies can be just as beneficial to hybrid and in-person project
teams as they are to virtual teams within ICT.

Project Managers’ Experiences with Blended Learning as a Type of TEL

Leadership competency has continued to evolve, and the early work by Pant and Baroudi
(2008) signaled that employers’ expectations were already shifting. As project managers entered
increasingly complex and dynamic corporate environments, organizations began to emphasize a
different set of skills than those traditionally emphasized in academic programs. Shifts prompted
broader conversations in corporate training and development surrounding how to close the gap
between academic skills taught in higher education and the competencies demanded in business
and industry. At the same time, corporate training leaders recognized the need for instructional
models that could better prepare project managers to develop leadership behaviors that

transferred across different environments (Byrd, 2019; Mazzetto, 2019).
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Use of Technology in Leadership Development

There are a variety of approaches to support the integration of technologies to support
leadership development. Pollock (2010) examined the company, Humans. Their eLearning
initiative became a benchmark for the private industry. The Humans’ eLearning initiative
employed technology for leadership development by segmenting activities into manageable
chunks. The Humans company found approaches that incorporated digital resources ensuring
that busy leaders did not become overwhelmed. Additionally, making instructional material more
accessible in broader organizational contexts became a better solution for busy leaders and a
winning solution for a company’s intended leadership development outcome.

Leadership development training can create professional growth opportunities to bridge a
company’s culture, vision, and values across different employee populations. The use of
eLearning has proliferated in unlimited potential to grow leaders across organizations beyond the
bounds of the physical classroom, and leadership development and learning entered a
transformational era early on in the 21st century. Virtual capabilities began to overtake corporate
training. Traditional classroom training within organizations proved more costly and time-
consuming than the anytime-anywhere learning that virtual classrooms could afford. Technology
innovation ushered in a transformational era where information consumption was at the
convenience of the learner who had technology and internet access, and eLearning became a
viable option for leadership development (Becker et al., 2012; Klofsten, 2013). Companies that
formed systematic approaches to adopting technology-enhanced leadership development
realized the benefits of utilizing technology to its fullest potential. Technology capabilities
maximized collaboration among leaders and connected leaders to the organization’s broader

goals and initiatives (Natale & Libertella, 2013).
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As approaches to leadership development training evolved, technologies created
sustainable opportunities within organizations, thereby transforming learning environments.
Organizations quickly learned that using technologies to their fullest potential to train and
develop leaders transcended the geographic and organizational boundaries in large global or
matrixed organizations. And adopting technology as a training tool opened opportunities for
networking, idea-sharing, and collaboration among leaders who otherwise may have never met in
person due to the constraints of their job location or role within a company (Zhang et al., 2021).

Effectiveness of Training Methods in Developing Leadership Competencies

Day et al. (2021) found that organizations allocate 35% of their learning and development
budgets to leadership development. This level of investment indicates that organizations define
“leadership development” in widely different ways, leading to substantial variation in how they
design and deliver these programs. Channing (2020) proposed the poignant question, “Can
leadership be taught?” (p. 136). Channing (2020) wrote that learning leadership is like learning
any other skill and requires growth in overall aptitude, with concrete experiences just as
important as self-reflection, mentorship, and formal leadership education. Channing (2020) also
found that training methods involving learning by doing and peer discussions with colleagues
and mentors proved highly effective for participants’ self-perceived growth in competency. And
interpersonal learning was an important element in the methodologies used for adult learning,
especially in the area of peer-to-peer knowledge sharing of experiences and expertise (Knowles
etal., 2015).

Shelley’s (2015) research focused on the effectiveness of training methods in developing
leadership competencies in an adult learning higher education course. Shelley’s (2015) students
were project managers preparing for the workforce. Shelley (2015) asserted that learning the soft

skills required for successful project leadership is not acquired through context alone or rules-
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based, prescriptive teaching. Learning the soft skills of leadership requires experience, social
exchange, constructive dialogue, and interactive activities, interspersed with real-life project
management contexts, to engage learners more effectively. Additionally, Shelley (2015)
recognized that bringing a sense of reality and meaning to the learning process can provide
deeper insights and stronger learning outcomes. Shelley’s (2015) study focused on using action
learning and scenario-based learning for the acquisition of project leadership competencies.
Findings from Shelley’s (2015) study demonstrated that the integration of opportunities for
learners to apply abstract theories to project management real-life situations, provided deeper
insights using experiential learning.

Overall, the literature demonstrates that while a wide range of training methods can
support leadership competency development, their effectiveness depends on how well the
methodologies engage learners, mirror real-life scenarios, and create opportunities for authentic
practice. Mazzetto (2019) acknowledged a significant gap between theory and practice in the
assessment and development of leadership competencies. Methods grounded in interaction,
reflection, and real-world application produce stronger and more transferable leadership
behaviors than static, technical approaches. Furthermore, training models that intentionally
integrate experiential and relational components better prepare learners for the complexities of
contemporary work (Knowles et al., 2015). Ultimately, the training methods that are most
beneficial in developing leadership competencies are the methods that enable global
organizations to operate across a variety of modalities, whether virtual, hybrid or in-person work
(Wang et al., 2023).

Use of Blended Learning to Influence Project Managers’ Competency Gain

Within The last decade, companies have increasingly adopted online training with 80%

of companies utilizing digital learning platforms even before the COVID-19 pandemic
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(Enhancing employee development through online training, 2017). These early shifts
demonstrated that online training could reduce costs, save time, and provide a greater level of
flexibility for adult learners who need to balance professional development with competing
priorities such as job or family demands. Blended learning proves as an approach that integrates
online components with face to face instruction. Whether that instruction is in a traditional
classroom or virtual classroom, blended learning extends advantages to the learner by giving
them greater control over when and how they engage with content, self-directed preparation, and
access to resources anytime or anywhere they have technology and internet access (Basu, 2022).
As an instructional model, blended learning combines both synchronous and asynchronous
components and enhances learner engagement, adaptability, and overall training effectiveness
(Adinda & Mohib, 2020).

The success of early eLearning and cooperative learning models created the foundation
for blended training to emerge as a strategic approach for workforce development and global
organizations with diverse employee groups. Blended training can integrate digital tools for
learning readiness and be an essential option for scaling training programs. The Toyota
Company’s early adoption of blended learning demonstrated its potential to influence workforce
capability. The Toyota company used short-burst, 7-minute eLearning modules, called micro
training, to deliver on demand training that employees immediately applied to job-task
performance on the manufacturing floor. The model illustrated how blended learning can
accelerate skill acquisition and transform organizational competency development (Goodridge,
2002). Owen and Dunham (2015) emphasized that high quality training methods strengthen
employee engagement and prepare workers to navigate complex business environments in real

world problem solving scenarios.
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Project managers in today's global workforce routinely lead in a variety of project team
environments. Digital fluency and comfortability with online environments become essential
competencies. Blended training provides structured opportunities to practice navigating digital
environments and integrates communication, team building, relationship management, and the
negotiation skills relative to real life project management. Blended learning can also support
project managers in developing necessary leadership skills that can transfer across environments
(Adinda and Mohib, 2020).

Ultimately, learning engagement is closely tied with blended training methodologies and
technologies. When projects project managers actively engage in blended learning, they are
positioning themselves to lead diverse teams, manage complex projects within virtual and in
person environments, and contribute to an organization's success. In this way, blended learning
serves not only as a flexible instructional model but a strategic mechanism for project
management leadership competency gain (Martin et al., 2023; Schuster et al., 2015).

Challenges and Gaps Affecting Project Leadership Training

Vallo Hult and Bystrom (2022) proposed theories on the integration of learning through
one’s work are much more complex than they appear at face value. In fact, “the ways people
learn throughout their working life are varying” (p.463).

Gaps in Professional Practices and Education

As early as 2008, Pant and Baroudi (2008) highlighted the gap between the importance of
interpersonal skills used for project management success and the lack of formal education
available to project managers to teach those interpersonal skills. Pant and Baroudi (2008) also
presented arguments for universities to expand their emphasis on project management education
to include the leadership soft skills needed to support project teams. Pant and Baroudi (2008)

reframed the definition of the word "project" to recognize the human-centric aspect that is key to
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the project's execution. The authors further asserted that a project should include the human
element of project management that is often overlooked as non-essential to project success.
However, one of the largest gaps in professional practice and the education of project managers
is the management of project team relationships within matrixed or layered organizations. And
the gap is widened when considering the modalities in which project managers lead teams.

Vallo Hult and Bystrom (2022) write that workplaces are characterized by an interwoven
matrix of relationships between people, technology, and the workplace practices that play out in
the organizational culture. In modern-day workplaces, there is a proliferation of the digitization
of everyday work. There is an influx of information, systems, and platforms, all with specific
functionalities. These types of resources are referred to as ICT (Megahed & Ghoneim, 2022).
The ever-changing state of the workplace calls for a better understanding of the learning
practices needed to equip project managers with the skills for everyday digital work (Magano et
al., 2020). Existing in a digital workplace also demands a new set of leadership skills, requiring
the leader to have technology savvy so that the digitization of project work does not hinder the
project’s success. Furthermore, Vallo Hult and Bystrom (2022) also assert that digital technology
is changing how one experiences learning, and more research is needed in this area on the
evolution of traditional learning methodologies into modern-day methodologies through the
effective integration of digital technologies. Magano et al. (2020) state that this places
organizations in the precarious position of maintaining competitive advantage while developing
the project management leadership competencies needed in an increasingly globalized and
digitized world.

Mazzetto (2019) explored a gap between the theoretical basis of project leadership and

the work-based learning methods that most project managers engage in throughout their careers.
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Carvalho et al. (2015) found soft skills are integral for the teaching of the technical skills in
project teams. Also, Mazzetto (2019) suggested that leadership skills are universally recognized
by many organizations and authors as a success factor in project management. Still, there
remains a gap in the focus on the relationship between leadership competencies and the
completion of complex, collaborative, organizational projects. Therefore, Mazzetto (2019)
confirmed it is critical to evaluate all the factors affecting the success of cross-collaborative,
matrixed projects. And there is an increasing debate in academia regarding the preparation of
professional project managers, the types of practical training needed, and the work-based
approaches used in methodologies to prepare project managers to successfully lead project
teams. Soft skills necessary to manage successful projects is now a part of the PMBOK® Guide,
where it is advised that, within project management education, the required hard or technical
skills should not be overemphasized at the detriment of the softer human skills that are needed
among project managers (Shelley, 2015). Gaps continue to exist in project management
education for the best methodologies and technologies for preparing project managers to lead
effective project teams across all types of environments—virtual, hybrid, or in-person.

Role of Digital Transformation in Shaping Modern Workplaces

Continuous technological advancements in modern-day workplaces since the 1980s
include the organizational adoption of emerging technologies. Technology use in corporate
workplaces has gained steady momentum. Technologies are now linked to organizational
performance and serve as catalysts for achieving goals at both the individual and organizational
levels. This includes the steady rise in eL.earning programs that are proving to be more cost and
time-efficient than traditional classroom programs. Facilitators who know how to use technology
and incorporate technology into training sessions are becoming more prevalent in corporate

training and development. These facilitators continue to evolve post-COVID 19 pandemic.
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Facilitators who know how to teach online, communicate effectively, and troubleshoot to resolve
students’ technical issues are becoming crucial in modern workplaces and will continue to be an
asset to companies post-pandemic (Chia et al., 2022).

Lohman (2009) examined the impact of TEL on an organization's overall growth through
the implementation of learning as a cooperative corporate initiative. Organizational learning
delivered through TEL helps organizations respond to common challenges and is a sustainable
process that encompasses information, communication, infrastructure, and the characteristics of a
company's common knowledge. Lohman (2009) also suggested that TEL can create corporate
collateral whereby there is a collective competitive advantage in collaborating to gain
knowledge, discover, and respond to challenges that arise using a heterogeneous set of skills and
competencies.

Consistent with the literature, Kearney-Bond and Barnes (2024) explain that soft skills
remain essential in 21 century learning, and determining the most effective methodologies and
technologies for imparting these skills is equally vital. Hands-on learning is part of the effective
methodologies, along with reflective practices, that enable project managers transitioning to
more complex project-leader roles to succeed in competitive global markets. Budianto et al.
(2025) provided background on the current state of Artificial Intelligence (AI). Al is a
transformative technology with a significant impact on leadership within organizations. Al is
transforming leadership roles, responsibilities, skills, and decision-making across various
businesses and industries at all organizational levels. The interactions between humans and Al
usher in an era of digital transformation that requires change management and equipping leaders

with technical skills and competencies to ethically use Al to its fullest advantage. This includes
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the possibility for project managers to drive organizational success by ethically leveraging Al
literacy, decision-making, and leadership.

New educational platforms are rapidly developing and becoming available through the
continued proliferation of smart devices and as an ongoing part of ICT conversations (Megahed
& Ghoneim, 2022). Various organizations are adopting this approach to distributed education as
a common part of everyday corporate life. This adoption calls for a change in perspective on how
corporate instructional designers are utilizing digital transformation to benefit corporate training
and education. However, Wintersberg and Pittich (2025) recognize that organizations supporting
digital transformation are finding that seasoned instructional designers with multiple years of
experience in corporate settings struggle to keep up with trends that drive the creation of training
and online instruction that meet the expectations of 21% century employers. Wintersberg and
Pittich (2025) expand on the tasks of instructional designers by noting the rapid digitalization of
content and the need for companies to capitalize on methodologies and technologies. These rapid
changes bring unique challenges in the resources available to meet the demand for quality digital
learning.

Impact of Blended Learning as a Type of TEL on E-leadership Competency Development

In today's dynamic project environments, leadership development needs to address the
complexities of multicultural, cross-functional, and increasingly virtual global teams. Castro et
al. (2022) noted that modern project teams are comprised of individuals with diverse cultural
backgrounds, skill sets, and competencies, all of which pose unique challenges for project
managers. Project managers need technical project management skills but also self-leadership
skills that effectively influence team behavior. Wang et al. (2023) emphasize the rise of virtual
teams, making E-leadership competencies essential to a manager's ability to lead through digital

platforms and with a high degree of emotional intelligence.
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E-leadership is a concept that emphasizes a leader’s virtual communication skills and
specifies six unique dimensions in ICT. The dimensions include mediating social influence
processes intended to change attitudes, feelings, thinking, behavior, and performance which are
based on a leader’s ability to communicate clearly and appropriately, provide adequate social
interaction, inspire and manage change, build and hold teams accountable, demonstrate
technology knowledge related to communication, and develop a sense of trust in virtual
environments. E-leadership mirrors the types of communication competencies expected in
traditional communication. However, the concept of E-leadership is applied to only virtual
environments (Wang et al., 2023).

Knowles’ (1977) research on andragogy and the science of adult learning remains a
relevant approach to self-directed learning and an essential component in developing
competency for adaptive, future-ready project professionals. The necessity for leadership training
programs that build technical and interpersonal skills, delivered through blended methodologies,
has the potential to empower project managers to take ownership of their development in a
rapidly changing workforce.

Impact of E-Leadership on Project Team Success

Magano et al. (2020) observed the globalization of projects as part of the project
manager’s team’s existence in multi-sized corporations. The authors also note that cultural
sensitivity and diversity are important considerations when broadening project leadership
education. And just as the state of project management changes, so do the individuals who
comprise the project teams. As a result, changing how we approach project leadership education
and rethinking the importance of embracing diversity within project teams are proactive steps

toward a crucial competitive advantage that leads to success. Diversity of thought is also
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important, as project education should consider the types of E-leadership competencies project
managers need to reach diverse team members (Wang et al., 2023).

The diversity of project teams extends beyond the nationality or geographic location of a
project team member. Diversity in today's workplaces also considers the multigenerational
configurations of project teams. People of different generations bring different levels of skill,
common job-related knowledge, attitudes toward work, teamwork, and expectations of self and
others (Magano et al., 2020). There is a stark generational difference between the youngest age
group in the workforce today, Gen Z, and the oldest, Baby Boomers. Most companies today
expect newly hired employees, as well as seasoned employees, to demonstrate soft skills on the
job, such as commitment to teamwork and some degree of emotional intelligence, alongside the
technical hard skills required to perform job tasks. Magano et al. (2020) also explored the
specific needs of Gen Z relative to the Baby Boomer generation in relation to their soft skills, as
well as the most effective educational approaches to strengthen this segment of the workforce.
The use of TEL is part of the cognitive makeup of Gen Z as learners. For example, their
cognitive load accommodates varying levels of attention and effort devoted to visual aids,
realistic training videos, gaming, and simulations, given the prevalence of technology in their
everyday lives. Whereas generations older than Gen Z may struggle to absorb cognitive load and
need a more brain-friendly approach to minimize information and engage in the actual thinking
process, rather than more interactive technologies. However, E-leadership competencies hold the
potential to bridge generations and strengthen relationships between leaders and diverse project

teams, according to Wang et al. (2023). Wang et al. (2023) also state that:
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In this new research, we propose that the relationship between leadership and new virtual
communication media can be understood in two perspectives with: (a) leadership driving

ICT, and (b) ICT impacting leadership in a cyclical fashion (p. 102).

ICT marry the use of TEL, opening the door to bridging generational gaps by enabling
companies to engage employees of all ages and diverse backgrounds using the six related
competencies within E-leadership. The competencies hold the potential to be used as the
standards by which successful project teams operate across all environments.

Pant and Baroudi (2008) highlighted the role of TEL in transferring technical hard skills
and fostering the much-needed soft skills essential to project management. Kearney-Bond and
Barnes (2024) also noted that Gen Z is often seen as a more individualistic generation and
benefits from increased social interactions and cross-collaborative activities used to promote
teamwork, making blended learning that incorporates elements of online discussion imperative.
Dror et al. (2011) also emphasized that TEL, such as blended learning, makes training more
engaging and effective by providing interactions and challenges, thereby aligning project
management education with the essential soft skills needed in today's work environment while
capitalizing on technology and complementing it with classroom training. As evidenced by
Wang et al. (2023), approaching E-leadership competencies through the lens of TEL develops
project managers by exposing them to conceptual knowledge of E-leadership. Blended learning
as TEL can further equip project managers with the necessary skills of project management to
ensure project team success.

Corporate Project Managers’ Perceptions of Impact on Their Project Teams

Castro et al. (2022) investigated how project managers' emotional intelligence was deeply
rooted in their ability to inspire trust among their team members. The ability to establish trust

within their team was a key factor in project success. The project manager’s ability to use trust
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has its own unique framework for building a team and creates the best performance outcomes, as
measured by time on task to achieve project goals and finish expected deliverables. In fact,
Castro et al. (2022) asserted that the project manager’s overall attitude and exhibited behaviors
were the clear connector to the team’s overall behavior and consequently had a major impact on
the job outcomes. The level of emotional intelligence needed to inspire this kind of trust was
shaped by the leader's ability to perceive others' emotional states and respond with empathy,
thereby creating a positive atmosphere that inadvertently enhanced task performance. Not only
did the team trust the project manager as a project leader, but they also developed trust in their
project team members. Castro et al. (2022) also discovered that project managers who
established trust among their teams reported a positive impact on team efficacy and on team
members' willingness to share knowledge, openly discuss project risks, and resolve interpersonal
conflicts. Knowledge sharing had a stronger impact on team performance, as team members
became interdependent, creating a positive climate that fostered cooperative behavior and
correlated with project success. Therefore, there remains a potential positive impact on project
management education by bridging the gap between project management theory and the
acquisition of leadership competencies, which are fundamental to team success, through
appropriate educational technologies and methodologies integral to blended learning (Mazzetto,
2019).

Rzempala et al. (2023) identified five essential sets of soft skills 21 century project
managers need to lead project teams: communication, team building, flexibility and creativity,
leadership, and managing stress and conflict. These soft skills mirror the E-leadership
competencies proposed by Wang et al. (2023) as a related set of six competencies that all project

managers need to lead successful projects in ICT virtual project team management. Project



47

management continues to be an evolving profession. With the impact of leadership evident
across the literature, the 21% century project manager requires education that prioritizes not only
hands-on learning and reflective practice but also practical application using real-world scenarios
integral to driving project success in a variety of team environments (Kearney-Bond & Barnes,
2024). This shift away from an emphasis on hard skills toward a focus on competency
development supports the need for acquiring E-leadership competencies and the increasing
importance of the overall health of the project team in acquiring soft skills. Therefore, project
leadership education is no longer a novelty in the pursuit of the most effective forms of
educational training. Now more than ever, methodologies and technologies embedded in blended
learning hold exponential potential to impact the project management profession and the role of
project managers as leaders of their teams (Magano et al., 2020).

Summary

The literature reviewed in Chapter Two aimed to explore blended leadership training as a
type of TEL. Key findings suggest that traditional project management hands-on training of
technical skills is not enough. And today’s project managers need competencies that align hard
and soft skills in project management and transfer to global markets (Carvalho et al., 2015). The
literature also supports adopting approaches that examine the most impactful project leadership
soft skills and the methodologies and technologies used to teach them, enabling students to excel
in their roles (Mazzetto, 2019). Findings also suggest that project managers who inspire trust and
foster a supportive team climate positively affect project outcomes and create organizational
advantage in competitive global markets (Castro et al., 2022). Global markets demand an
expansion of the definition of a competent project manager who leads a team. Therefore, the

literature also explored the transferability of E-leadership competencies in relation to ICT and
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the possibilities associated with extending E-leadership competencies to hybrid and in-person
teams (Van Wart et al., 2019; Wang et al., 2023).

Gaps in research exist in the exploration of how to properly educate project managers on
the soft skills needed to achieve successful project outcomes (Pant & Baroudi, 2008). Gaps also
exist in the alignment of project management education and training in both industry and
institutes of higher education (Kearney-Bond & Barnes, 2024). The literature reviewed
suggested that studies should explore the mediating mechanisms between servant leadership and
project success, and that future work could incorporate intervening variables in this relationship
(Han and Zhang, 2024). Further research is needed to examine educational approaches that
intentionally strengthen the diverse generations represented on project teams (Magano et al.,
2020). In addition, future studies should explore the growing globalization of project work and
identify blended training strategies that effectively bridge cultural diversity and account for the
influence of cultural context. This includes investigating alternative education and training
methodologies within blended training that enhance project leadership within ICT-mediated
environments and assessing how E-leadership may support the transfer of competencies to
hybrid and in-person project settings (Magano et al., 2020; Megahed & Ghoneim, 2022; Wang et

al., 2023).
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CHAPTER 3: METHODOLOGY

The purpose of this qualitative case study is to explore corporate project managers’
experiences with blended leadership training as a type of technology-enhanced learning (TEL) in
developing project E-leadership competencies. The study seeks to answer three research
questions:

1. How do corporate project managers perceive their experiences with blended training

methods and technologies in the acquisition of E-leadership competencies?

2. What challenges and limitations do corporate project managers face when engaging
in blended leadership training?

3. How do corporate project managers perceive the impact of blended training on their
ability to apply project E-leadership competencies in virtual, physical, and hybrid
environments?

This chapter outlines the research purpose and questions and the overall research design
along with the theoretical frameworks. Furthermore, the chapter details the role of the researcher
and the researcher’s positionality. Next the research site and participants are discussed including
the research context, participant selection, and recruitment. The data collection methods using
semi-structured interviews are explained including data analysis procedures that consider ethical
considerations and strategies for data quality. These sections are followed by a summary and
overview of Chapters Four and Five as the final chapters in the dissertation.

Research Design

This study examined a single case of blended project leadership training which is a type
of professional development training within the bounded system of corporate professional
development. The bounded case in this study is the collective experiences of corporate project

managers who completed blended project leadership training within the past four years. The time
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span of four years was chosen to provide sufficient time between the time of the training and any
impact to managing project teams using the skills learned in the training. This time span was
referenced in Appendix B: Pre-Qualifying Survey where interested parties were asked to attest
with a “Yes” or “No” response if, in their opinion, there had been sufficient time between the
time they participated in the blended project leadership training and the time needed to develop
and apply the skills to leading projects and project teams. To further limit the scope of the study,
this training included only a population of participants who were project managers in corporate
industries and businesses and excluded military, education, and healthcare. Also key to the study
is that the project leadership training included some element of TEL and a virtual or physical
classroom portion making it a blended training (Beverland & Lindgreen, 2010). First, a
qualitative case study was chosen for the study design since the study used the individual
interviews of project managers to yield data related to the study, and the research examined
project managers who had participated in blended project leadership training to enhance their
leadership competency as project managers in a corporate business or industry. Furthermore, the
study explored participants’ experiences using their in-depth descriptions and analysis of their
stories as related to the bounded system of project leadership training completed within corporate
organizational structures. Also, the study gathered the participants’ experiences within the real-
life context of their jobs and roles as project managers who led project teams. The study also
gathered qualified participants who had the common attribute of having completed a blended
project leadership training in the time span within one to four years and with enough time having
post-training to share any self-perceived professional growth, competency, or skill gain
(Merriam & Tisdell, 2016). The aim of this study was to address gaps in current literature on

blended project leadership training as a type of TEL. The study also addressed the impact on the



51

acquisition of E-leadership competencies and the transferability of those competencies beyond
virtual environments to hybrid and in-person teams (Megahed & Ghoneim, 2022; Wang et al.,
2023). In broader terms, the aim of the study was to fill gaps in the types of training project
managers need to lead successful project teams in virtual, physical, and hybrid environments.
The study also examined how E-leadership competencies transfer across virtual, hybrid, and
in-person environments in contemporary workplaces where information communication
technologies (ICT) shape communication and the way work is accomplished (Wang et al., 2023).

Theoretical Frameworks

This study was grounded in two key theoretical frameworks. The first explored the ways
blended training models, when integrated with adult learning principles—specifically Knowles’
(1977) andragogy theory—effectively supported competency gain in adult learners. The second
framework examined the potential for E-leadership competencies, acquired by project managers
in blended project leadership training, to transfer across diverse team environments and extend
beyond virtual settings (Wang et al., 2023). Knowles’ (1977) andragogy theory informed the
coding process by directing attention to themes related to adult-learner experiences. Experiences
included the participants’ preferences, behaviors, and outcomes associated with completing a
blended project leadership training (Knowles, et al., 2015; Shelley, 2015). In contrast, the
E-leadership competencies framework guided coding by identifying evidence of the six
competencies and how they transferred across different project environments (Wang et al.,
2023). Furthermore, both theories intersected where findings in the data showed that participants
who had attended a blended project leadership training had self-perceived acquisition of any of
the six E-leadership competencies and could speak to the experience of transferring specific

skills associated to each competency to different project environments. The conceptual
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relationship between these theoretical models is illustrated in the visual representation
labeled Figure 1.
Figure 1
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Second, this study used a qualitative case study as the intentional research design to
support the belief that people construct knowledge in an ongoing fashion as they engage in and
make meaning of an activity, experience, or phenomenon (Merriam & Tisdell, 2016). Through
qualitative case study, the study explored participants' experiences and attitudes regarding how
project leadership training, incorporating TEL, impacted their ability as a project manager to lead
successful project teams. By selecting participants who previously participated in such training,

this study gathered data related to the research questions and focused on the role of blended
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learning as a type of TEL in E-leadership competency gain and transferability of skills related to
each of the six competencies to different team environments within corporate workplaces. The
various backgrounds and diverse experiences of participants further enhanced the transferability
of the findings by allowing the findings to be applied to various organizational contexts. Lastly,
due to the iterative nature of the data from the qualitative interviews, the transcripts obtained
from the interviews yielded findings through the analysis of participant experiences, thus
providing insights that were not only specific to the study’s context but also applicable to similar
settings (Saldafia, 2014).

Third, a qualitative case study was used because its method of inquiry was the best study
design to understand participants’ experiences of blended project leadership training and any
related E-leadership competency transference in a real-life context (Merriam & Tisdell, 2016).
Since the intent of this study was to uncover the common experiences of participants who
completed a blended project leadership training, a qualitative case study design supported the
belief that knowledge is constructed by people in an ongoing fashion as they engage in and make
meaning of an activity, experience, or phenomenon. This study sought to understand
participants’ experiences thus making the study in the field of the real-life context of their daily
job roles (Merriam & Tisdell, 2016). Furthermore, Smith et al. (2022) believed a good case study
either disconfirms our expectations or provides a means of troubling our assumptions,
preconceptions, and theories. Because the study gathered information from a target audience
with varying levels of project management experience and recruited participants through a
professional social media network, a case study design was the most appropriate approach for
uncovering new data aligned with the research questions. This design also allowed the study to

challenge assumptions about the impacts of blended project leadership training as a form of TEL
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and to form new theoretical connections related to E-leadership competency development and its
transfer to project team dynamics. A qualitative case study was also the best design choice
because it incorporated the naturalistic inquiry of a topic within a bounded context of blended
project leadership training among corporate project managers. The data collection and fieldwork
were conducted using the personal engagement of participants who willingly volunteered to
share their experiences. Therefore, the analysis and reporting strategies of a qualitative case
study afforded the opportunity to gather both perspective and voice as it related to the research
topic’s unique case orientation related to blended project leadership training and E-leadership
competency transfer (Jones et al., 2022).

Lastly, a qualitative case study was used because it was the best design for exploring gaps
in literature that exist in the study of blended project leadership education and E-leadership
competency gain. Shelley (2015) conducted action research as a qualitative method to focus on
project leadership education in a higher education setting but found gaps in how interactive
learning would continue to evolve. Wang et al. (2023) also used a longitudinal study exploring
project leadership development of E-leadership and the types of competencies project leaders
and teams need to manage projects in virtual environments. Shelley (2015) recognized gaps in
the size of the sample being four to five members in a group and from a higher education
context. Shelley (2015) identified the need to extend this research to other settings with
potentially larger sample sizes in broader organizational contexts. Furthermore, Wang et al.
(2023) found gaps to be addressed in future research to further examine broader organizational
contexts within ICT for comparative studies and the need for research to operationalize the six E-
leadership competencies. In conclusion, the qualitative case study design used in this study

addressed both areas of gaps by exploring how blended project leadership training
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methodologies and technologies worked together to build E-leadership competency transference
for project managers who lead teams in corporate businesses or industries in different project
environments.

Researcher’s Positionality, Subjectivity, and Reflexivity

As the researcher in this study, I acted as the primary instrument to collect data
(Cresswell & Poth, 2018). I prepared for ethical obligations and excellent research that included
my positionality and subjective relationship between the topic, research findings, and
participants including the reflexive nature of my analysis (Jones et al., 2022).

Researcher’s Positionality

I moved through this qualitative study and positioned myself to become an active co-
contributor to discover participant experiences in a bounded system within a single case
(Creswell & Poth, 2018; Merriam &Tisdell, 2016).

I am a Caucasian, middle-aged female with five years of managerial experience leading a
team and who holds multiple degrees and certifications related to learning, design, technology,
and professional corporate facilitation. I am also a senior-level leader responsible for the learning
and development of employees in a corporate global manufacturing company. As part of my job,
I am responsible for working with engineering research and design project managers and their
teams. Furthermore, I also had the opportunity to lead my first team at the beginning of the
COVID-19 Pandemic, a worldwide epidemic that affected the global population and forced
mandatory work-from-home employment in major public businesses and organizations for over
two years from 2020 to 2022. During that time, I experienced the value of educational
technology and the ways it transforms the learning experience of adults and the success of virtual

teams. My experiences also influence the value I place on educational technology and the way it
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aids in the delivery of training to boost the operational productivity of an organization especially
across diverse global groups needing the same professional development.

Researcher’s Subjectivity

During the research process, I remained cognizant of the great potential for personal bias
in this study since [ have designed and developed blended training in various job roles.
Therefore, I also acknowledge my extensive experience developing and implementing project
leadership training and am aware that certain methods can impact the success of project
managers who operate in different project environments. Given that, I committed during the
research process to remain open-minded to the possibility of alternative perspectives and
interpretations of the data of this study which holds potential to strengthen the rigor and quality
of the research process and findings. In relation to this, I also accepted that the findings in the
data from the study had the potential to be contradictory and indifferent to the data I hoped to
find to answer the research questions, and the data from this study could have led to other
conclusions that did not answer the research questions. Lastly, I approached the data
pragmatically and remained iterative with findings that developed from the data rather than
forcing my own pre-conceived notions of what the data should have revealed in the final analysis
especially given my past experiences developing project leadership training that incorporated
blended methodologies and technologies (Tracy, 2014).

My positionality also encompasses both the advantages and disadvantages of how I
approached this area of research. An advantage of the research approach was the accessibility of
a large population on LinkedIn, which the study used as the sample for the study. With over one
billion members across more than 200 countries and territories, LinkedIn's diverse professional
network provided an opportunity to examine a variety of blended project leadership training

methods and the technologies. This diversity, combined with the potential for virtual, physical,
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or hybrid training structures, provided valuable insights into how different training formats shape
project-leadership development. The study also contributed to expanding the literature on the
most effective methods and technologies for project leadership education across diverse
corporate industries.

A key disadvantage of the research approach was the uncertainty surrounding participant
interest. The research topic once announced on LinkedIn could have either received little to no
response from the larger LinkedIn audience or, conversely, faced overwhelming interest,
resulting in an excess of data that could have exceeded the scope of time available for the study.
Forming an announcement on the LinkedIn network was key in limiting the scope of the research
through the outlining of the types of participants needed for this study. And by asking any
interested persons to complete a pre-qualifying survey, the survey responses further assisted in
proceeding only with participants who truly embodied the attributes needed to collect data for the
qualitative case study. In particular, the pre-qualifying survey proved crucial for excluding
participants who managed projects in military, education, or healthcare roles thus containing the
research within corporate settings (Merriam & Tisdell, 2016).

Researcher’s Reflexivity

During the research process, I acknowledged the need to manage biases by the self-
reflexive analysis of how, why, and in what ways my research was conducted and continued to
maintain an understanding of the role power, privilege, and visibility played in the research
process (Jacobson & Mustafa, 2019). The potential for bias in the data analysis remained part of
my reflexivity, and I made intentional efforts to let the data tell the story rather than trying to fit
the findings to support positive E-leadership competency gain coming from exposure to blended
project leadership training. In short, I accepted that there may be no connections to the research

questions and that the findings overall would not influence future research.
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Furthermore, to reduce bias in my research, I worked with another qualitative researcher
who was an adjunct professor at the time of this study to review my methodology and findings.
This peer conducted a review of my methods resulting in similar findings using a single data set
from my study that was free of any identifying information. In addition, I maintained a
reflexivity journal to note moments in the research process where my personal bias influenced
my findings including any self-report bias where my preconceptions may have influenced my
data analysis (Traianou, 2020).

Lastly, I recognize that I remain a highly visible member of LinkedIn and have a vast
social network. How I approached participants and the steps I took to conduct member checking
before the final inclusion of data in Chapters Four and Five reflected on me both personally and
professionally. Therefore, | remained committed to uphold all applicable research standards that
governed my study and to the highest degree possible (Jacobson & Mustafa, 2019).

Ethical Considerations

The research for this study comes from the personal experiences of corporate project
managers who participated in a blended project leadership training as part of their professional
development in corporate settings. First, to maintain ethical considerations, I followed the
supporting institution’s Independent Research Board standards for the safe handling of data and
study visibility. Second, I committed to protecting the integrity of the participant data related to
any specific names or company references. Lastly, I maintained ethical consideration by being
committed to examining their overall experiences related to E-leadership competency transfer.

First, this study was conducted under the guidance of the supporting institution’s Internal
Research Board which provides standards and guidelines for operating human subject research
and ensures the protocol is provided for data handling, storage, and dissemination in

publications. Smith et al. (2022) say that verbatim files such as audio and media files can provide
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a semantic record compared to the researcher’s summarized data and findings. To protect the
sample of participants, I used only the information and protocols approved by the Independent
Research Board and any other supporting documentation required by the supporting research
institution including but not limited to the research proposal, data collection and analysis
procedures, findings, conclusions, and transcripts created from the participant interviews. No
research data were saved on personal PCs. All research data was stored in Dropbox or Google
Drive in which cloud-based storage is only accessible via a protected username and password.
Furthermore, the dissertation chair had access to raw data if necessary. Following the close of
this study, the protocols remained in place to permanently destroy any transcripts created from
the recordings and any stored data. Participants were fully informed of all security measures
before the interview. Participants had already signed a consent form prior to the interview before
any information or meeting requests were sent. A digital pre-screening form embedded in the
LinkedIn announcement helped participants to verify eligibility. Additionally, an email was sent
to each participant to gather the signed consent for the interview and offered participants details
to the study’s visibility including the opportunity to participate or withdraw at any time. Through
these communication and consent measures, participation remained entirely voluntary and free
from any pressure or coercion thus protecting participants from potential harm while upholding
data privacy, autonomy, and freedom of choice (Traianou, 2020).

Second, I used protocols that included codes to identify participants in the study instead
of using first and last names. I created codes using a system of upper and lower-case letters as
well as numbers where a code created matched a single research participant only identifiable by
letter or number combinations that could in no way reveal their identity. There was a potential in

the data analysis to divulge information related to the company where the training was hosted,
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the trainers, or the training creators. I committed to protect the integrity of the data that my
participants shared and was mindful to protect the brand of the business or industry where the
participants completed the training including specific names of training creators or facilitators
(Brinkmann, 2018).

Lastly, I looked for evidence that E-leadership competencies were acquired and
transferred to hybrid or in-person teams and not just virtual teams. In qualitative research, the
interviewer approaches the conversation from the perspective of a discipline including writing,
publishing, and contributing to a broader body of knowledge. I used qualitative interviewing to
function as a guided conversation in which I listened closely for meaning, using main questions
to shape the dialogue, probes to clarify or deepen responses, and follow-up questions to pursue
the implications of participants’ answers. Therefore, in these guided conversations, I carefully
listened to hear the full meaning embedded in their experiences (Warren, 2012).

Research Site and Participants

Smith et al. (2022) recommended that qualitative researchers think about their sample in
terms of homogeneity across the sample as a whole. The sample size for this study was
determined by the minimal number of participants needed to satisfy the topic or until theoretical
saturation was reached and no new data was yielded to support findings to either address or not
address the researcher’s questions. Hennink and Kaiser (2022) discussed theoretical saturation
specifically for qualitative research to refer to the “point at which gathering more data about a
theoretical construct reveals no new properties, nor yields any further theoretical insights about
the emerging grounded theory” (p.1). Hennink and Kaiser (2022) found that data saturation is
reached between 9-17 interviews with a mean of around 12-13 interviews for a qualitative study.
However, Hennink and Kaiser (2022) also found that ambiguities exist in the definitions

qualitative researchers use to provide justification for data saturation. Overall, saturation can be
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described as the point where little or no relevant new codes or categories are found in the data.
Although the original goal of this study was to have at least nine interviews and no more than 17
interviews, theoretical saturation was reached far earlier at a total of seven interviews. The total
number of small descriptive codes and in vivo codes began to show repetitive patterns during the
seventh participant interview. Therefore, saturation plus one participant was reached at a total of
eight participant interviews. Creswell and Poth (2016) asserted that the purpose of qualitative
interviewing is depth rather than quantity, meaning researchers should gather enough interviews
to fully understand the phenomenon and reach saturation. The intent is not to generalize but to
develop an in-depth understanding that ultimately guides the appropriate number of interviews.
Research Context and Site

The research was conducted within the context of corporate business or industries and
where project managers completed blended project leadership training within an organization as
part of their professional development. The study focused on companies using digital learning
solutions for the development of project leadership competencies. These companies included but
were not limited to international corporations, mid-to large sized companies, and firms that drive
business using technology. These companies operated across a vast array of corporate industries
such as manufacturing, finance, information technology, data analytics, consultative firms, and
other industries where project management is a key factor in driving business forward and
propelling the organization’s growth.

The selected research sites also included companies that offered virtual learning
opportunities using learning management systems, online learning, micro-learning, game-based
simulations, or blended approaches to developing leadership competencies among their

workforce of project managers. The study focused on project managers in corporate settings who
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previously participated as a training participant in such programs, sessions, classes, or courses.
The project managers who were the study participants provided their insights as to their
experiences with aspects of blended project leadership training as a form of TEL and any
impacts on their ability to lead successful project teams in different environments.

Subsequently, given the steadily increasing trend of fully remote job roles and hybrid
work arrangements, the research also included participants who worked in physical office
settings and virtual team environments. By approaching the research using a comprehensive
strategy, the researcher gained an in-depth understanding of how corporate project managers
engage and transfer E-leadership competencies acquired in blended project leadership training
across different work landscapes within corporate businesses and industries.

Sampling

The researcher was fully aware the strategy used purposeful (criterion-based) sampling
since the researcher sought out respondents who met the analytic criteria to potentially reflect
one of the two theoretical frameworks and identified the participants based on eligibility criteria
and recruited through LinkedIn (Warren, 2012). The researcher used theoretical sampling since
the research is based on the work of Shelley (2015) and the author’s work with project leadership
education in relation to Malcom Knowles’ adult learning theory. Shelley (2015) explored project
leadership education through a very traditional training model of classroom training with limited
use of technology being a series of classroom sessions and an online discussion board where
college-aged students could post comments but not necessarily interact with a high degree of
collaboration. This study looked at the intentional use of adult learning theory supporting
corporate project managers’ experiences. The study also looked at their perceptions of the
impacts of blended project leadership training that incorporated a variety of methodologies and

technologies. Also, the theoretical sampling used in this study is based on the work of Wang, et
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al. (2023) and their exploration of E-leadership competencies used in ICT. Wang et al. (2023)
looked at E-leadership competencies and how project managers used each of the six
competencies while managing virtual project teams. This study looked at those same six E-
leadership competencies and examined if the findings in the study reflected the transference of
the E-leadership competencies across hybrid and physical team management beyond solely ICT.

Participant Recruitment

Participants were recruited from LinkedIn, a vast social network yielding data for a
variety of topics. An announcement was posted on LinkedIn stating the purpose of the research,
the qualifications to participate, and other key information. A sample of the study announcement
used on LinkedlIn is included as Appendix A, Study Flyer. The study flyer also included a link to
a Google Form which was used as the collection tool to obtain the email addresses of interested
participants as well as brief background information that qualified or disqualified the interested
parties. The participants were not asked to provide their names, only a viable email address. A
sample of the pre-qualifying form used in this study is included as Appendix B, Pre-qualifying
Survey. Once a participant was qualified to participate in the study, the researcher sent a
welcome email as a personal introduction and next steps that outlined the interview process
including the request for at least a one-hour time commitment to participate in a virtual
interview. The initial email also informed the participants of all data collection methods and
implications. A sample of the introductory email used in this study is included as Appendix C,
Formal Email to Pre-Qualified Participants. Within the email there was an attachment of the
consent form in PDF format. The participant was instructed via written directions in the email to
download the form and provide a physical signature in written format or a digital signature using
Adobe’s embedded feature for applying a digital signature to a document. The email explained

reasons the participant needed to complete the form before the interview was scheduled, and it
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provided return instructions within the same email thread. No further details were shared until
the researcher received the signed consent form. Once the researcher had received the signed
consent form, the researcher sent a second email to the participant included as Appendix E,
Email for Collecting Demographic and Background Data. This formal email outlined the process
in detail and requested that the participant complete a Google Form containing all pertinent
background and demographic information. A sample of the Google Form used in this study is
included as Appendix F, Demographics and Background Data Form. This final Google Form
also contained the participant’s preference for a time and date of the Zoom interview. The
researcher used that information to follow the next steps of sending a calendar invitation with an
embedded Zoom meeting link. A follow-up email was sent to each participant at least two days
prior to the actual day the interview occurred as a courtesy reminder to the participant.

Participant Selection

Participants in the sample were interviewed reflecting three research questions used for
the purpose of this study (RQs 1-3) seeking their experiences with blended project leadership
training and findings supporting the competencies associated with E-leadership and their
transference into different team environments. Smith et al. (2022) determined qualitative
researchers must think about their sample in terms of homogeneity. The population in the study
was limited to project managers who were employed or affiliated with a corporate business or
industry. The criteria for selection of participants were:

e All participants had led a project or project team at some point in their career as a project
manager.
e All participants in the sample had participated in a blended project leadership training

once they reached the level of leading project teams (preferably within one to four years
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of the study).

e All participants in the study had previously participated in the blended project leadership
training with enough time passed for there to be the opportunity to attest to self-perceived
skill gain, attest that they were indifferent to the impact, or there was no skill gain at all.

The following Table 2 outlines the participants’ professional background profiles.
Table 2

Participants’ Professional Background Profile

Unique Identifier =~ Current Job Title Current Industry Years of Experience
001Sept1125 Sr. IT Manager Energy 10+
002Sept1325 Sr. Program Manager A Business 3-5
003Sept1825 Sr. Project Manager ~ Manufacturing 10+
004Sept2025 Sr. Project Manager =~ Manufacturing 6-10
005Sept2325 VP, Project A Business 10+
Management Office
006Sept2825 Business Analyst Power Marketing 3-5
007Sept3025 Consulting Director ~ Other; LLC 10+
0080ct0325 Product Manager Manufacturing 3-5
Data Collection

This qualitative case study used semi-structured interviews to gather insights from
participants in effort to provide detailed responses relevant to the dissertation topic on blended
project leadership training and the transference of E-leadership competencies across different

team environments (Brinkmann, 2018).
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Semi-structured Interviews

For this study, the interview protocol created by the researcher guided the semi-structured
interviews through the questions created to address RQs 1-3. Interviews were one hour in length
and included a total of seven interview questions. Some additional questions were asked to set
the stage for the interview as well as the interview protocol being read as a scripted segment of
the interview. The Interview Protocol is found in this document as Appendix G, Interview
Protocol. The researcher also sent each participant a slide deck (one slide per research question)
at least two business days before the interview. This was another measure of good faith on behalf
of the researcher to demonstrate to the participants the transparency and intent of the research
query (Brinkmann, 2018). The researcher showed the same slides during the interview by a
screen sharing option within Zoom.

On the day of the interview and once the participant joined the meeting, the researcher
asked via the script for the participant’s consent to be recorded and used the recording feature
which displays in Zoom meetings as an automatic message letting the participant know that the
meeting had begun recording. Semi-structured interviews were used to allow for the free flow of
information and in-depth exploration of participants’ experiences, while still maintaining
consistency across interviews (Janghorban et al., 2014). Since the interviews were conducted via
Zoom, these interviews leveraged the platform’s video capabilities to overcome time and
distance limitations. The flexibility of the virtual semi-structured interviews enabled participants
to share detailed insights about their experiences with blended project leadership training and
provided opportunities to share their experiences and insights on effectiveness (Tracy, 2013).

Once the Zoom meeting ended and all parties agreed that all questions had been answered
and there was no other data to include, the video recording was stopped, and the participant was

informed of a member checking procedure where the transcript, free from any identifying
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information, would be returned to them via the original email conversation that secured the
agreement to interview. Participants were also reminded that they could withdraw from the study
at any time.

If there had been a larger than anticipated response, the researcher’s plan was to collect
data until theoretical saturation was achieved, meaning no new data or categories emerged or to
which the researcher felt they achieved sufficient investigation of the topic and to the degree of
saturation plus one interview (Jones et al., 2022). At the point of saturation, the researcher would
stop interviewing participants and refrain from using the remaining participants in the sample.
Furthermore, the researcher planned to provide a courtesy email to let them know that although
their willingness to participate was appreciated, the study had reached the data limitations for the
scope of the study, and the researcher would not be proceeding with their interviews. If they
chose to participate in the random prize drawing, they would have remained eligible and be
contacted accordingly upon their email address being drawn as the “winner.” However, there
was no need in the study to follow this last set of protocol since the study achieved theoretical
saturation at seven participants plus one more interview totaling eight participants in this study.
The data from the seventh participant interview indicated early saturation. The eighth and final
participant’s data demonstrated that saturation plus one participant had been achieved when
descriptive codes and in vivo codes began repeating and no significant dimensions of nuance or
variability were being contributed (Hennink & Kaiser, 2022).

Validity and Reliability

In order to ensure the quality and accuracy of this study, the research questions were

clearly defined and served as the basis for the study protocol. There were a series of strategies

employed in this study to establish validity and reliability.
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Validity

First, the researcher used member checking to share the interview transcripts with the
participants. Each participant received a transcript free from identifying information shared via a
secured Google folder. Each participant received a link to an individual Google folder.
Participants did not share folders. Participants were provided verbal direction at the end of the
interview and written direction in the email. Participants were given five business days to review
and make suggested edits or deletions within the transcript or request an extension of three extra
business days by emailing the researcher and requesting an extension. These directions are
provided in Appendix H: Post Interview Email for a sample of the member-checking directions.
Second, the researcher used peer debriefing and review as a method for validating the research.
The researcher worked with a former colleague, qualitative researcher, and adjunct professor to
review the methodology and findings to challenge bias. The researcher provided the peer with a
slide presentation with detailed instructions outlining the methods, a blank data analysis sheet,
and a single data set free from any identifying information. The peer conducted the review and
concluded that the methods were sound having found similar findings as the researcher using the
same coding methods and analysis.
Reliability

The researcher used a series of strategies to ensure reliability. First, the researcher
maintained a meticulous record of research activities and raw data. Next, the researcher practiced
reflexive note-taking documenting her reactions, emotions, and internal thoughts. Last, the
researcher used a data codebook to categorize data. A single instance of the data codebook was
provided to the same peer mentioned in the validity section above so that the peer could attest to

consistent coding using the exact process and procedures followed by the researcher in the study.
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Data Analysis Procedures

Data for this study was collected by project managers who operated in some aspect of
corporate, meaning business and industry. The project managers participated in a technology-
enhanced project leadership training and had sufficient time between the training date and the
time of interview to bear witness to the application or evolution of E-leadership
competency development and transference to a variety of real-world project team environments.
Coding

For data analysis, the researcher used coding as a connecting mechanism between the
data and the emerging themes and categories that unfolded in the data. Through the use of
coding, the researcher showed connections drawn between the participants’ responses and the
three research questions referred to as RQs 1-3. The three research questions remained the
constructs for the data collected in this qualitative study. Furthermore, coding served to highlight
any new themes or subthemes that emerged from the data during the data analysis process.

The researcher was fully aware that coding is an active, interpretive process and one used
to develop themes and subthemes directly coming from the data itself (Jones et al., 2022). As an
iterative, pragmatic approach to the data analysis, the researcher ensured that the data collected
stayed as close as possible to the research questions. The approach to data analysis also ensured
that the data collected stayed as close as possible to the dissertation’s topic of blended project
leadership training and its impact on developing E-leadership competencies as a set of
transferable competencies. The researcher also remained aware of any information that
connected back to the theoretical frameworks of Knowles’ adult learning theory and the work of
Van Wart et al.’s conceptual framework on E-leadership competencies (Knowles et al., 2015;
Patton, 2015; Shelley, 2015; Van Wart et al., 2019; Wang et al., 2023). This pragmatic, iterative

approach allowed the data to reveal the findings, insights, and connections to organically unfold
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from the data itself rather than the researcher intentionally pushing the data into pre-existing
categories influenced by existing literature, the research questions, or the researcher’s own bias
(Tracy, 2013).

Data Codebook

The researcher relied on a data codebook in order to structure the data analysis into a
visual tool to categorize and display the data. Using a data codebook provided clarity and
consistency throughout the data analysis process. The data codebook was organized to present
participant data as dynamic concepts by aligning quotes for the transcripts and any responses that
led to emerging themes and subthemes (Saldafia, 2014).

Charmaz (2014) found coding forces participants to think about the material in new ways
that may differ from the research participants’ interpretations. The researcher designed the data
codebook in table format and used five key columns for line numbers, quote, research question,
small descriptive codes, in vivo codes, for the first level coding. For second level coding, the
researcher used two columns labeled Interpretive Theoretical Codes to connect back to the
andragogy theory or one of the six E-Leadership competencies. The researcher followed a
process based on thematic analysis (Naeem et al., 2023). The first column was titled “Line
Numbers” and indicated the range of lines within the transcript where the researcher retrieved the
quote. The second column, “Quote,” captured direct quotes from the participants’ transcripts
including the exact line numbers where the researcher had already used a manual system of
highlighting and analytic memos to identify where the quotes reflected the research questions.
This was the initial phase of the thematic analysis process that involved the transcription of data
and the familiarization of the information within it. Naeem et al. (2023) call this step “bring[ing]
the data to life” (p. 4). The third column was labeled “RQ” and recorded which research

questions (could be one or a combination of RQs 1-3) corresponded to specific quotes. This
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selection of quotes or phrases involved a close examination of the data and represented the
participants’ experiences and perceptions. Next, the fourth column was labeled “Code-Small
Descriptive” and held concise descriptive labels created from the data. Next, the fifth column
was titled “Interpretive Theoretical Codes” which linked the data back to the broader theoretical
frameworks of Knowles’ adult learning theory and Van Wart et al.’s E-leadership competencies
(Knowles et al., 2015; Shelley, 2015; Van Wart et al., 2019; Wang et al., 2023). Naeem et al.
(2023) focused on theme development in terms of organizing the codes in such a way via
grouping, patterns and relationships emerge, and at this step, the researcher begins to connect the
themes or patterns back to the research questions. The sixth and seventh columns were under
second level coding and allowed a space for the researcher to connect themes to andragogy or
one of the six E-leadership competencies.

Charmaz (2014) explained that focused codes advance the theoretical direction of the
researcher’s work. The researcher in this study used a simple coding scheme where “AndrTh”
represented connections to Knowles’ adult learning theory (Knowles et al., 2015; Shelley, 2015).
The occurrence of E-leadership competencies were represented by six other codes corresponding
to each of the six E-leadership competencies including E-Comm, for Communication, E-Soc, for
Social, E-Cha, for Change Management, E-Tea, for Team Building, E-Tec, for Technology
Savvy, and E-Tru, for Trustworthiness (Van Wart et al., 2019; Wang et al., 2023). This grouping
process aligned with Saldanas’ (2014) suggestions to compare data across categories and
demonstrated a focus on how the data informs and supports the overarching theoretical
frameworks (Charmaz, 2014).

Additionally, to show categorized relationships, the researcher created merged rows with

over branching banners, one for first level coding and one for second level coding. Naeem et al.
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(2023) stated that researchers must consider utilizing tools such as diagrams, models, or other
representations to show relationships among the concepts and their contribution and connection
to the theoretical frameworks and impact on future practice. Using a visual model to represent
the findings not only served to answer the research questions but “signified the culmination of
the analysis; it encapsulated the findings and insights derived from the data” (p. 5). The first
banner was labeled “First Level Coding” and spanned the columns for quotes and initial codes.
The second banner was labeled “Second Level Coding” and segued into the next level of
analysis. Saldafia (2014) explained coding is to assign a truncated symbolic meaning to each
datum for the purposes of qualitative analysis. The researcher used a color-coding system to
distinguish between the different research questions and their corresponding data. The
aforementioned was dependent on the intentional review of transcripts and the manual actions of
the researcher to underline specific quotes and indicate line numbers transferred onto the data
codebook. Based on Saldafia (2014), the researcher employed inductive analysis to determine if
the quotes applied to small descriptive codes or needed in vivo codes created based on a single
word or exact phrasing that best represented the unique meaning of the quote. This inductive,
iterative process helped the researcher to stay within the boundaries of 70% of the codes falling
under small descriptive labels and 30% of the codes falling under in vivo coding as appropriate
to open coding methods for qualitative research with percentages in this study being at 75% for
small descriptive codes and 25% for in vivo codes. The final step in coding was the creation of
buckets to group all the codes together by similarity or relationship and hold them as a working
container. The data codebook is represented in Table 3.

Table 3

Representation of Data Codebook
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Representation of Data Codebook (continued)
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Identify small descriptive codes (used more than once if needed)
Identify in vivo codes (used more than once if in vivo using exact wording)

Line Quote RQ- Code - Code — | Interpretive Interpretive
Number Theoretical Theoretical Codes-
RQ1 Small In Vivo Codes-
RQ2 | Descriptive Code Legend
RQ3 Code Legend e E-Com
e AndrTh e E-Soc
e E-Cha
e E-Tea
o E-Tec
e E-Tru
DATA ANALYSIS

Percentage of small descriptive codes = ?
Percentage of vivo codes = ?

$

FIRST LEVEL CODING

Create as many “buckets” as needed — small descriptive codes and in vivo codes for themes
and subthemes

9

SECOND LEVEL CODING

Connect to theoretical codes

Strategies for Data Quality

For this qualitative study, the researcher ensured data quality and trustworthiness through

the worthiness of the topic and meaningful coherence demonstrating scholarly study.
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Establishment of Trustworthy Qualitative Data

As a qualitative researcher, it is not the researcher’s job to verify an ultimate truth or
reality but rather to uncover the complexities of perception and in what ways and how those
perspectives are being manifested (Jones, et al., 2022). The researcher applied the theoretical
frameworks used in this study to interpret the data to offer a more in-depth exploration of the
participants’ experiences and perceptions.

Worthiness of Topic

The topics of blended project leadership training and E-leadership competency transfer
are ones that the researcher has a passion for and found a compelling study to make progress
toward new understandings (Jones et al., 2022). The researcher demonstrated the worthiness of
the topic by showing the relevance of adult learning for companies across the globe that are
constantly faced with the task of disseminating information to broad organizational audiences. In
relation to this study, many businesses and industries use projects to further the success of the
overall business. Methodologies using TEL are relevant and timely to modern-day learning and
development departments in companies. This study contributed to scholarly study by providing
examples to any company or large organization on how to administer a training initiative to
different sized audiences while using time and cost-saving features of blended learning revealed
specifically in the research in this study. Using blended learning in corporate training to engage
adult learners can be used to save time on the review and delivery of foundational content
leaving more classroom time for instructor-led content. In another example, TEL such as blended
learning can also transform large organizations that need the same information disseminated
throughout the company so that the same processes, language, or business practices are shared by
unique groups who operate within the business. The study’s theoretical frameworks also added to

the worthiness of the research topic by examining Knowles’ andragogy theory of adult learning
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and how to better design engaging training and satisfying learning experiences for training
participants (Knowles et al., 2015; Shelley, 2015). This study also looked at E-leadership
competencies which represent a set of six competencies project managers can use in virtual, in-
person, and hybrid project team leadership (Van Wart et al., 2019; Wang et al., 2023). The study
also contributed specific sets of skills aligned with each of the six E-leadership competencies
which holds exponential opportunities for the development of competency-based project
leadership training and the impact of measurable growth among project managers (Van Wart et
al., 2019). Finally, there was value in the study because the Project Management Body of
Knowledge (PMBOK) via the Project Management Organization (PMO) embraced project
management soft skills in combination with the hard skills to achieve project success (Shelley,
2015).

This study has the potential to contribute significantly to the field of project leadership
education but also highlights the practical benefits of TEL, such as saving time, reducing costs,
and improving organizational efficiency. Beyond those measurable outcomes, it may also
support the development of stronger, highly effective project teams across a variety of project
environments using the specific skill sets now associated with the six E-leadership competencies
for developing project managers into project team leaders.

Meaningful Coherence

According to Jones et al. (2022), the researcher committed to meaningful coherence by
conducting the data through the lenses of two theoretical frameworks by expanding upon the
work of Shelley (2015) and Wang et al. (2023) within a qualitative case study of blended project
leadership training as a type of TEL. The frameworks were aligned to the Chapter Two literature
review and the categories within Chapter Two exploring Theme 1: Transferability of Project E-

leadership competencies, Theme 2: Technology-Enhanced Training for Leadership



76

Development, Theme 3: Project Managers’ Experiences with Blended Learning as a Type of
TEL, Theme 4: Challenges and Gaps in Project Leadership Training, and Theme 5: Impact of
Blended Learning as a Type of TEL on E-leadership competency development.

The researcher maintained a reflexivity journal to note any moments in the process where
personal bias influenced the findings (Traianou, 2020). An audit trail was used to maintain a
detailed log of the research steps, how the raw data was handled, and how the researcher
maintained the same data codebook for all transcript analysis so that future researchers can
replicate the study. Finally, this study concluded once theoretical saturation was reached when
the researcher felt that the data collected fully addressed the research questions at saturation plus
one interview (Hennink & Kaiser, 2022; Tracy, 2013).

Limitations

The researcher in this study considered several limitations that could transpire. First, the
research data was reliant on self-reporting and introduced potential biases including those related
to honesty, authenticity, and the relative trueness of the experiences shared by the participants
regarding the topic of blended project leadership training. The latter opened metacognitive space
for the Dunning-Kruger effect by which the participants may have at some point in the interview
mistakenly believed that they were sharing information relative to the study or they were
reporting results such as behavior changes from what they perceive to be the changes brought
about after their completion of a blended project leadership training. Or the researcher could
experience the Dunning-Kruger effect if the research was not conducted in a holistic way to
gather the most accurate and reliable data possible (van Ingen Lauer & Ariew, 2024). Second,
the researcher considered that the sample size could be considered a limitation if the data
collected from the eight participants’ interviews did not yield enough findings to fully examine

the depth of experiences related to self-perceived E-leadership competency gain after attending a
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blended project leadership training (Creswell & Poth, 2016). Furthermore, the researcher is a
novice and has limited experience with qualitative methodologies that could have impacted on
the overall depth and accuracy of the findings. The researcher’s novice experience had the
potential to affect the amount of data should too little or too much data be collected. Next, adult
learning theory by Malcolm Knowles (1977) was used as one of the study’s theoretical
frameworks. However, the theory has been critiqued against broader learning theories and for
relying too heavily on assumptions that do not hold across diverse cultural environments (Moll,
2024). Finally, the researcher considered that technology constraints could occur regarding the
recording of each participant interview in Zoom. Constraints could also occur within the
subsequent process of creating a viable participant transcript using the recorded interview as an
mp#4 file to create a printed transcript to be used for data analysis.

Summary

Chapter Three of this study covered the methods the researcher used, the study purpose,
and the research questions. The chapter provided a rationale for the methodology of this
qualitative case study including a statement of the researcher’s role, positionality, and reflexivity.
Chapter Three also upheld the written commitment of the researcher to protect the human
participants through the careful following of governing research protocol. Furthermore, the
chapter outlined the participant recruitment, selection, data collection, and data analysis
procedures followed by the researcher. The researcher attempted to address any strategies for
data quality or limitations that may have directly affected the study.

The next chapter of this dissertation is Chapter Four which focuses on the results of the
study including a summary of the participants and the procedures, themes and findings by

research questions, and a transition into Chapter Five. Chapter Five focuses on a discussion of



the findings, the study’s limitations, the implications of future research and practice, and any

conclusions drawn from the study.
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CHAPTER 4: FINDINGS

This qualitative case study explores the experiences of project managers who completed
blended training as a type of technology-enhanced learning (TEL) as part of their professional
development in corporate settings. The study examines project managers’ perceived competency
development and the role of blended training methodologies and technologies in preparing them
to lead successful project teams. The study explores the impact of specific methodologies and
technologies on their learning experience. In particular, the study examines the competencies that
project managers gain from blended training and whether these competencies align with the six
E-leadership competencies. E-leadership is a concept that emphasizes a leader’s virtual
communication skills and specifies six unique dimensions within information communication
technologies (ICT). Additionally, the study explores how well these E-leadership competencies
transfer across different team environments, including virtual, hybrid, and in-person teams. The
following research questions guided this study:

1. How do corporate project managers perceive their experiences with blended training

methods and technologies in the acquisition of project E-leadership competencies?

2. What challenges and limitations do corporate project managers face when engaging
in blended leadership training?

3. How do corporate project managers perceive the impact of blended training on their
ability to apply project E-leadership competencies in virtual, physical, and hybrid
environments?

Description of Participants
A total of eight participants were interviewed in this study. These participants were

selected using the criteria outlined in Chapter Three to provide insights into their experiences
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with blended project leadership training. The participants were diverse in the specific roles they

had played as project managers across various corporate industries throughout their careers, as

well as the years of experience each had in project management. Their voluntary participation in

interviews enabled in-depth qualitative analysis of their perceptions and experiences, as well as

their challenges and limitations with blended project leadership training. Table 4 displays the

unique identifier for each participant, their current job title, industry, and their years of

experience in project management at the time of this study.

Table 4

Participants’ Professional Background Profile

Unique Identifier =~ Current Job Title

Current Industry

Years of Experience

001Sept1125 Sr. IT Manager
002Sept1325 Sr. Program Manager
003Sept1825 Sr. Project Manager
004Sept2025 Sr. Project Manager
005Sept2325 VP, PMO
006Sept2825 Business Analyst
007Sept3025 Consulting Director
0080ct0325 Product Manager

Energy

A Business
Manufacturing
Manufacturing

A Business
Power Marketing
Other; LLC

Manufacturing

10+

3-5

10+

6-10

10+

3-5

10+

3-5

Alignment of Themes and Subthemes

Table 5 presents the six major themes and eighteen subthemes, aligned with the research

questions that guided this study. Explanations of these findings, including supporting evidence

and participant quotes, are included in the remainder of this chapter. The six themes collectively
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provide insights into project managers' perceptions and experiences with blended project
leadership training methodologies and technologies. The six themes and eighteen subthemes
explored perceived experiences reported by project managers, as well as the methodologies and
technologies that shaped the acquisition of E-leadership competencies. The themes also explored
the challenges and limitations that project managers experienced with blended training, as well
as the influence of blended project leadership training on the transfer of E-leadership
competencies across different environments.

Table 5

Alignment of Themes and Subthemes with Research Questions

Research Questions Themes Sub-Themes
Research Question One: How Corporate Project Project Managers’ Sense of
do corporate project Managers' Perceptions of Self
managers perceive their Their Experiences with
experiences with blended Blended Training Structured Prework as a
training methods and Methodologies Foundation for Readiness
technologies in the acquisition
of E-leadership competencies? Instructor Credibility and

Expertise as Central to
Engagement

Applied Learning Structures
Drive Transfer to Practice

Blended Training Technology-Enhanced
Technologies Learning Activities for
Digital Leadership

Online Platforms as
Collaboration Spaces

Blended Third-party Leadership Development
Resources and Effects on Theory
Project Leadership

Emotional Intelligence
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Alignment of Themes and Subthemes with Research Questions (continued)

Third-party Leadership
Development Training

Research Question Two:
What challenges and
limitations do corporate
project managers face when
engaging in blended
leadership training?

Challenges with Blended
Leadership Training

Time Constraints and
Demands

Structural Challenges in
Blended Training

Limitations with Blended
Leadership Training

Lack of Person-to-Person
Learning

Research Question Three:
How do corporate project
managers perceive the impact
of blended training on their
ability to apply project E-
leadership competencies in
virtual, physical, and hybrid
environments?

E-leadership Competencies
Transfer Attributed to
Blended Project Leadership
Training

Change Management

Team Building

Communication Style

Social Awareness

Trustworthiness

Technology Savvy

Research Question One

How do corporate project managers perceive their experiences with blended training methods

and technologies in the acquisition of project E-leadership Competencies?

Corporate Project Managers’ Perceptions of Their Experiences with Blended Training

Methodologies

The first area of investigation in this study was to understand how project managers

experienced and perceived blended training methodologies and how blended training influenced

the acquisition of E-leadership competencies. For this study, a simple definition of blended

training is training incorporating some level of asynchronous study with online components and
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includes a virtual or physical instructor-led classroom session. E-leadership competencies are a
concept that emphasizes a leader’s virtual communication skills and specifies six distinct
dimensions within ICT. Study findings showed that project managers’ perceptions of blended
training are shaped by their self-identification as project managers, a positive orientation toward
prework, and perceptions of the instructor's authenticity and the training methods used.

Project Managers’ Sense of Self

There was a definitive separation between formal and informal project managers,
meaning there were two schools: Project managers who intentionally completed formal training
and project managers who were trained by default of an assumed job role. Half of the
participants received formal project management training through the Project Management
Institute (PMI) or by earning the Project Management Professional (PMP) certification.
Participants directly referenced their time spent in various PMI training courses to achieve their
PMP certification. Participants electing formal blended project leadership training expected more
targeted methodologies to prepare them for a formal certification exam, rather than to build
general project leadership awareness. They also reflected on times of intense asynchronous study
using online resources provided by the instructors. In reflection, participant 002Sept1325
recalled, “I actually had a PMI or a PMP course.” Another participant said, “So then I also did a
project management boot camp to obtain my PMP.” Another participant mentioned,

We used the PMI curriculum to guide our intro to project management class. We had a

professor who taught the classes once a week and then would assign takeaways,

homework, or what have you. A lot of them would be like situation-based.

These findings showed that some participants directly reflected on blended project
management training specifically intended for PMI's Project Management Professional (PMP)

certification. Project managers who had completed formal training described instructors as
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blending hard skills using digital project management tools such as Gantt charts or project
timelines with broader project management practices. One participant reflected on their
experience with the instructor’s ability to bridge project management tools with general
leadership concepts by saying,

Teaching formats I had, as far as project management and leadership, she [the instructor]

was also throwing leadership concepts into there as well...because anybody can use the

tools, but it’s how you actually execute and get things implemented.

A notable pattern emerged around the E-leadership competency of E-Team Building,
with participants emphasizing how their positive experiences were shaped by group engagement
and collaborative, team-oriented instruction within the blended training format. The E-
Technology Savvy competency was also developed through the repeated application of specific
project management tools in direct, in-class practice. Situation-based learning, targeted
preparation for certifications, and the opportunity to work independently for deeper reflection on
certain assignments shaped participants' perception of the value of the blended training.

The remaining four participants attributed their training to ad hoc project leadership
training offered by their companies as part of their job roles and considered corporate
professional development rather than formal training in project management. Their expectations
were less defined and not geared toward achieving a certain certification or qualification.
However, four of the study participants attributed their gains in project leadership competency to
completing specific project leadership training offered to everyone in the same workplace.

Participant 006Sept2825 spoke about a workplace training given to everyone in the same

office.
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Most of them were a day of discussing whatever reading we'd had and mixing that with

on-the-job experiences because we all worked in the same office of a few 100 people and

had some experiences that were shared.
And participant 001Sept1125 simply said, “So I think there’s value.” The same participant
commented, “So anything about that kind of human-centered or like leadership styles...I wish I
would have known earlier in my career as well.” In short, these participants’ comments
demonstrated that blended project leadership training occurs informally within corporate settings
and often relies on peer groups or in-office learning networks to support meaningful competency
development. In relation to the E-leadership competency framework, E-Social, E-
Communication, and E-Team Building are competency growth areas, as the project managers
described their collaborative interactions of group work and peer engagement, which supported
their overall learning and project leadership practice.

Overall, there was an equal distribution of project managers' experiences with blended
training methodologies, with half of the participants reporting formal project management
education, such as PMI or PMP certification. Whereas half of the participants received ad hoc
blended project manager education through various job-related training required or offered at
their workplaces throughout their careers. Regardless of whether the training was formal (PMI or
PMP) or informal (corporate professional development), the participants were still able to attest
to gains in E-leadership competency across four of the six competencies.

Structured Prework as a Foundation for Readiness

Participants’ responses reflected gains in E-leadership competency in some areas through
blended training. Seven out of the eight participants noted benefits and meaningful experiences
specifically related to enhanced learning and satisfaction with prework. The prework catalyzed

the development of the E-Leadership competency in E-Technology Savvy, as the instructor
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assigned participants online resources. The participants were expected to independently use the
resources to prepare for the classroom portion of blended training. In the following quote,
participant 002Sept1325 stated,

I did enjoy the prework that was associated with it. It kind of gave you an understanding

on, okay, here's kind of what you're going to be covering here, new topics, and it kind of

helped you gauge as an individual, helped me gauge as an individual where I stood as far
as the concepts.

In relation, participant 005Sept2325 said that prework helped them to be prepared for the in-class
part of the blended training by saying,

I can actually be productive and actually be a part of the group. [The prework] helps you

to understand at least the foundation and gives you a framework for what kind of training

that the company is paying for to put, you know, to send you through from that
perspective.

This participant’s comments point to E-leadership competency gains in E-Team Building, as the
participant was using the prework for accountability to the group and as preparation to contribute
to meaningful discussion and collaboration in class.

Participants’ insights revealed that the prework served as a connective element within the
blended training methodology, thereby establishing a foundation for prior learning before
entering the virtual or physical classroom. Moreover, while group work was embedded
throughout the methodology, it was the prework that consistently surfaced as a catalyst for
engagement and the acquisition of conceptual knowledge. Furthermore, participants described
how experiences with prework not only built on their foundational knowledge but also supported

their development as project managers within their organizational roles. These experiences
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shared by seven of the eight study participants further demonstrated growth in four E-leadership
competencies: E-Technology Savvy, E-Social, E-Communication, and E-Team Building. Access
to online resources and prework created opportunities for richer peer interactions, more effective
communication, and stronger team engagement throughout the learning process.

Instructor Credibility and Expertise as Central to Engagement

“Someone that’s like legit.” This was the explanation given by participant 002Sept1325
for the authenticity of the instructor as key to the participants’ blended training experience.
Instructor presence in the virtual classroom was a key factor in the overall effectiveness of
training. It contributed to learner satisfaction and helped strengthen learning outcomes, making it
an important element of the blended approach for four of the eight study participants. In fact, the
blended structure itself was more effective, according to the four participants, when qualified
instructors with real-world experience were actively engaged in relevant discussions with
students. Participants noted greater engagement when they believed the instructor was authentic,
and lessons and activities were applicable to their real-life situations rather than non-relatable
textbook examples. The level to which the study participants felt the instructor had the right
credentials or expert input was also noted in half of the study participants and included
perceptions aligning with: PMI—the instructor’s knowledge of Project Management Institute
knowledge, PMP—the instructor’s knowledge of being a Project Management Professional, and
the instructor’s perceived status as a subject matter expert.

Participant 005Sept2325 stated, “Instructor or instructors that are giving the training,
most likely are going to have insight, examples, personal experiences.” The participant resonated
with the instructor’s actual experience as a project manager and how the instructor made the
training more relatable. However, in either the virtual or traditional classroom facilitator-led

portion of blended training, participant 001Septl 125 emphasized that, in blended models, it is
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important to recognize differences among project managers rather than treating them as a single,
uniform group. The participant viewed this differentiation as a key aspect of instructional
expertise and one that helped them apply the training to their specific job in a meaningful way.
Participant 001Sept1125 also expressed, “So understanding your audience will be good for the
instructor to then say, ‘Well, I may have to go in deeper in some areas...if these [participants]
are like highly skilled.” Furthermore, the instructor’s ability to assess experience levels in the
classroom and adjust instruction based on the audience’s on-the-job knowledge was key to
learner satisfaction. However, participant 002Sept1325 said it best when they expressed,
Training models are good, but if you, for me, if you really want to teach someone who is
completely unversed in some of the tools that are used from at least a project
management standpoint, they have to be in-depth, right? And you have to have someone
that's like legit walking through each piece.
Giving a related perspective, participant 007Sept3025 shared frustration with instructors who
don’t recognize expertise levels in their audiences by commenting, “And I know that sounds a
little haughty, but the problem is that, if you sit through two days of stuff that you've been doing
for 20 years, you're kind of disengaged a little bit.” This participant noted becoming disengaged
during the blended training because it did not align with their level of professional experience,
due to the instructor's inability to tailor instruction to the audience’s knowledge and years of
project management experience.
Overall, participants felt more engaged by instructors who interspersed real-life
experiences into their classroom methodologies, thus making them more credible and believable
to the project managers in the blended training. Qualified instructors created a more structured

and intentional learning process, moving well beyond simply presenting the basic elements of
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project management. Furthermore, there was evidence of a correlation between virtual blended
training and building the E-leadership competency E-Team Building. The four study participants
attributed the instructor’s ability to bridge conversations, group work, and other peer interactions
among learners in virtual environments. Operating in virtual classroom teams built participants’
E-Team Building competency and their future potential to transfer the competency across
different project team environments.

Applied Learning Structures Drive Transfer to Practice

Applied learning structures that drive transfer to practice-based learning can lead to gains
in E-leadership competency. The way learning is organized and delivered by the instructor and
experienced by the learner supports overall engagement. When learning structure and process are
intentionally designed into the blended training, participants experience deeper learning related
to their real-life jobs. Four of the eight study participants felt that their E-learning competency
gains were directly related to how the blended training was structured and the activities chosen to
help them transfer their practice to their real-life jobs as project managers.

Participant 004Sept2025 reflected on the structure of a blended project management
training they attended, “But I found, especially with my master's program, they really
incorporated a lot of real-life examples for you to see how important project management was.”
Furthermore, the delivery and facilitation of the content were important, aligning with the study
findings, in which the instructor’s involvement changed the project managers' perceptions of the
experiences. For example, the participants valued instructors who could assess their audience’s
knowledge and expertise and structure training to meet their needs. Instructor intuition was key
to knowing how much foundational knowledge to share and whether the audience was ready for

more complex instructional content. Participant 004Sept2025 further explained,
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I think that the biggest challenge usually is the balance of the curriculum, because I think
there is a certain level of foundational knowledge that you need to have to make these
exercises that you're doing outside of that useful.
And participant 004Sept2025 spoke to the importance of the instructor’s ability to structure the
content to different levels within blended project management training,

So, they have a level of the training for people that have been project managers for say,

three to five years. And then they have another level that would be for, you know,

directors and above that have been doing this for eight to ten years. So, I do think it's
really important to not just lump all project managers into one.

Participant 004Sept2025 distinguished among the different types of teams a project
manager may lead, using the example of a virtual team and its differing dynamics. Furthermore,
participant 004Sept2025 reflected that if you want project managers to have strong teams across
different environments, then the structure of the blended training programs needs to be tailored,

So, there's a whole, I don't want to say ecosystem, but there's a whole different set of

rules, even for availability in virtual teams. So, the only way that you can truly try to like

to mash all that together and create like the ecosystem you want is to have your own
internal corporate training program. It has to be something that corporations are truly
investing in for their project managers. And there has to be someone who says, “What do
we want them to know?”
The participants’ experiences underscored the importance of structure in designing blended
project leadership training, as real-life examples made the training more relevant. Consequently,
there is evidence of E-leadership competency gains in E-Team Building, as these experiences are

connected by the structures that supported overall skill development to lead teams in complex
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corporate environments. Furthermore, the E-leadership competency, E-Technology Savvy, was
developed using pre-reading materials available online and accessible anytime, anywhere, as
long as the participants had a computer and internet access.

Furthermore, integrating different methodologies offers another approach to learning
structure and process to meet project managers’ needs in blended training. It deepens their
understanding of leading across diverse project scenarios, contributing to the gain of E-Team
Building and E-Social competencies. Together, these elements illustrate how effectively blended
training structure and process can facilitate the transfer of learning, ensuring that concepts move
from the classroom into real projects. Practice-based learning that considers participants’ levels
of understanding or years of experience allows them, as learners, to test, refine, and internalize
approaches in a manner that mirrors the complexities of their daily lives, and also points to some
degree of competency gain in E-Change Management as they adjust their leadership in dynamic
corporate ecosystems.

The types of learning materials and resources that an instructor chooses to support the
learning structure are also key to learner engagement in blended training. Participant
003Sept1825 recalled that the instructor required pre-readings to support classroom learning,
“He [the instructor] would give us like articles to read.” The participant shared that reading
articles as pre-reading gave them industry knowledge that helped them to understand more
abstract concepts, while the same participant 003Sept1825 said that required pre-reading
mattered in terms of time-management by mentioning,

I would say that benefits of blended training, if you have takeaways or reading to do,

doing it, being able to do that on your own time versus having to do it like in the

classroom, especially if you're, a working professional.
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The participant noted that, as a working professional, self-managing prework was beneficial
within the learning structure. And the types of learning materials and resources, if intentionally
chosen by the instructor, could positively impact the learning experience. Furthermore,
participant 002Sept1325 connected some of the resources instructors chose to use to successful
learning outcomes. The participant noted,

And you have to have someone that's like legit walking through each piece... can go look

up a Gantt chart and it boom, boom, boom, boom, boom, and walk me through each

piece, why it's important, what different scenarios you can use it for.
This practical application of the Gantt chart not only reinforced their understanding of the
content but also supported the development of the E-leadership competency E-Technology
Savvy. By working directly with a technology-based tool, they could later apply it in their job
roles and teams. Furthermore, participant 001Sept1125 recalled, “I think that, when you go
through simulations, which is in a lot of like some trainings that I've been in the past, it's like
they throw you a problem, and you got to kind of work through it?”” This participant felt that
simulations incorporating action learning, in which problem-solving was a built-in methodology,
made the classroom training more rewarding. Therefore, E-Technology Savvy was developed
when the participant mentioned using the simulations in the virtual portion of the blended
training and described gaining confidence, familiarity, and readiness to integrate them into their
everyday project work.

Lastly, the learning structures embedded in methodologies and the types of activities
instructors choose can directly impact the development of E-leadership competencies. Overall,
problem-solving and scenario-based learning, used within learning structures and online

resources, emerged as methodologies that enhanced participants’ experiences with blended
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training and built competency in E-Team Building, E-Change Management, and E-Technology
Savvy.

Blended Training Technologies

Blending learning, which integrates face-to-face instruction with digital learning
experiences, creates a flexible environment where learners can engage with content both in
person and online. Within this study, TEL was explored in relation to the six E-leadership
competencies. Participants in this section described the digital components of blended training,
creating technology-supported exchanges that in turn fostered authentic communication and
collaboration. Also, six of the eight study participants reported that TEL was central to their
positive learning experiences and contributed to their overall growth in leading projects across
different environments.

Technology-Enhanced Learning Activities for Digital Leadership

Learning activities cited by participants were often designed by the instructor and
accompanied by the expectation that participants would come prepared to participate in blended
training. Some types of TEL used in blended project leadership training supported a variety of
learning activities that built digital leadership among three of the eight study participants. This
included learning activities to prepare participants for in-class engagement, such as discussions,

group work, and role-play.

Participant 006Sept2825 expressed that, “I think they sent us away with some homework,
and then we came back on day two and did some role-playing. So, I, in my experience, the
blended training has been more useful than the in-person only.” The participant’s commentary
showed they connected the learning activities, such as in-class role-play, to more engaging social

learning. The social nature of these activities also connects to the E-Social competency and the
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participant’s ability to extend the social aspects of teamwork beyond in-person settings into
virtual environments. Furthermore, accountability emerged through the project-planning
simulations, in which participants were expected to complete prework before attending class.
And this expectation was extended to different groups who were required to work together as
part of a shared learning experience. Participant 005Sept2325 recalled instances in which group
members did not complete the prework. They noted that coming prepared is essential not only
for their own learning but also as a responsibility to their peers, ensuring the group can fully
engage in the activity. They emphasized this by explaining,
And that way, when we get in our little breakout session, I can actually be productive and
actually be a participant with the group, versus if you, unfortunately, if you're that one
individual at the table and you got three other people that didn't do the prework.
The participant highlighted the personal value of completing the prework, while also
underscoring its broader impact on the group when others fail to complete required assignments
beforehand. This observation highlighted the importance of individual accountability for
completing the prework components of blended training and its impact on the in-class experience
of all participants building digital leadership. This example also points to evidence of the E-
Team Building competency, where the individual is responsible to the team, and the E-
Trustworthiness competency, where team members trust others to perform their required work.
Furthermore, participant 002Sept1325 also used the terms "prework" and "homework"
synonymously and viewed their responsibility to complete the assigned individual prework in
blended training as beneficial. They especially noted that when the entire group of students
completed the assigned prework, dedication to completing it led to increased collaborative

discussion. Participant 002Sept1325 said,



95

And we had to, you know, here's your homework, and then now we're going to do group
discussion, and then you have a test, or then you have to do the projects and things like
that to show what you've learned. And that worked well too, because we could also, we
were very engaged in our group.
This participant equated homework with boosting their ability to engage and fully participate in
group activities in the classroom portion of the training session. This demonstration of digital
leadership also points to gains in E-Trustworthiness, E-Team Building, and E-Communication,
since trust, team effort, and collaborative communication were essential to effective group
engagement.

The many types of TEL activities helped to build E-leadership competencies in several
areas. First, the study participants were held accountable for setting aside time to work with the
content and contribute more well-thought-out responses in group work, leading to more engaging
experiences in the classroom portion of the training. Virtual communication was strengthened in
activities that required technology to operationalize group work and assignments. There was a
strong influence on remote learning and communication, where teams were expected to operate
in online group environments. Trust was a key element in both individual and group
responsibility. Team members were expected to attend virtual or in-person classes to prepare to
apply their individual prework assignments. In closing, blended training technologies contributed
to the building of four of the six E-leadership competencies: E-Team Building, E-
Communication, E-Trustworthiness, and E-Technology Savvy. The E-leadership competencies
were supported by TEL, which enabled a variety of activities to build digital leadership among

the study participants.
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Online Platforms as Collaboration Spaces

Online capabilities and online learning platforms were noted as technologies that
supported learner engagement and were positively associated with learners’ experiences in
blended project leadership training by three of the four study participants. Some aspects of
working with online platforms also contributed to the building of E-leadership competencies.

One participant noted that online platforms can serve as inclusive spaces and help engage
people with different personality styles in group activities. Participant 003Sept1825 recalled,
“For those who are just a little bit more reserved, they may provide really great responses on like
a class discussion board but don't provide a thorough response in person.”

As this participant pointed out, blended learning technologies that incorporate strategies such as
online discussions and TEL on online platforms can support learner engagement and
collaborative group thinking. Online learning platforms also boost competency gains in E-
Technology Savvy through the repetitive practice of logging into a system specifically designed
for information retrieval, practice, and application. Online learning platforms also had a
significant impact on participants' development of the E-Communication competency, as online
discussions hosted on platforms contributed to participants’ ability to operate in virtual
environments.

Furthermore, participant 002Sept1325 reflected on positive experiences using a variety of
online platforms. The instructor assigned modules and assignments within the platform,
including discussion posts using prompts. The participant explained,

We used the platform where you have to, you know, put up a post with your classmates

each week and answer the prompt on Google, Blackboard, or Canvas. Blackboard...So I

didn't mind Blackboard. Blackboard was cool in my mind. It's been some years since I've
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used those types of platforms. But the technology was fine. I didn't mind the technology.

The training modules were good.

Overall, the participant connected the online platform, the learning management system called
Blackboard, to several other online platforms. The participant also expressed ease of access to
online resources such as modules added to learning management systems. Repeated exposure
and comfortability with online platforms and resources contributed to their E-Technology Savvy
competency.

In addition, another participant, 004Sept2025, noted a boost in interaction when the
instructor of the blended project leadership training incorporated a variety of activities into the
online platform. They recalled, “There were additional readings, additional videos, additional,
like I'm trying to think of the word, but like interactive activities that you could do through their
platform that he recommended that we do outside of class.” The participants’ experiences
demonstrated that effective use of online platforms in blended training led to competency gains
in E-Communication through discussion prompts or E-Team Building, with posts acting as
collaboration tools. Both the E-Communication and E-Team Building competencies have the
potential to impact virtual project team leadership. The participant also connected personal
engagement to the effective use of online platforms to access additional learning required by the
instructor of the blended training, leading to the gain of the E-Technology Savvy competency.

Overall, the participants reported increased engagement with technologies such as online
platforms (synonymous with learning management systems), which are easy and efficient ways
to access prework and other classroom resources. They also used online platforms to establish
positive peer connections prior to the training, thereby adding a social dimension to their use of

technology as part of a blended approach. In addition, an overarching perception emerged:
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technology was viewed as enabling at least three of the six E-leadership competencies. The
digital platforms used in the blended training environment enhanced participants’ ability to
interact with content and classmates in digital spaces, leading to growth in E-Technology Savvy.
Also, participants reported being able to move fluidly in and out of digital conversations and
discussions on the platforms, demonstrating competency gains in E-Communication and E-Team
Building. Overall, the platforms function as a means of enabling communication in digital
spaces, mirroring the virtual environments some project managers will use to lead virtual or
hybrid project teams.

Blended Third-party Resources and the Effects on Project Leadership

An unexpected finding related to RQ1 was that project managers’ perceptions of blended
third-party training positively impacted their ability to lead project teams and develop E-
leadership competency. Third-party training is any instruction provided by an external entity to a
company’s internal HR or leadership training teams. It is used to align a company’s leadership
strategy to enhance leadership skills, behaviors, and effectiveness of individuals. Ultimately, it
ensures a consistent and unified approach is carried out across the company. Participants shared
responses indicating that a specific theory, concept, or third-party leadership development
training positively affected their acquisition of project E-leadership competencies.

Leadership Development Theory

The teaching of leadership theory, specifically Tuckman’s theory of team development,
contributed to one participant’s E-leadership competency gains through blended training.
“Storming, Norming, Forming, Performing.” Participant 006Sept2825 recalled Tuckman’s
theory in relation to their ability to learn how to lead collaborative teams across various

environments (Tuckman, 1965). They remarked,
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And they talked about the storming, norming, forming, performing that I had never heard
of. And they were, and I said, what's that? And I was like, uh-oh. I probably went and
looked it up that night and went, oh boy. So, there was some really good quality stuff in
there.
The participant reflected on this inclusion of leadership development theory in the blended
training, ultimately affecting their overall leadership competency. Specifically, this participant
equated their experience with blended training to the development of the E-leadership
competency E-Team Building and their ability to form a strong project team in virtual spaces.
The participant applied the concepts from the training and built stronger virtual and hybrid
teams. Furthermore, some of their ability to lead project teams was derived from outside
traditional project leadership training and aligned more closely with general leadership
development training offered within certain companies. This leadership development training
further supported the development of the E-leadership competency, E-Team Building, and was
attributed to the participant’s strengths in leading project teams in virtual and hybrid spaces.

Emotional Intelligence

Emotional intelligence, which is not part of traditional project management training,
emerged among the participants as a conceptual awareness acquired through blended training
and was positively attributed to their ability to lead project teams across various environments.
Emotional intelligence is the ability to manage both your own emotions and understand the
emotions of people around you (Mental Health America, n.d., para. 1). Participants attributed the
E-leadership competencies of E-Team Building, E-Trustworthiness, and E-Social as

competencies that are all rooted in emotional intelligence .
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One participant, 002Sept1325, referenced readings by Simon Sinek that they completed
as part of blended training. This author is known for his work with leaders and the principles of
emotional intelligence. They also stated how they took this training back to their team by saying,
“So, I was trying to get everybody on emotional intelligence because it couldn't just be me
needing to inspire my team.” Overall, this participant found that readings aligned with leadership
development opportunities in blended training helped build their leadership competency. They
further attributed this blended training component to their development of servant leadership, a
leadership style in which the leader puts the team's needs above their own. This finding was
outside of what is considered standard project leadership training and aligned more with general
leadership development offered within some companies as internal professional development.
However, the participant attested to being stronger in team building, building trust within the
team, and being more aware of the importance of healthy social environments within project
teams, thus gaining competency in the areas of E-leadership for E-Team Building, E-
Trustworthiness, and E-Social.

Third-party Leadership Development Training

Half of the study participants attributed blended training experiences to third-party
leadership development programs and training. The first training is Paul Hersey and Ken
Blanchard’s (1977) Situational Leadership. This training has become a model for best-in-class
leadership, based on a direct report's readiness to demonstrate competence and commitment to a
task. Participant 001Sept1125 said they used the skills from this specific third-party training in
project leadership,

I may say, hey, about, you know that, like the one that I was mentioning to you earlier

about situational leadership, that's one that I kind of tend to stick to, especially when

people are like being judgy about someone.
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The participant felt this training contributed to their ability to manage E-Change Management in
virtual project settings. Next, one participant attributed competency gains to a program called
GEAR by McKinsey and Company (2022). The GEAR framework, which stands for Goal,
Execution, Alignment, and Renewal, is a structured approach to leadership development
(McKinsey & Company, 2022). Participant 001Sept1125 said, “It was actually GEAR...it helps
you use it like a management toolkit and, you know, it walks you through different modules on
problem solving, strategy, et cetera.” The participant also attributed growth in the E-Change
Management competency to the GEAR program, which equipped them to manage organizational
changes and strategize accordingly in the best interests of the project team (McKinsey &
Company, 2022).

Lastly, a series of readings completed in blended training was attributed by three
participants as having a direct impact on their ability to lead project teams across different
environments. These required readings were part of a blended leadership development training,
and although not necessarily geared toward project managers, they shaped leadership soft skills.
Participant 002Sept1325 said that they were shaped by Steven Covey’s (2006) concept of the
“Circle of Trust” used in his book The Speed of Trust: The One Thing That Changes Everything.

And I use the skills from the class that I had taken. Of course, the Gantt charts and all of

those things, but the Circle of Trust. And some of the things that the soft skills and, you

know, how you. Stephen Covey circle. Stephen Covey, Circle of Trust.
Another participant, 006Sept2825, reported reading Crucial Conversations (Patterson et al.,
2021)—a book focused on navigating high-stakes discussions where emotions run high and
opinions differ—as part of the blended training. Moreover, the same participant read Lencioni’s

(2002) The Five Dysfunctions of a Team, which deals with team management. The participant
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stated about the prework in this blended training, “Sometimes there was a whole book, like there
was Crucial Conversations. And there was The Five Dysfunctions of a Team.” All participants
demonstrated growth in E-Trustworthiness, E-Team Building, and E-Change Management
across various aspects of the specific readings used in the blended training assignments.
Although each training session and associated reading were not necessarily designed to develop
project managers’ team leadership skills, the participants in this study attested that the readings
they encountered as prework in blended training served as tools for building three of the six E-
leadership competencies.

In closing, third-party training in this section refers to some of the leadership
development delivered by external providers to project managers who participated in this study.
Rather than being specific, blended training designed just for project managers, various third-
party training was offered by their organization or the internal company’s HR department as a
strategy to strengthen employees’ skills, behaviors, and overall effectiveness.

Findings from this part of the study exploring RQ1 indicated that even general blended
leadership development opportunities can contribute to the development of E-leadership
competencies, particularly E-Trustworthiness, E-Team Building, and E-Change Management.
Therefore, the study found that third-party training plays a valuable role in expanding E-
leadership competency and facilitating competency transfer across different team environments.

Research Question Two

What challenges and limitations do corporate project managers face when engaging in

blended leadership training?
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Challenges with Blended Leadership Training

A challenge in blended training is any factor that causes a pause or delay in the
engagement or learning process. For this study, a challenge in blended training caused pauses or
delays for participants in some areas of their learning experience.

Two challenges emerged in the data regarding the time required to adequately prepare for
the blended leadership training. Both challenges were rooted in personal time management and
the need for better work-life balance when pursuing education and training outside of the study
participants’ corporate jobs. The desire to complete prework and come to the classroom portion
of the blended training prepared to engage with peers or to participate in group activities
thoughtfully was expressed by three of the eight study participants. As adult learners, the
responsibility fell on them individually to find the time and mental space to interact with the
prework. The participants felt pressured by their day jobs to perform routine duties and attend
training required for professional development. The participants’ main motivation for completing
the prework was to be prepared for the classroom portion of the blended training.

Time Constraints and Prework Demands

When the participants in the study spoke of time constraints, they referred to these
constraints contextually as the number of hours one has in a single day to get everything
accomplished. Whereas prework demands were contextually determined to be the time required
to complete any of the blended training prework assignments. Time management was a
challenge, as noted by six of the eight study participants. According to the six participants, they
considered time management to be a commitment to the time required to prepare for blended
training, the allocation of personal time, or simply not having enough time to prepare.
Participants reported that limited time to devote to prework prevented them from fully preparing

for class, which became a recurring challenge in the blended training format. Participant
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001Sept1125 said it best when they stated, “But I think the biggest enemy sometimes is time to
actually spend it on doing what you're supposed to be doing.” Furthermore, participants
expressed personal convictions about contributing to group activities. They mentioned specific
experiences of not being fully prepared for some blended training because they disregarded the
prework due to work obligations and limited personal time. Participant 004Sept2325 realized
when engaging in blended training, “I find blended trainings, you have to probably set a little bit
more personal time aside to focus.” What was curious about this grouping of participants’
statements was that they never mentioned the time constraints related to personal lives. Instead,
training readiness was more likely connected to the intentional measures taken to carve out time
in their overall day. For example, training participants never related time constraints to family
duties, such as caring for children, aging parents, or household responsibilities. Constraints were
always a balance between work responsibilities and the responsibilities to complete the prework
to be prepared for class.

Furthermore, one participant feared disappointing the group due to unpreparedness, thereby
making the learning experience less engaging for others. They feared that their lack of
engagement significantly impacted learning and that group dynamics would shift if one or more
participants were unprepared because they had not completed the prework assignments in the
blended training. Participant 007Sept2825 described their experience by saying, “I was running
too many projects, and I didn't even have the time. And most of the time, I had to keep
rescheduling my training or refreshers because I was working too many hours.” The same
participant went on to reflect that if there is prework as part of the blended training, then they
may even disregard it. The participant expressed, “And I may or may not, depending upon how

much time I have.” This participant found the demands of work a deterrent to adequately
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engaging with the prework available online before the blended training. Overall, time
management, or the lack thereof, posed significant challenges in blended project leadership
training. A project manager's inability to set aside time during the week to complete prework
assigned in the blended training can significantly affect their overall performance in group
activities and individual learning outcomes.

The participants’ experiences with prework challenges did not necessarily indicate a
misalignment between training design and organizational experience. In fact, the misalignment
shifted more toward a mismatch between the instructor's design for blended training prework and
the actual time required to complete the prework assignments. This reveals the need for targeted
prework assignments that enhance learning rather than burdening learners with redundancies or
content that is either irrelevant to their roles or not applicable to their current roles as project
managers. The participants’ experience demonstrated that the prework portion of blended
training, representing the asynchronous component that prepares learners for the in-person
application and interaction, is central to the model.

Structural Challenges in Blended Training

The structure of blended leadership training poses challenges for project managers for
several reasons, including a lack of foundational knowledge and activities that do not give
learners a chance to connect personally with the training content. Structural challenges can also
manifest as pacing issues with the content or time for adequate self-reflection and personal
connection to the prework. Furthermore, the study findings strongly reflected the principles of
adult learning theory and andragogy by connecting to the specific needs of adult learners,
enabling them to learn only what they need to learn and know only what they need to know. Of

course, this is also rooted in andragogy’s principles of relevance to real-life experience and the
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opportunity to engage in learning in a way that allows the learner to thread in personal
experiences and expertise (Knowles, et al., 2015).

One project manager pointed out that challenges with blended training can stem from
content pacing that erodes opportunities to build the foundational knowledge some project
managers need to fully benefit from the blended learning experience. Participant 004Sept2025
reflected,

So, I find sometimes that the activities can run long. It's hard to truly capture how long

will be needed for some of the activities. And so sometimes it can cut into some of just

like the basic foundational learning that you're looking to get.
Gaining foundational knowledge was important for two more study participants. Participant
006Sept2825 preferred more targeted prework, which they felt was moderately useful but could
have been better integrated into the training structure. They commented, “Prework could have
been more targeted, could have been a little less, but it was useful to get everybody kind of on
the same page as a foundation.” Another participant, 004Sept1825, commented that the biggest
challenge is maintaining the curriculum's balance. They stated,

I think that the biggest challenge usually is the balance of the curriculum, because I think

there is a certain level of foundational knowledge that you need to have to make these

exercises that you're doing outside of that useful.
So, although these participants indicated that prework was impactful to their learning, they
recognized the need to balance structuring the training to include meaningful prework without
overshadowing the essentials of foundational knowledge. Overall, the participants did not negate
the relevance of prework in the blended project leadership training and found value in the

inclusion of prework that they could access asynchronously online as part of the blended training
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model. However, they found it challenging when key elements of adult learning were missing,
such as foundational knowledge and meaningful, reflective activities. In fact, participants also
mentioned a lack of ability to reflect on and fully absorb the extent of the content offered in the
blended training.

In short, implications point to structure being just as important as content. Scaffolding, as
a core element of a training’s structural framework, creates a rhythm that guides the instructional
design and would have significantly enhanced these participants’ experiences. Notably, the
training might have been more effective had the instructor intentionally considered how learners
progress through the structure and whether that structure was supported by relevant prework that
added meaningful value to the classroom experience, thus reducing the potential for learners to
experience challenges.

Limitations with Blended Leadership Training

A limitation in blended training is a cognitive boundary or restriction that thwarts what is
possible, achievable, or allowable in training. For this study, limitations are presented as missing
elements that narrowed the scope of the blended training and shaped the project managers’
perceptions of their prework limitations. Furthermore, a broad area of unexpected findings
related to RQ2 was the lack of integration of out-of-class interpersonal learning into blended
training models and the limited number of peer interactions, which contributed to participants'
overall dissatisfaction and disengagement. Consequently, these limitations with interpersonal
learning and peer interaction were inextricably intertwined with some participants’ perceptions
of blended training.

Lack of Person-to-Person Learning

In this study, three of the eight participants recalled times in their blended training

experiences when they desired the instructor to take a more creative approach to supporting
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person-to-person skill transfer. This type of skill transfer extends beyond the virtual or physical
classroom and becomes part of the overall training structure. Furthermore, the three participants
felt that it would have been beneficial for the instructor to include methodologies that
incorporated assignments for more hands-on training, mentorship, expert modeling, job
shadowing, or immersion in real-life project management. These findings are connected to adult
learning as the participants’ experiences speak to the need for adult learners to be vested in what
they are learning through application of personal experiences, relevance to real life, or the ability
to share expertise with others. What made this finding unique was that the participants shared
vivid, well-thought-out examples of how person-to-person learning, when incorporated into
blended training experiences, created a memorable, lasting learning experience for them as adult
learners, or, when it was lacking, created a deficit in their learning experience. They further
connected these experiences to blended training, providing examples of how instructors can
creatively address this by incorporating person-to-person learning.

For example, participant 004Sept2025 described one of the most impactful experiences in
a blended project leadership training: an assignment where participants acted as mystery
shoppers at retail locations selling products manufactured by their own company—the same
company sponsoring the training. Participant 004Sept2025 further mentioned they experienced
this form of prework as a group and then returned to the virtual classroom the next week to share
their experiences in a discussion forum. Participant 004Sept2025 recalled,

They wanted you to actually go into the store, see the products, really experience [what]

we’re trying to create for customers. And then we also had some additional tasks to do to

present our mystery shopping experience to the class, like once going out and bringing all

that information back [to the blended training].
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This participant vividly reflected on their experience with a blended training that incorporated
more physical, hands-on learning with peers. The participant found the prework group
assignment meaningful and relevant to their real-life work, and, as an adult learner, the bridging
of first-hand observation with peer interaction was extremely impactful to their learning
experience. The participant made a clear distinction between this training and other blended
training sessions they attended, in which the instructor had been less creative in incorporating
peer activities.

Furthermore, participant 003Sept1825 took a different approach to peer-to-peer learning
in blended training, noting a deficit in the frequency with which methodologies provide
opportunities to learn from and engage experts or secure mentor relationships. The participant
reflected,

I think real-life experience, like on-the-job training. Having like a mentor as I ran

projects earlier in my career was the most valuable ways that I learned how to be a project

manager, | would say. So, passing on knowledge one-on-one.
The participant placed great importance on having a mentor outside the classroom and on the
opportunity to engage in blended project leadership training that incorporates relationship-
building strategies with mentors or more experienced individuals, such as field experts. The
participant’s limitation centered on past blended leadership training that failed to incorporate
sufficient peer interactions, particularly exposure to mentors or others with advanced expertise.
Since the participant valued passing on tribal knowledge from one project manager to another,
the repeated lack of peer interactions in the blended training they attended limited the overall

quality of their experience.
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Overall, according to the participants, limitations could be reduced if person-to-person
skill transfer in real-life contexts were incorporated into blended project leadership training
models. The participants desired greater interconnectivity in relationships, more hands-on
experience, and more peers and mentors as they relate to the job of a project manager.
Ultimately, embedding peer-to-peer learning, including mentorship or exposure to experts,
elevates the training experience by fostering collaborative partnerships, relational momentum,
and more meaningful learning.

Research Question Three

How do corporate project managers perceive the impact of blended training on their ability to
apply project E-leadership competencies in different environments (e.g., virtual, physical, and
hybrid)?

For this study, a working definition of blended training is training that incorporates some
level of self-directed, independent study (asynchronous learning) and a virtual (synchronous
learning) or physical instructor-led classroom session. Furthermore, E-leadership competencies,
by definition, comprise six competencies used in ICT.

E-leadership Competencies Transfer Attributed to Blended Project Leadership Training

Table 6 categorizes the transferable skills reported by the participants in this study,
attributing them to each of the six E-leadership competencies and to their transfer across
different environments. Table 6 also includes the theoretical code used for each competency. The
frequency provided in Table 6 is a simple representation of the number of participants, out of
eight total, who endorsed each E-leadership competency. Lastly, the skills transferred are the

specific skill sets attributed to each of the six E-leadership competencies.
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Table 6

Alignment of Skills to Van Wart et al.’s (2019) Six E-leadership Competencies Theory

E-leadership Competency  Theoretical Code  Frequency Skills Transferred

E-Change Management E-Cha (f=4of 8) [Gain] alignment,
analyze, change
management, create,
frame, ideate,
implement, manage,
mitigation strategy,
organization, planning,
process, [identify] risks,
risk management,
scheduling,
[encouraging] skill
transfer, strategy, vision

E-Team Building E-Tea (f=7o0f8) Accountability,
autonomy, availability,
building, coaching,
commitment,
delegation, engagement,
guide, inspire, support,
sympathy, teach

E-Communication E-Com (f=380of8) [Know] audience,
communication,
dialogue, [reading]
facial expression,
facilitate, listen

E-Social E-Soc (f=60f8) [Building] camaraderie,
cross-collaboration,
culture, [manage]
emotions, empathy,
inclusion, [build]
relationship, respect,
self-aware, [using] soft
skills, [Identify]
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Table 6

Alignment of Skills to Van Wart et al.’s (2019) Six E-leadership Competencies Theory (continued)

stakeholders, style,
[recognize] sub-cultures

E-Trustworthiness E-Tru (f=30f8) [give] feedback, [set]
intention, leadership,
negotiation, trust

E-Technology Savvy E-Tec (f=50f8) Agile method, [project]
charter, Gantt, RAID,
Scrum Master, Scrum,
timeline, Waterfall
method, Smartsheet,
Asana

Change Management

Four of the eight study participants perceived the E-leadership competency, E-Change
Management, as essential for managing project teams across various environments. Change
Management falls under what is traditionally considered leadership communication in project
management. In short, change management is the project manager's ability to communicate to
stakeholders information such as updates, scope, and budget requirements throughout a project’s
lifecycle. The E-leadership competency, E-Change Management, is the project leader’s ability to
manage change in virtual teams amid the digital revolution in electronic communication. In this
study, participants’ experiences showed that the E-Change Management competency extended
beyond ICT to other project environments, such as hybrid or in-person teaming. Four of the eight
participants in this study contributed to the following set of skills, which they attributed to their

participation in a blended project leadership training and transferred across their different
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experiences. The skills aligned with the E-Change Management competency are [gain]
alignment, analyze, change management, create, frame, ideate, implement, manage, mitigation
strategy, organization, planning, process, [identify] risks, risk management, scheduling,
[encouraging] skill transfer, strategy, and vision.

Four of the eight participants in this study identified the E-Change Management
competency as the most transferable from virtual project teams to in-person and hybrid project
teams. To prepare project leaders, participant 001Sept1 125 said that training needed to be
relatable to the participant and their industry. The participant also equated risk management with
change management, linking the two by noting that risk management should be incorporated into
corporate training. The participant noted,

But if there's a training around, let's say, risk management or something along those lines.

What are the risks that whatever corporation is facing, or whatever their industry is, make

it more to the industry so that people can relate to it.

The participant shared their opinion that relatable blended training should be designed to help
project managers to align organizational goals and analyze the change itself while also
considering risks. Risk management was integral to the overall change management process in
project management, according to the participant. E-Change Management competency growth
could align with a more targeted approach to corporate training and development, tailoring
change management skills and practices directly to the organization. Furthermore, participant
004Sept2025 commented on the types of content that helped them to transfer the E-Change

Management competency by saying that,
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The risk management, but then also change management is a course that ['ve seen myself
use a ton, understanding that change is inevitable. And the skills that I really applied from
my blended project leadership training would have to be change management.
The participant related their ability to manage change across different environments to blended
project management coursework they had completed in the past. Although the training was
neither provided by their organization nor tailored to the organization in which they worked, the
participant was still able to apply the change management skills learned in blended training and
practice them over time across different environments.

Overall, the participants showed that managing change is a journey of practice,
alignment, and analysis that draws on the skills identified in their interviews. The E-Change
Management competency requires vision and advanced skills transfer that are needed to cultivate
strategies that support effective change management across different environments. Most
poignantly, the participants’ experiences pointed to the evolution in deciding when to use change
management, particularly in managing scope, timelines, and stakeholder expectations. On a more
advanced level, the four participants who contributed to the E-Change Management competency
applied the skills they had acquired in blended project leadership training to mitigate problems
by managing risks and avoiding project disruptions across virtual, hybrid, and in-person
environments.

Team Building

Seven of the eight study participants applied the team-building skills they gained from
attending blended project leadership training to different aspects of their project team
management. Refined by their different experiences, the E-leadership competency, E-Team

Building, was highly supportive and highly directive, meaning that many of the skills the
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participants had required were relationship-centric, requiring just as much action as emotional
investment in team members.

The E-leadership competency, E-Team Building, encompasses team building and the
project manager's role in creating a strong virtual team within ICT. Seven of the eight study
participants identified a set of skills they felt they acquired in blended project leadership training
and applied over time in environments beyond ICT. The seven participants associated the
following grouping of skills with the E-Team Building competency. They attributed their
participation in a blended project leadership training, combined with on-the-job experience, to
the application of the skills of accountability, autonomy, availability, building, coaching,
commitment, delegation, engagement, guide, inspire, support, [offer] sympathy, and teach.

One of the participants noted that recognizing the dynamics of different project team
environments is key to skill transfer. Participant 004Sept2025 said, “So there's a whole, I don't
want to say ecosystem, but there's a whole different set of rules, even for availability in virtual
teams.” This reflective experience, provided by participant 004Sept2025, highlighted the
complexity of building a team in a virtual environment and signaled a deeper application of the
skills by making intentional decisions about which skills to use and in which environments. For
example, the participant chose skills based on what they perceived as the rules of that team
configuration in a virtual team but also chose a variety of skill combinations based on the team
members and the environment. On a related note, another participant, 006Sept2825, emphasized,
“So the dynamics definitely influence the skills that I choose to use, the skills that I remember to
use, the skills that I effectively use are definitely influenced by whether it's in-person, virtual,
hybrid.” This participant reflected on the importance of intentionally choosing skills based on the

project team environment, showing that skill transfer is both intentional and involuntary.
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Furthermore, a third participant, 005Sept2325, acknowledged taking the E-Team Building

competency into more complex environments, including global matrices, by elaborating,
So that was kind of a critical, I don't know if you want to call it working in a global
matrix or managing people outside of your world of direct responsibility, but it was
critical that expectation, accountability from a leadership standpoint was maintained so
that we could get results.

Participant 005Sept2325 also delved deeper into that experience as they conveyed their

perspective on taking the E-Team Building competency into in-person versus virtual teams and

how they made the distinction as a project manager by saying,
I think in some cases, that would be a factor to me where, hey, we have to get in person,
and I have to kind of walk the team through it from a leadership and a project
management standpoint, that's the factor that [ would take into in-person. Now, why
would I not? If I had a project team where I could just do it all virtual. I would say maybe
the project isn't quite so complicated. I do have a group of people that are experts, subject
matter experts. You know, they've been doing this for a long time in their career. I'm the
one ...I'm just simply trying to lead them. I'm just simply trying to keep them organized.
And I'm just simply trying to get them to tell us, hey, how do we solve this problem? And
that can be easily done in a virtual setting.

This explanation demonstrates that the participant engaged in the mental process of deciding

which skills were appropriate for different environments. The participant also considered

stakeholder types when deciding which skills to include in the E-Team Building competency.

The participant’s experience demonstrated cognitive sorting and assessment of which skills to

use based on the setting, location, project complexity, and the project team's expertise level.
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Overall, the participants’ perspectives indicated that project leadership skill transfer
involved integrating all the skills acquired in blended project leadership training and team
building beyond virtual environments. They demonstrated a confluence of thought and a
consideration of what constitutes a team. They constructively used examples from their
experiences to show how E-Team Building skills gained in blended training extend across
organizations and geographic locations but also beyond ICT into hybrid and in-person
environments. Lastly, the participants showed a deep consideration of the roles and
responsibilities of the project team, including levels of expertise, which could be a deciding
factor in which E-Team Building skills to use based on levels of experience and project team
environments.

Communication Style

Of the six E-leadership competencies, the E-Communication competency was reflected
upon and woven into participants’ experiences more than any other, becoming the most
universally transferable competency in this study. In fact, all eight study participants provided
examples of how they applied the E-Communication competency across different project team
environments. And E-Communication became the foundation for trust, negotiation, and
stakeholder alignment across all environments.

The E-leadership competency, E-Communication, is the project manager’s ability to
communicate effectively with the project team in ICT. All eight study participants contributed to
a set of skills they perceived as used beyond ICT and associated with the E-Communication
competency, including [know] audience, communication, dialogue, [reading] facial expression,
facilitation, and listening. E-Communication was discussed in experiences as a pragmatic action,

such as engaging in dialogue, negotiating, transferring skills, or using a tool like a chat board.
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However, E-Communication was also referred to in the context of emotional support, such as
listening, verbalizing empathy, or displaying emotions.

All eight study participants reported that communication is a key competency in project
leadership across all environments. Participant 001Sept1125 acknowledged, “There’s a lot of
people that are not great about communication.” Participant 004Sept2025 said, “So I definitely
think communication is the number one skill.” Participant 002Sept1325 tied in the value of trust
by saying, “If someone trusts you, they’re willing to communicate with you.” And participant
003Sept1825 made a distinction between communicating with different audiences, such as the
project team, versus communicating with executives and other stakeholders by sharing,

I'm less worried about inspiring or motivating my ELT (Executive Leadership Team)

about my project. I'm more concerned about negotiating, convincing, and gaining like

alignment. So, my focus or the skills I'm using to present the words that I'm using, my

communication is going to differ between the two.
These participants demonstrated that choosing E-Communication skills is a cognizant process in
managing stakeholders. There is a difference in audiences and the types of skills the project
manager chooses to use to communicate. Therefore, in corporate settings, it’s not just about
communicating with the project team. It is also about communicating with the many different
types of stakeholder groups. In addition, these experiences showed that tailoring the message to
the audience is important. And choosing what information to communicate and what to hold on
to is part of communicating within the confines of a team’s dynamics.

Furthermore, participant 006Sept2825 said that “My ability to communicate with others,
which I thought was really good until I was challenged in this [blended] leadership course. And I

discovered that my communication wasn’t as good as I thought. That was good learning.” The
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participant remembered experiencing a change in their self-perception of the quality of their
communication with others following blended project leadership training, indicating a gain in the
E-Communication competency. And the participant actively made changes after acquiring skills
in the training. In relation to adult learning, this example allowed the learner to apply self to the
situation and expertise to the example. As a result of the blended training, the participant self-
analyzed and course-corrected to improve future best practices.

In summary, these eight study participants showed that the E-Communication
competency is transferred to different environments when leaders understand their audiences,
engage in productive conversations, “read the room,” facilitate interaction, and truly listen to
their teams. The blended project leadership training the participants attended became a catalyst
for analysis, reflection, and behavior change to support trust and gain stakeholder alignment
within their various organizations.

Social Awareness

A total of six of the eight study participants felt that blended project leadership training
enhanced their ability to manage the social dynamics of project teams across multiple
environments. Social awareness went beyond a single set of skills, extending into broader
categories such as relationships, human-centered leadership, personality style, servant leadership,
self-awareness, and simply acknowledging the presence and contributions of every member of
the project team. One participant even remembered the “water cooler days” when forming
relationships was as simple as meeting up with team members at the central water cooler or
coffee station. But times have changed, and so has the complexity of building teams, especially
in diverse corporate environments.

The E-leadership competency, E-Social, reflects the social nature of project teams and the

project manager's role in creating a strong social presence within ICT. The following grouping of
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skills was associated with the E-Social competency and the impact of blended project leadership
training had on the six participants whose experiences most represented skill transfer of the E-
Social competency. Those skills included [building] camaraderie, cross-collaboration, culture,
[managing] emotions, empathy, inclusion,[build] relationship, respect, [using] soft skills, self-
aware, [identify] stakeholders, style, and [recognize] sub-cultures within highly matrixed
organizations.

Participant 001Sept1125 said that “The different people operate differently, and that may
help you, at least from a self-awareness perspective.” They continued to describe this in relation
to blended training,

So I try to apply things like that or suggestions on, you know, hey, try to build that

relationship or, hey, try to focus on, you know, delivering your work or, you know,

maybe I try to apply things that I've learned in the past [blended training] and kind of to
provide it as suggestions to my team.
The participant actively applied what they learned from the blended training to improve
relationship management within the project team. Being self-aware contributed to the
participant’s perspective that each project team member’s behavior plays out differently in the
workplace. The participant applied the skills learned in blended training and transferred them to
their project team members to improve interpersonal relationships and team culture.

Another participant, 006Sept2825, reflected on the challenges of building a team in
different environments by saying, “Gosh, virtual and hybrid challenge me harder. Or I perceive
that they do. I don't try as hard to be inclusive when we're all in person. And that is a leadership
weakness of mine.” And participant 0080ct0325 had similar sentiments about bridging

connections within project teams, noting, “So just one, acknowledging people's presence, but



121

then two, making sure that I am asking questions and actively gaining the perspectives and
opinions of multiple people in the room.” Overall, these two participants felt that blended project
leadership training helped them become more sensitive to the social needs of their project teams.
The experiences also point to two new developments emerging from the E-Social competency:
building inclusivity and connection. Inclusive behavior was supported by the blended project
leadership training where facilitators used methods to gather the perspectives and opinions of
multiple project managers. These findings indicated that participants transferred knowledge
about operating in inclusive team environments via the connection of their experiences as adult
learners in blended training.

Ultimately, the E-Social competency is a highly complex network of relationships within
a project team. And the reflections of these six participants indicate that E-Social is both context-
sensitive, fluid, and adaptable. In addition, even in environments defined by diverse cultural
styles, cross-functional relationships, and organizational matrices, blended training provides both
structure and competency transfer, enabling meaningful social exchange among project teams.

Building Trust

The E-leadership competency E-Trustworthiness was reflected in only three of the eight
participants’ experiences, indicating a limited skill set associated with this competency.
Intentionality was very important because it established a safety net of trust, ensuring that any
business decision made by the project manager was in the best interests of the project and the
team. In that, the team trusted the project manager's intentions to be naturally geared toward
advancing the project's progress and in no way to cause damage to the project team.

The E-Trustworthiness competency is the project manager’s ability to keep personal and
professional separate and remain objective in all matters of team and project management in

ICT. In all, three of the eight study participants expressed that [give] feedback, [set] intention,



122

leadership, negotiation, and [build] trust are the skills that project managers attribute to their
ability to build trust not only in ICT but also across hybrid and in-person environments.

Participant 003Sept3025 shared the most poignant view of E-Trustworthiness and
contributed insightful comments while reflecting on establishing E-Trustworthiness in the past
by using skills acquired in blended training, by revealing,

And my experience and the training, I'm positive, helped me to understand how you can

actually fail in a project before you even start. And so, I need you [the project team] to

trust me, but I also need to give you [the project team] feedback to help you [the team]

manage me better.
The participant warned against project managers being required to complete “a rubber stamp
plan of training,” going on to say that training does not quite focus on some of the “touchy-feely”
that is needed to build trust in teams, and project managers need training that says, “Stop acting
and pretending that you know it all.” This participant equated building trust across different
project team environments with camaraderie by expressing, “Because people end up, it's that
camaraderie you're building that makes them realize that they're not alone, that they, that
everyone will stop and help them carry a bit of load to get everything back on track.” This
participant’s experience showed how the E-Trustworthiness competency was intertwined with
the E-Team Building and E-Social competencies. Together, the three competencies laid a
foundation of trust that enabled project teams to recognize when they needed to assume
responsibilities beyond their own roles for the project’s success.

Lastly, E-Trustworthiness was as much about establishing trust as about earning the
project team's respect. Trust is autonomy extended to the project team by the project manager.

The three participants spoke about the feeling of camaraderie and the project manager’s word
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being a bond. Creating a bond formed trust among the project team across different project team
environments. The E-Trustworthiness skill set acquired through attending blended project
leadership helped them establish a sense of collaboration and be more intentional with their
words and actions across various project team environments. E-Trustworthiness also intersects
with the E-Social skill of camaraderie, as some participants equated trust in the project manager
with team cohesion, psychological safety, and group dynamics.

Technology Savvy

Five of the eight study participants felt they had gained skills associated with the E-
Technology Savvy competency through blended project leadership training. E-Technology
Savvy was presented as a set of hard skills in participant interviews, whereas the other five
competencies were presented as sets of soft skills. In fact, participants shared how important soft
skills are when transferring the E-Technology Savvy skills to different project teams. However,
this E-Technology Savvy competency was rooted in mastery and application of technology
efficacy and the ability of the project manager to teach others. It was highly influenced by the
blended learning environment in which the five participants acquired the skills. For example,
participants reported increased technological confidence and a greater ability to select
technology tools strategically through repeated use of these tools in blended training.
Furthermore, the most impactful experiences that increased E-Technology Savvy competency
were those in which they participated in blended training, using virtual classrooms as the practice
and application space to collaboratively test knowledge with others in the training.

Operationally, the E-Technology Savvy competency is defined as a project manager’s
ability to use technology and related tools with ease and to transfer knowledge of their use to the
ICT project team. Five of the eight study participants experienced E-Technology Savvy growth

in blended training and advanced skill gains in the Agile method, Gantt charts, RAID, Scrum



124

Master, Scrum practices, timelines, and the Waterfall method. The participants also experienced
greater comfort in virtual and hybrid teams after applying their E-Technology Savvy skills on
online learning platforms and discussion boards to communicate best practices and complete
assignments in the blended training. Five out of eight study participants experienced the most
growth in E-Technology Savvy skills through repeated use and practice with peers in blended
training on the Agile method, [project] charter, Gantt charts, RAID, Scrum Master, Scrum
practices, timelines, and the Waterfall method.

Participant 004Sept2025 attributed their ability to mix soft skills with the hard E-
Technology Savvy skills to the transfer of competency across environments. The participant
noted, “You can't expect every person that you show a Gantt chart to, look at it and be like, oh,
yeah, absolutely.” The participant’s comments indicated that the project manager needs to
possess the ability to bring in mentorship skills to facilitate the transfer of E-Technology Savvy
skills among project team members. Furthermore, participant 005Sept2325 spoke about the
tactile nature of the E-Technology Savvy skills within the competency by saying,

So, this is one of those, as you go through the blended training and the classroom training

for project management, you get a set of tools. They went on to explain about

understanding what our scope was, our charter, and that we had a timeline that was very
clear.
Furthermore, participant 002Sept1325 expressed that the E-Technology Savvy competency is
about the ability to use the technology tools across different environments and further noted:
“And I use the skills from the class that I had taken, of course, the Gantt charts, but the soft skills
still came into play.” This same participant also extended E-Technology Savvy competency

transfer to using tools like RAID, a type of system using the acronym to chart risks, actions,
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issues, and decisions in the course of the project, to make project meetings more effective in
different environments, thus demonstrating a convergence of the E-Communication competency
and related skills merging with E-Technology Savvy skills.

Together, participants’ reflections reveal that the E-Technology Savvy competency and
their ability to transfer knowledge of Agile, project charters, Gantt charts, Scrum, timelines,
Waterfall method, and other skill-based tools are catalysts for clarity and cohesion in distributed
work for project teams operating in a variety of environments. In addition, some study
participants described the E-Technology Savvy skills as the technological framework supporting
skill transfer beyond virtual project teams to hybrid and in-person teams. In close, E-Technology
Savvy quietly structures how teams communicate, operate, organize, and execute deliverables in
increasingly digital environments and in hybrid and in-person teams using highly technical skills.
These highly technical skills merge with communication skills to bridge the use of E-Technology
Savvy and E-Communication across various project team environments.

Summary

This chapter covered the findings of the study themes and subthemes emerging from the
data. Study findings were also connected back to one of the theoretical frameworks guiding the
study, with themes relating to andragogy, which focuses on how adults learn, or one or more of
Van Wart et al.’s six E-leadership competencies (Shelley, 2015; Van Wart et al., 2019; Wang et
al., 2023). Qualitative interviews with participants revealed that some blended project leadership
training is occurring within their formal education as project managers through PMI, as well as
informally within the different companies where they have been employed. There was an overall
sentiment that prework is valuable when built on foundational knowledge and properly
integrated into the methodology, so the learner can self-manage completion of prework within

blended training, thereby reducing challenges in blended training. Participants also felt that the
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instructor's authenticity and the integration of real-life, scenario-based action learning were more
effective training methods. While most participants felt that online platforms and the ability to
interact with content and peers in learning systems made the blended experience more effective,
they also recognized the importance of building relationships within the blended environment,
thereby supporting competency gains in E-Team Building, E-Social, and E-Communication
Surprisingly, many of the participants felt they acquired leadership competencies through
blended training and general leadership development opportunities outside of those specifically
geared towards project managers, which also led to competency gains in E-Team Building, E-
Social, and E-Communication. Furthermore, participants observed insufficient time to complete
prework, challenges posed by inexperienced instructors, a lack of peer-to-peer learning, and the
irrelevance of prework as limitations in blended training. Lastly, the data revealed clear evidence
of categorized skills related to Van Wart et al.’s (2019) E-Leadership competencies and the
ability for project managers to transfer a specific set of skills related to each competency across
virtual, hybrid, and in-person environments as needed in the context of a certain project,
stakeholder group, or organizational matrix.

Chapter Five is the last chapter of this dissertation and discusses RQs 1, 2, and 3 in
relation to the Chapter Two literature review. In addition, Chapter Five discusses the limitations
of this research study, implications for professional practice, and recommendations for future

research. The dissertation concludes with a summary and conclusion of the study.
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CHAPTER 5: DISCUSSION

Training exists to prepare project leaders to lead project teams in a variety of corporate
settings. However, despite specific training such as that offered by the Project Management
Institute (PMI) or the Project Management Professional (PMP) certification, significant gaps
exist in programs that prepare project managers with the types of leadership skills needed to lead
successful project teams across different environments. Project management in the past has had a
more traditional focus on the technical aspects of the job such as selecting tools like RACI
matrices or RAID logs. However, technical competencies alone may not prove sufficient for
achieving project success (Carvalho et al., 2015; Magano, 2020). In relation to this, there is an
increased demand in the project management profession for soft skills in dimensions such as
communication skills, team building, conflict resolution, and inspiring and motivating a team
(Rzempala et al., 2023). A gap in research exists to show how virtual leadership competencies,
also referred to as E-leadership competencies within the realm of information communication
technologies (ICT) transfer across different project environments. There is also sparse research
supporting how different methodologies and technologies used in blended project leadership
training can affect the transference of E-leadership competencies beyond virtual team
environments to hybrid and in person project teams (Shelley, 2015; Van Wart et al., 2019; Wang
et al., 2023).

The purpose of this qualitative case study was to explore the experiences of project
managers who have completed blended learning as a type of technology-enhanced learning
(TEL) as part of their professional development in corporate settings (Megahed & Ghoneim,
2022). The study examined project managers’ perceived roles of blended training methodologies
and technologies in preparing them for their roles as project managers to lead successful project

teams (Shelley, 2015). The study also examines how specific methodologies and technologies
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shape project managers’ learning experiences, focusing both on the competencies they develop
through blended training and on the degree to which those competencies correspond with
established E-leadership competencies. Additionally, the study explores how well these E-
leadership competencies transfer across different team environments, including virtual, hybrid,
and in-person teams (Wang et al., 2023). The following research questions guided this study:

1. How do corporate project managers perceive their experiences with blended training

methods and technologies in the acquisition of project E-leadership competencies?

2. What challenges and limitations do corporate project managers face when engaging in

blended leadership training?

3. How do corporate project managers perceive the impact of blended training on their

ability to apply project E-leadership competencies in virtual, physical, and hybrid

environments?

This chapter presents findings derived from the data outlined in the previous chapter.
Chapter Five also invites discourse to connect literature surrounding the inquiry of the best
methodologies and technologies to train today’s project managers to lead successful project
teams across the various environments including virtual, in-person, and hybrid project teams.
This chapter concludes by outlining the limitations of this study and noting implications for
future professional practice and areas of future research related to this study.

Research Question One

How do corporate project managers perceive their experiences with blended training methods
and technologies in the acquisition of project E-leadership competencies?

Van Wart et al. (2019) explained that leaders must use a blend of both traditional and
electronic styles in a variety of situations and for differing purposes. The authors attributed six

competencies called E-leadership competencies to a leader’s ability to thrive in virtual
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environments. The competencies include communication, social skills, team building skills,
change management, technology management, and trustworthiness. Van Wart et al. (2019)
limited their study to the public sector, while later research by Wang et al. (2023) furthered
research on the topic by examining project managers in a higher education capstone program.
This study examines how eight corporate project managers developed skill sets linked to the six
E-leadership competencies in business and industry settings.

An area of exploration was how the eight project managers experienced different
methodologies and technologies in blended training that enabled them to lead beyond solely
virtual environments and extend E-leadership competencies to in person and hybrid
environments as well (Shelley, 2015; Van Wart et al., 2019; Wang et al., 2023). This study is
also a comparative study to Shelley (2015) who looked at blended training models for project
managers and the elements within blended models that lead to overall soft skill competency gain
in leadership ability.

Blended Methodologies for Adult Learners

The eight project managers in this study experienced methodologies in blended training
in corporate settings. Methodologies are defined as structured approaches, strategies, and
instructional models that instructors use to design learning experiences, deliver content, and
support learner understanding. Blended training is a specific instructional model that integrates
classroom instruction with online learning, using both environments to deliver course content
(Adinda & Mohib, 2020; EdGlossary, 2014).

The first major finding of this study focused on authentic instructors revealing
participants’ perspectives of the importance of instructor presence in blended training. Four of
the eight study participants appreciated instructors who used their own project management

experience to add authenticity to activities and discussions. Furthermore, what surfaced
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repeatedly was the role the instructor played in contributing to the participants’ overall
engagement. In fact, the strongest engagement was when instructors were authentic in their
teaching approach. Authenticity, according to the study participants, meant instructors who could
speak from actual experiences in project management and provide personal examples beyond
academic study. Authentic instructors spoke with passion about the realities of their own project
work, their failures, their successes, and adjusted their explanations to the levels of expertise
present in the classroom. The instructor’s ability to “read the room” and shift activities and
discussions accordingly made the learning environment feel more relevant and more specific to
the roles of the participants. This responsiveness directly reflects Knowles’ (1977) andragogical
theory that the instructor functions as a facilitator who recognizes learner differences rather than
ignore the differences each learner brings to the classroom. The facilitator also acts as a guide
who adds vitality to the learning experience with the inclusion of their own expertise (Knowles,
et al., 2015). Some participants experienced self-perceived growth in the E-Social competency
when instructors made extra efforts to work in their own lessons learned in project management
in order to bring the participants into the social nature of sharing real-life experiences within
blended training methodologies (Van Wart et al., 2019; Wang et al., 2023).

Next, participants also highlighted the value of methodologies chosen by the instructor
for more collaborative learning with options to contribute their own expertise. The participants
reflected on activities such as simulations, role-plays scenario-based tasks, group discussions,
breakout sessions, and online forums that created opportunities to compare experiences, discuss
ideas, and share expertise with colleagues who understood the realities of project management.
These methodologies supported two central assumptions of adult learning that adults are

motivated by real-world application, and adult learners value the opportunity to weave in
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personal experiences to learning situations. Findings also reflected the core principles of
andragogy as participants shared perspectives that blended training was most effective when it
was designed to acknowledge their status as adult learners who have life experience and stories
that connect to the learning. Findings are consistent with adult learning theory showing that
adults learn best when they build on what they already know and respect the opportunity to bring
personal experiences and expertise to the table. This includes opportunities to participate in
collaborative group interaction that is supportive of interpersonal relationships (Knowles et al.,
2015). Some participants experienced competency growth in E-Social and E-Team Building
using the methodologies chosen by the instructor to elicit more robust opportunities to share
experiences and engage in deep discussions with peers (Van Wart et al., 2019; Wang et al.,
2023).

Third, participants benefitted from methodologies that incorporated time set aside for
independent reading, reflection, and self-guided study as part of prework assignments in the
blended training. Articles, books, and similar materials were most helpful when learners had the
space to process them on their own terms. The participants valued the prework, which was a
central part of the blended training dynamic, and they appreciated the option to prepare ahead
with tasks that helped them to establish a strong foundation and common language with the other
participants who were project managers. Overall, having adequate time to engage in the prework
prepared the participants to apply more complex ideas with their peers in class. The findings are
similar to Shelley’s (2015) study where a wiki was used for collaborative learning. Participants
turned in early assignments so that they could compare what they had learned in prework
assignments to peer assignments that were submitted to the wiki for comparative thought and

reflection. The study findings align closely with Shelley’s (2015) study which demonstrated
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project managers in blended university programs learned more effectively when they had
structured opportunities and time built into programs to apply concepts and engage in
exploratory dialogue and meaning making. Furthermore, in this study, blended learning
methodologies that built in time for reflection enabled the participants to compare experiences
and collectively reason through the real-life problems in project management. Methodologies
combined with interpersonal learning deepened their insights and increased engagement over
time. Some participants experienced competency growth in the area of E-Technology Savvy by
learning how to navigate prework as part of methodologies that incorporated time set aside to
access prework using online resources. And some participants experienced competency growth
in E-Team Building via the methodologies combined with learning through communication with
other project managers in social, team-like environments. Furthermore, competency growth for
E-Technology Savvy and E-Team Building occurred when learners had repeated opportunities to
develop these competencies through independent study time but also in meaningful exchanges
with peers and instructors (Van Wart et al., 2019; Wang et al., 2023). The methodologies not
only created an engaging learning experience but also contributed to self-perceived competency
growth and transferability to different project environments.

Lastly, a new area of findings was related to project managers E-leadership competency
gain from non-project manager training methodologies that branched from specific, copyrighted,
blended, leadership development trainings. The copyrighted leadership development trainings
incorporated third-party providers and are also referred to as “canned training” (Day et al.,
2014). Four of the eight study participants experienced significant gains in general leadership
competencies by attending blended training for emotional intelligence, situational leadership,

team performance, and team development theory by some third-party leadership development



133

training providers. Participants mentioned methodologies such as learner toolkits, modules, and
problem-based strategy sessions incorporated as team activities were extremely effective in E-
leadership competency gain when set up in virtual blended classrooms. Participants also
mentioned the use of books as prescribed reading done as independent learning and used in
group discussions and reflective activities in the virtual training. They also recalled small
research papers and small projects centered on teamwork, emotional intelligence, and servant
leadership. This new area of finding was unique in that none of the aforementioned third-party
training or resources were meant to develop E-leadership competency, however, the participants
were still able to equate their experiences in these generalized blended leadership trainings to
their ability to transfer four of the six E-leadership competencies across different environments.
These competencies included E-Trustworthiness, E-Team Building, E-Technology Savvy and E-
Communication. Because the third-party training was geared more toward general leadership
development, participants experienced self-perceived skill gain for E-Trustworthiness, E-Team
Building, and E-Communication as these were central topics within the general leadership
training. The participants experienced competency gain in E-Technology Savvy since the
training was delivered in blended training and the methodologies chosen were TEL. In relation to
this new finding, the study by Wang et al. (2023), highlights the complexities of team dynamics
and the importance of building strong project teams. Wang et al. (2023) found that project team
members who do not directly report to the project manager as a supervisor of overall work
performance often benefit from a project manager who has attained some level of general
leadership competency. Wang et al. (2023) explored in their study that e-teaching within blended
training includes various leadership relationships including those between teacher and individual

students and groups in which instructors set up small learning teams where group members learn
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from each other. Also, Wang et al. (2023) found e-teaching within blended learning
environments creates a remarkably rich opportunity for project managers to explore the range of
effective and ineffective leadership strategies. Their study also focused on the rise of teams,
remote work, and distributed leadership roles in project management that require project
managers to be fluent in technical requirements but also prepare them to operate in physical and
hybrid environments. The fluency needed for project managers to lead in these different
environments underscores the importance of E-leadership competency in the areas of E-
Trustworthiness, E-Team Building, E-Communication, and E-Technology Savvy as found in this
study. Therefore, this study suggests that E-leadership competencies can also be gained in
general leadership development trainings by third-party providers. Training methodologies such
as online discussions, group work, or small group projects within general leadership
development blended training led to transferable E-leadership competencies gain outside of what
would be considered more formal education such as PMI or PMO certification (Van Wart et al.,
2019; Wang et al., 2023).

In close, This study also adds to existing research since the studies by Shelley (2015),
Van Wart et al. (2019), and Wang et al. (2023) explored E-leadership competencies gain only
through the lenses of operationalizing the definition of E-leadership (early on referred to as ‘e-
leadership’), E-leadership competencies gain in the context of ICT, and E-leadership
competencies gain in the context of project management education (PMI and Higher Education).
This study offers a new dimension to E-leadership competency gain by highlighting the key role
methodologies play in blended training in overall E-leadership competency development and

transfer of those competencies to different environments.
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Blended Technologies

Digital technologies refer to tools and platforms that support, enhance, and transform
teaching and learning processes (Zou et al., 2025). In relation to learning, TEL is the
implementation of technology into teaching methods to enhance the learning process. TEL is
also defined as a process that supports any learning activity through technology (Lohman, 2009).

The first finding related to blended technologies is the relevance of TEL platforms
chosen by the instructor to overall student engagement. These platforms in the blended training
supported ways the prework, content, or the classroom portion was delivered. Five out of the
eight study participants valued activities they could easily access online and activities that were
accessible on-demand to complement their work schedules. Online platforms and learning
management systems became user-friendly tools especially when delivery was convenient to
when and where the participants, as working professionals, had time set aside from work duties
to focus on assignments within the blended training. Participants specifically mentioned online
learning platforms such as Google Classroom, Blackboard, and Canvas that contributed to their
self-perceived engagement in blended training. The study participants also reported experiences
of feeling adequately prepared to join the classroom portion of the blended training whether it
was hosted online or in a physical classroom. In contrast, the study by Shelley (2015) presented a
much more simplistic use of technology with the sole use of a wiki used to deliver project
management education. Although the wiki was also used in blended learning, it offered a less
sophisticated approach to utilizing learning platforms with Shelley’s study participants using it
only for the purpose of online discussions and the viewing of submissions by each of the class
members. And in the study by Van Wart et al. (2019), the authors expanded the technology in
their study to include one learning management platform, Blackboard and email in Microsoft

Outlook with Google Docs as the main file sharing system. In this study, four of the eight study
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participants described using their learning platforms at a fairly advanced level via the posting of
assignments, navigating and retrieving complex materials, and engaging with peers directly
through the online platforms. Rather than relying on outside tools like email or separate
filesharing systems, these participants interacted within more fully integrated platforms that
supported communication, collaboration, and content management all in one place. The four
study participants also expressed feelings of relief noting that the asynchronous nature of online
learning platforms takes some of the pressure off of the learner by providing learners with
anytime and anywhere access to resources and activities. The accessibility to learning in online
platforms also benefitted their work schedules in relation to successfully completing the blended
project leadership trainings. Furthermore, their descriptions suggest a self-perceived competency
gain in three of the six E-leadership competencies—specifically E-Team Building, E-
Communication, and E-Technology Savvy. As the participants moved through the blended
training, the experience required them to function as a learning team, communicate effectively
inside of digital platforms, and understand the systems’ technical capabilities. So not only were
they completing course tasks, but they were also developing the digital efficacy the E-leadership
competencies represent.

The second finding in the area of technologies uncovered digital tools and media that
enhanced learning in blended training. Five out of eight participants in the study reported
increased engagements with some of the tools considered traditional project management tools
such as Gantt charts, risk registers, timelines, and budgeting tools. Participants shared their
feelings of self-perceived mastery with the repetitive use of digital tools for synchronous
learning both in the blended training and over time. These tools used in the daily work of a

project manager were used in the structure of the training as enhancements to the learning
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environment. Additionally, some participants recalled traditional educational tools such as
editable PDFs or documents, file sharing systems, and Power Point. And a select number of
participants recalled the use of videos as media elements that enhanced their learning experience.
In contrast, the types of digital tools and media used in the study were far more advanced
technology tools than those presented in the study by Shelley (2015). Shelley’s study was limited
to a wiki as the main digital tool. And in Van Wart et al.’s, (2019) study, they used Microsoft
email, Google Docs, and Blackboard. Also, Van Wart et al. (2019) found compelling secondary
findings pointing to the lack of the creative use of technology within ICT. Facilitators using
online teaching and blended learning are often reluctant to use technology that they view as more
complex or harder to operationalize with blended learning. Consequently, in the study by Wang
et al. (2023), the students drove the technologies. When Canvas, Google Drive, and Dropbox did
not suffice their learning needs, the students determined a set of preferred digital tools relying
on WeChat and WhatsApp to achieve a richness to the blended training. In this study, five out of
eight participants used the project management tools within the blended training to gain E-
leadership competency growth in E-Technology Savvy through access and repetition. In relation
to E-Technology Savvy competency gain, they also grew within the E-Team Building
competency by mastering the tools within the blended training and being able to transfer the
ability to use the tools within the context of real-life project team management. Also, participants
equated a high level of E-leadership competency gain in the area of E-Technology Savvy since
they had to become fairly proficient in a short matter of time to fully engage in the blended
training.

In close, the five participants described that effective independent and team engagement

with both conventional project management platforms and instructional technologies, such as
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Blackboard, PowerPoint, and video-based learning, required a baseline level of digital efficacy.
Within this context, five of the eight project managers reported discernible growth in their E-
Team Building, E-Communication, and E-Technology Savvy competencies, attributing their
development to the combined influence of the technologies and tools embedded in their blended
project leadership training (Van Wart et al., 2019; Wang et al., 2023). Their experiences add to a
new dimension of research in the study of E-leadership competency gain in that the structured
integration of these platforms and tools in blended training functioned as a mechanism through
which E-leadership competency was strengthened.

Research Question Two

What challenges and limitations do corporate project managers face when engaging in
blended leadership training?

Blended learning is an educational approach combining traditional face-to-face
instruction with online learning experiences, allowing learners to engage with content both in-
person and digitally. This method integrates various instructional techniques such as
synchronous and asynchronous activities to enhance flexibility, engagement, and effectiveness
(Adinda & Mohib, 2020). Some of the challenges six of the eight study participants faced were
the amount of time needed to devote to prework and the lack of scaffolding in some blended
trainings they attended. This led to a misalignment in cognitive load where there were too many
assignments and not enough time to complete them. For example, some participants implied
being overwhelmed with the amount of prework and at times felt it far exceeded what they
considered a reasonable amount of assignments. Also, the prework did not make sense in the
overall framework of some blended training because it was not impactful to the overall learning
experience or lacked in building on the participants’ existing knowledge. In the study by Shelley

(2015), Shelley uses the work of Malcolm Knowles (1977) to carefully consider the structure and
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format of prework taking into account that the quality of learning is what matters not necessarily
the quantity—a good rule for the assignment of prework in a blended training. In this study, there
was a misalignment between what the instructor asked the participants to do for prework and the
actual time it took to complete the prework. This led to some participants skipping the prework
altogether because it felt less balanced and purposeful. Furthermore, some participants’
experiences reflected a lack of contextual anchoring with some blended training lacking
scaffolding to adequately integrate foundational knowledge into their real-life experiences. For
example, participants preferred more opportunities to anchor their own stories, workplace
scenarios, or relative case studies in some blended training experiences. In the study by Shelley
(2015), the author mentions the andragogy principles and the importance of leveraging adult
learners insights rather than just presenting the content. In this study, limitations in blended
training included a desire for more peer-to-peer learning interactions directly related to the
methodologies and content structuring chosen by the training facilitator. More interpersonal
learning would have strengthened some of the participants’ connections to the blended training
creating more structured interactions, facilitated dialogue, mentorship loops, and team-based
tasks in both virtual and in-person classroom settings. And perhaps, stronger interpersonal
learning built into blended training would have led to even greater E-leadership competency
growth in the E-Team Building and E-Social competencies. Analysis of RQ2 demonstrated that
participants’ explanations contributed meaningful insight into how instructors can refine blended
project leadership training to better support learner engagement and outcomes.

Challenges When Engaged in Blended Leadership Training

A challenge experienced by seven of the eight study participants was lack of proper
pacing of content and prework by the course instructor. This included lengthy reading

assignments, unrealistic group work expectations, or writing projects assigned as prework. The
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participants were less concerned about their own ability to manage time but more challenged by
the pacing and expectations of prework which falls under the instructor’s purview. Participants
were noticeably less engaged with large, text-heavy assignments, particularly those framed as
passive “intake” tasks in which they were expected to absorb material without opportunities to
reflect and apply in some blended training. In relation to this, adult learning theory supports that
individuals will seek out the information they need via self-directed learning (Knowles et al.,
2015). And blended training can afford the flexibility needed by adult learners who are often
juggling time demands with work or personal obligations. Furthermore, the findings in this study
align with the findings in the study of Shelley (2015). Shelley designed a blended project
leadership training on the principles of andragogy. Shelley also considered the range of project
manager disciplines among the participants and offered a blended course design that included
high levels of interaction to leverage their insights, rather than just presenting activities for static
content consumption. Shelley (2015) also focused on action learning, a type of learning where
activities are set within a context of a project to bring a sense of reality and meaning to the
process thus producing deeper insights and stronger learning outcomes. Students participating in
the course in Shelley’s (2015) study experienced deeper learning by applying the assigned pre-
work and course components in scheduled chunks using familiar project management tools, such
as a Gantt chart to provide visualizations of the types of assignments in relation to the amount of
time it might take to complete those assignments. Furthermore, Wang et al. (2023) and their
study of E-leadership also focused on the balancing of time and use of project management tools
to manage projects in virtual environments. Overall, seven of the eight participants in this study
reported self-perceived growth in the E-Change Management and E-Technology Savvy

competencies, and they consistently linked this development to the demands of navigating
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blended training while simultaneously managing their professional project management
responsibilities. Their experiences suggested that balancing shifting priorities, adapting to new
digital tools, and managing time across online and workplace environments functioned as
catalysts for strengthening their E-leadership capacities—particularly their ability to lead change
and operate confidently in technology-mediated contexts (Van Wart et al., 2019; Wang et al.,
2023).

Next, seven of the eight participants also felt challenged in some of the prior blended
project leadership training they had completed due to activities that did not relate to their level of
professional experience or were not scaffolded in a logical sequence. According to the study
participants, challenges included content that was less balanced and less targeted to the
audience’s experience level as project managers. These participants wanted a ‘big picture’ type
of training where it was holistic, considering what the audience might already know, what was
important to know, and what was absolutely crucial to know. In addition, the participants were
more challenged when activities lacked a hierarchical construction building from foundational
skills up the competency chain keeping a progression from the basic to the more complex
concepts. Furthermore, some of the participants felt challenged by the lack of opportunities for
reflection and the lack of balance between activities that focused on conceptual knowledge rather
than real-life applications. For example, some blended training focused too much on textbook
knowledge rather than making the participants’ expertise as project managers a key element of
the training. Furthermore, according to andragogy theory, these types of challenges are not
unique to blended training but relative to adult learning in general where adults learn best when
content is designed to include their real-life perspectives and levels of experience (Knowles et

al., 2015). The challenges are also relative to Shelley’s (2015) study that focused on blended
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project leadership training that was highly structured around the levels of professional experience
and opportunities to apply those experiences across a broad range of assignments. Shelley’s
(2015) study similarly emphasized that effective blended training must be intentionally designed
around the capabilities and prior knowledge of the learner audience. The program Shelley (2015)
examined incorporated a sequenced set of activities that began with foundational project
management concepts and progressively introduced more complex tasks as learners advanced
through the training. The participants in this study also wanted scaffolded structures that exposed
them to essential content but were also supported in building new knowledge. In relation to the
seven out of eight participants, they felt that the instructors could have done a better job of
working in their levels of experience leading project teams. The inclusion of participants’
experiences could have produced an even greater level of E-leadership competency gain the area
of E-Social by using the blended training as an extension of their skills to bridge teams and
culture within real-life project team environments (Van Wart et al., 2019; Wang et al., 2023).

In close, the findings are additions to existing research by highlighting the need for not
only the logical sequencing of content but the desire of adult learners to build on new knowledge
by drawing connections to their own expertise and experiences. These additions are also
compliments to existing research by showing how E-leadership competency gain can occur
within a “big picture” conceptual model of blended training that capitalizes on individual
contributions of expertise combined with hierarchical construction of building from existing to
new knowledge (Shelley, 2015; Wang et al., 2023).

Limitations When Engaging in Blended Leadership Training

A unique limitation that participants experienced in blended leadership training was the
lack of enough interpersonal learning. The blended training model relies on the learner’s self-

motivation to interact and make meaning of content using online tools to prepare for the
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instructor-led classroom session. This limitation proved unique since this limitation was
explained by three out of the eight participants as a lack of creativity on the part of the instructor
to build into the blended training more opportunities to work with peers, mentors, or simply
more time in online team activities. This finding builds on the findings of Shelley (2015) who
used highly-structured peer discussions, groupwork, and collaborative assignments to bridge
theory and learning via peer relationships. However, the findings in this study revealed a unique
limitation in that the three out of eight study participants desired a more complex dynamic in the
blended training for opportunities to build and learn from interpersonal relationships. The three
out of eight study participants wanted the opportunity to learn through observation and
knowledge transfer via a peer or mentor network. For example, participants expressed a desire to
independently pursue hands-on learning opportunities, such as job shadowing or other immersive
activities, that would allow them to gain a deeper understanding of project management from
more experienced project managers. Participants especially desired opportunities for mentorship
within blended training and felt limited by the constraints of what was considered the “physical”
portion of the blended training limited to the classroom portion. Participants emphasized the
need to strengthen the physical component of blended training by incorporating assignments that
required building mentor—mentee relationships, interviewing more experienced project
managers, or engaging in cross-collaborative activities—such as interviewing stakeholders—that
allowed them to learn directly from roles connected to project management. Some of the study
participants would have been satisfied with more interactive activities with peers in the
classroom portion of the blended training including activities that deepened relationships with
peers establishing greater feelings of camaraderie within the profession. In comparison, in the

study by Shelley (2015), the researcher found that the more collaborative the environment in
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blended training, the greater the chance to produce changes in some aspect of participant
behavior and related competency demonstration in real-life behaviors. Shelley also capitalized on
the diversity of views by including activities in blended training where participants engaged in
conversations to share perceptions, perspectives, and reactions. In the study of E-leadership
competencies by Wang et al. (2023), the researchers noticed participants enrolled in a blended
training experienced the same limitations as in the study. For example, when Google folders,
email, and Blackboard did not suffice, the participants in the Wang et al. (2023) study turned to
social media to overcome the limitation of peer-to-peer learning and support. Therefore, the
findings in the study align with both Shelley (2015) and Wang et al. (2023) in that lack of
interpersonal learning can be managed through intentional activities structured by the instructor
to broaden what is considered collaborative, peer-involved, or mentor-based learning.

In close, these findings add a new interpretation of the learner need for relevant content in
andragogy as the three participants in this study would have found personal relevance in the
opportunity to learn through building stronger interpersonal relationships in blended training
versus learning through more traditional methodologies such as prework coming from readings,
videos, or other resources. Furthermore, participants in the study provided concrete examples for
alleviating the limitation of lack of interpersonal learning by suggesting that instructors provide
opportunities for project managers in blended training to find mentors, on-the-job shadowing, or
deepen peer relationships to make blended training more engaging and lead to a greater
opportunity for competency gain in E-leadership areas such as E-Team Building and E-Social,
two of the six E-leadership competencies that are highly dependent on strong interpersonal

relationships (Van Wart et al., 2019; Wang et al., 2023).
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Research Question Three

How do corporate project managers perceive the impact of blended training on their ability to
apply project E-leadership competencies in virtual, physical, and hybrid environments?

Project management is the primary challenge to achieve all project goals within given
constraints, and project teams are the group of individuals working on a shared project together,
with shared goals and objectives (Indeed.com, 2024b; Wang et al., 2023). Wang et al. (2023)
explored six competencies called E-leadership competencies as soft skills that fall under ICT.
What distinguishes E-leadership from general leadership is that E-leadership occurs solely within
the context of ICT. Whereas general leadership can occur in any environment—virtual, physical,
or hybrid. Many of the participants in this study reported sets of specific skills attributed to each
of the E-leadership competencies. In this study, these skills were perceived as having the greatest
impact on their ability to lead project teams across different project environments being in-
person, hybrid, and virtual. Also, participants provided examples from blended training
experiences that acted as simulation spaces where participants interacted with online modules,
virtual activities, and face-to-face learning. They also experienced environmental flexibility via
different team arrangements, virtual versus in person classrooms, various communication
methods, and different levels of complexity with assignments. Overall, the findings discussed in
each of the following six E-leadership competencies add to the existing research by
demonstrating how blended training can provide a space that mimics real-world variables giving
the participants opportunities to practice and acquire E-leadership competencies that transfer
across diverse and changing project team environments.

E- Change Management

The E-Change Management competency is the ability to manage change in ICT. In the

study findings, there was a persistent challenge in integrating project management practices that
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enable individuals to adapt consistently to organizational change. Since corporate environments
are an ever changing tide that require ongoing pivots within complex organizational ecosystems,
there is a need to build skills in navigating multiple cultures and subcultures embedded within
these corporate structures. Each of these structures is built on their own set of rules and
magnifies the complexity of managing project teams in highly matrixed organizations.
Competencies developed through blended project leadership training directly support the project
manager's ability to operate within these dynamic organizational contexts. Competency is
associated with gaining alignment, managing change, creativity, idea sharing, risk management,
and mitigation, among many other strategies. The E-leadership competency, E-Change
Management was considered foundational to effective leadership in digital and hybrid project
environments. The competency was emphasized in blended training where online discussions
and change oriented frameworks within the context of group project work required learners to
apply both scope and change management strategies to establishing collaborative relationships.
This suggested that blended project leadership training not only enhances technical and strategic
ability but can also strengthen the capacity to navigate the different organizational layers within
corporate ecosystems. Shelley (2015) used andragogy principles to engage participants in
blended project management training in conversations that created relevance and more robust
learning experiences. Shelley (2015) intentionally used change integration as a focus in his
blended training, whereas in this study, four of the eight study participants reported that change
management was threaded throughout blended training as a theme but not a focus area. Some
participants in this study felt that the E-Change Management skills developed because of the
exposure to a variety of types of blended project leadership trainings. Also, Van Wart et al.

(2019) found that change management in E-leadership (and leadership itself) had increased at all
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levels for leaders who were expected to be competent, absorb and apply new information, and
operate in a variety of environments. Van Wart et al. (2019) also found that successful leaders
used a blend of both the traditional and electronic (digital) leadership styles and juggled
decisions about using traditional methods or TEL methods in times of organizational change.
The findings in this study associated with the transferable skills related to E-Change
Management competency gain align with the study by Van Wart et al. (2019). Participants in this
study attested to the skills impacting the way they approached both scope and change
management and navigated increasingly dynamic organizational structures while leading project
teams in traditional and online environments.

E-Team Building

The E-Team Building competency is the ability for a leader to build, motivate, recognize,
and hold project teams accountable in virtual environments. There was an underlying emphasis
on blended project leadership training contributing to a set of competencies that are central to
effective team leadership across various project team environments. Skills such as holding team
members accountable, granting autonomy, maintaining availability, and engaging in team
building and coaching were found to be critical to project success. Through blended training
experiences, there were strong instances of developing a stronger capacity to guide, motivate,
inspire, empathize, and coach project teams. Furthermore, there were instances where blended
training was shown to enhance participants’ ability to discern when project conditions should be
hybrid, fully virtual, or in physical team arrangements. This ability to discern created a
heightened awareness that individuals on a project team operate differently depending on the
environment, and this reinforces the need for self-awareness in the project leader. Also, there
was an intentionality attached to relationship building and adjusting interpersonal approaches

when moving among the different project environments. Relationship building was a recurring



148

theme especially connected to collaboration and was often directly tied to experiences with
collaborative group activities that were built into blended training methodologies. More broadly,
the E-Team Building competency contributed to seven of the eight participants’ perceptions of
their overall level of emotional intelligence. Participants described a self-perceived connection
between their effectiveness as project managers and their ability to use soft skills—particularly
the skill of “reading the room.” They viewed this ability as essential not only within their
blended training environments and interactions with classmates but also as a transferable skill
they would rely on when leading their project teams. This aligns with the findings by Wang et al.
(2023) who identified team dynamics within ICT. The study by Wang et al. (2023) also focused
on mostly virtual project teams yet said very little about the impact of soft skills that fall broadly
under the umbrella of emotional intelligence. Comparatively, in the study by Shelley (2015),
Shelley found the Project Management Body of Knowledge (PMBOK) included the benefits of a
shift in increasing attention to leadership and soft skills as early as 2013. However, Shelley
(2015) also noted at the time of his study, there had been insignificant momentum and the shift to
project leadership, and soft skills had been relatively slow. In contrast, the findings from this
study highlight a strong emphasis on leadership-related soft skills, with participants consistently
noting the influence of the competencies associated with E-Team Building. Among the seven of
eight study participants, the blended project leadership training they completed produced a
meaningful shift in their leadership and soft-skill capabilities, which they perceived as directly
enhancing their effectiveness as project managers. The participants attributed this shift to a set of
soft skills practiced during blended training teamwork activities—such as communicating
effectively, staying engaged, and demonstrating commitment—which they felt translated directly

to their real-life project teams.
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E-Communication

The E-leadership competency E-Communication is the leader’s ability to communicate in
ICT in a manner that is clear and organized both avoiding errors in miscommunication and is not
too excessive so that it would hinder team performance. Among all of the E-leadership
competencies and related skills, communication was the number one skill mentioned by all eight
participants in the study. There was a colloquial use of the “watercooler” days that have now
faded, and project managers must now know how to effectively communicate through Microsoft
Teams messages, virtual phone calls, and cell phone texts. There was a characterization of
influential communication competencies that enabled project managers to adapt to messaging
across various project environments. In particular, there were three areas of emphasized
capability being the project manager's ability to assess the audience, separate communication
from the team's ability to collaborate, and sustaining open dialogue and equal voice with team
members and stakeholders so that all parties were heard. These skills are not isolated behaviors
but are interlocking interpersonal dynamics that shape the way project managers operate in
complex environments. The prior literature of Wang et al. (2023) looked at Van Wart et al.’s
(2019) E-leadership competencies that were isolated to ICT. The findings in this study expand
the existing research by opening areas of discussion for the vast layers of cultures and
subcultures within organizations and how those layers dictate different skills to be used.
Furthermore, this study speaks to the fluidity of the E-Communication competency as a
connector of people and collaborative networks of stakeholders in hybrid and in-person project
teams. Therefore, across all three project environments, there is a need for more nuanced
interpersonal awareness such as reading facial expressions, nonverbal cues, and reading the room

of the project team as an intuitive tool to gauge buy in and alignment. Including active listening
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to understand the team's needs and perspectives and weaving in empathy are also central to the
project leader’s effectiveness and overall communication strategy.

Communication in today’s project spaces is complex, and Wang et al. (2023) proposed
there is a relationship between leadership and new expectations for project leaders to
communicate and lead in ICT especially after the COVID-19 pandemic, a world-wide pandemic
affecting the workforce and forcing remote work of millions of people roughly between the years
0f 2020-2022. Wang et al. (2023) also found although project teams may often (but not always)
meet face-to-face to start off an entire project, now they default to adopting a set of ICT (email,
Chat messages, video calls, etc.) to complete the project phase. Findings from this study differed
from Wang et al. (2023) in that the eight participants in the study were leading projects in
distributed environments, meaning in-person did not out-weigh virtual or hybrid and vice versa.
However, the biggest difference between the study by Wang et al. (2023) and this study was that
Wang et al. focused solely on the ICT chosen by the project leader but did not isolate the actual
skills within the E-Communication competency that would have made those ICT successful. In
close, the eight study participants attributed gaining a set of skills through the blended project
leadership training that they believed directly strengthened their ability to lead project teams,
both in ICT-mediated environments and in traditional settings, through their self-perceived
growth in the E-Communication competency.

E-Social

The E-leadership competency E-Social is the leader’s ability to create a positive work
environment and team collaboration in ICT. Project managers must be intentional about
cultivating social connections. Especially in hybrid and virtual environments, there is a need to
be an intentional project manager who seeks to be inclusive. There is an even greater

intentionality needed to build relationships when teams are in virtual environments. This type of
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inclusive intentionality created a contrast in the study participants’ perceptions that less effort is
required to create a sense of connection in in-person teams whereas greater intentionality is
needed when teams are hybrid or virtual. And across six of the eight participant interviews, there
was a demonstrated importance of maintaining the social health of the team by attending to
emotions, interpersonal dynamics, and the needs of diverse stakeholder groups especially in
highly-matrixed organizations with layers of sub-cultures. Soft skills were a frequently
mentioned term carrying a very broad definition by which any of the six E-leadership
competencies could fit into. Camaraderie emerged as one of the most powerful E-Social soft
skills, reflected in participants’ deep sense of belonging to a team united by shared goals and a
collective desire for the project to succeed. In the literature of Shelley (2015) and Wang et al.
(2023), social relationships such as ones that exist in group work, peer discussions, or project
teaming was a recurrent theme. However, neither of those studies mentioned camaraderie as a
deeper, more trusting, and professionally intimate theme. And neither of the former studies found
that the participant camaraderie in blended training nor the project manager’s ability to build
camaraderie was significant to social standing. Therefore, this study adds new depth to the
existing research and discovered that the ability of a project manager to create camaraderie
among a team is an elevated skill within E-Social competency transfer. Camaraderie in this study
was shown as a container skill holding other skills such as collaboration, empathy, inclusion, and
respect, all essential to team leadership.

Next, the E-Social competency was described by some participants as deeply grounded in
self-awareness with emotional intelligence leading to strong social leadership practices such as
establishing shared goals, fostering cohesive teamwork, and demonstrating servant leadership.

The six out of eight study participants defined the E-Social competency contextually as
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prioritizing others’ needs over the needs of the leader and attributed skills such as managing
emotions, respect, empathy and self-awareness as leader responsibilities. VanWart et al. (2019)
claimed although there is a level of consistency in the types of leadership skills needed in
traditional and virtual environments, they are not the same, and the differences are critical to
success or failure. According to some of this study’s participants, the set of skills identified with
the E-Social competency are most impactful when project managers make conscious decisions
about when and how to use a specific skill in a given environment, being in-person, virtual, or
hybrid.
E-Trustworthiness

E-Trustworthiness is the leader’s ability to create a sense of perceived trust among the
project team in ICT. Three of the eight study participants emphasized that establishing trust
within project teams functioned as a “word-as-their-bond” expectation. They described wanting a
foundational level of trust in the project manager. Trust meant that the manager would protect
the team, support their livelihood, and safeguard the overall success of the project. In fact, trust
emerged in the findings as a relationship catalyst that shaped the frequency and depth of team
communication. Trust was tied to communicative openness, suggesting a conditional relationship
in which if the project team trusted the project manager then they would be more willing to
communicate even on hard topics. Analytically, this positions trust not only as a dynamic
interpersonal behavior but also as an enabler that can potentially lower the perceived risk of
conflict, uncertainty, and distrust among a team. This study’s findings on trust differ from how
trust was perceived in the study by Van Wart et al. (2019) where the authors attempted to
operationalize the definition of E-Trustworthiness. In the Van Wart et al. (2019) study, trust was
defined in relation to work-home separation in ICT environments where work environment was

inextricably part of home environment. Also trust was equated to respect of diversity and culture
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as much in virtual spaces in ICT as in-person spaces. However, this study extends that research
by showing that the skills within the E-Trustworthiness competency are powerful yet an
intangible set of skills that can ultimately affect success, not only of the team but the project
itself. And the skills have a direct impact on the individual emotional and psychological
wellbeing of each project team member.

In relation to the E-Trustworthiness competency, three of the eight study participants
framed trust as being created through leadership behaviors they observed in the project manager
rather than a list of abstract character traits. Participants frequently attributed the positive impact
of the blended project leadership training to its ability to strengthen team trust. They connected
this trust to several leadership behaviors they observed in the training: sharing feedback in
constructive, forward-looking ways, managing conflict effectively, and demonstrating a
sustained commitment to guiding a project to success. As the research community continues to
operationalize the definitions of E leadership, E-Trustworthiness in real-life project management
looks like consistency, transparency, and open dialogue and equal voice that aligns team
members and the project manager to achieving the same goal of successfully completing a
project. In relation to research on E-leadership competencies, Van Wart et al. (2019) explained
that team trust is a major topic in project management literature. One aspect of trust for virtual,
hybrid, and in-person project spaces is providing an environment in which diversity and cultural
differences are respected. In comparison, Wang et al. (2023) in their study noted that trust-
building is a continual and highly significant leadership responsibility that precedes other
leadership responsibilities. They also noted in their study that trust becomes the most important
element for project success especially when the stakes and stress levels are high. However, the

study by Wang et al. (2023) was more focused on ICT and virtual environments. And although
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they found a leader in ICT creates trust by being perceived as honest, consistent, and fair, these
descriptors are not solely for virtual environments. As the participants in the study shared, these
skills also transfer to in-person and hybrid environments if the project manager has acquired the
overall E-Trustworthiness competency. Therefore, via the impact of blended project leadership
training, the study participants attested that the E-Trustworthiness competency is not bound to
one environment but can be transferable across virtual, in-person, and hybrid environments.

E-Technology Savvy

E-Technology Savvy refers to the ability of the project manager to confidently use
technology tools and to transfer that knowledge to project team members so they can also apply
those tools effectively in ICT-based project environments. Some participants in this study gave
examples of E-Technology Savvy skills that are transferable across different project
environments. In analysis of the findings, the Agile method, Gantt charting, Scrum Master
principles, timeline development, and the Waterfall method were seen as core technology-
enabled skills that supported overall project leadership ability. Instructors who integrated
technology tools into the blended training and provided project managers with sufficient time
and practice to use those tools had a direct impact on participants’ abilities to apply the same
tools effectively in their real-world project environments. Wang et al. (2023) found that within
ICT, there was a type of technology savvy associated with the fluidity by which project leaders
used their skills in virtual team environments. Van Wart et al. (2019) also identified that the E-
Technology Savvy competency is grounded in sound decision-making, specifically the project
manager’s ability to determine when it is appropriate to blend traditional and virtual methods.
Furthermore, the E-Technology Savvy competency means the ability of the project manager to
support project team members with any technologies used during a project. Project managers

also provide assurance that the tools are safe for sensitive or copyrighted information. Therefore,
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the use of technology tools can highly impact the ability for project managers to lead successful
project teams across different environments. Some blended learning experiences that were not
specifically tied to project leadership behaviors and instead reflected industry-specific, technical
skill acquisition still led to the building of the E-Technology Savvy competency. Therefore, the
most notable area of impact was the volume of online activities in blended training that
generated hours of TEL forming a domain of competency that was highly technical and
operational, versus soft-skill or leadership skill-driven. As a result, the E-Technology Savvy
competency emerged as a distinctly hard-skill oriented competency shaping participants’ abilities
to operate across diverse project environments, thus influencing how effectively they could
transfer technology savvy to their project teams.

Limitations of the Research

There were several limitations observed in this study acknowledged by the researcher
including self-report bias, occurrence of retrospective recall, limited sample size, criticism that
exists in some areas of academia regarding Knowles’ (1977) andragogy theory, and manual
transcription limitations.

The first limitation is the self-report bias occurred since participants were most likely
answering in a way they believed were socially acceptable, desirable, or expected based on many
factors. The bias includes the researcher’s presence as the originator of the study and the
participants’ unintended desire to answer in such a way as to please the researcher. For example,
the participants understood they were in a study looking at blended project leadership training in
corporate environments. Therefore, it is possible they desired to please the researcher by
providing responses most aligned with the topic. There is also a possibility the participants did
not provide other explanations they felt did not align but perhaps could have added depth to the

research.
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The second limitation of the study is the occurrence of retrospective recall occurring due
to participants being asked to remember events, feelings, or actions from the past associated with
blended trainings they attended. Because human memory is imperfect, the qualitative data they
provided may have created inaccuracies in the data which could have ultimately affected the
depth of the data and revealed deeper methodological constraints that lessened the rigor of the
study design.

A third limitation of the study is the smaller than expected sample size. Even though the
initial plan developed in consultation with the research committee was to conduct between seven
and thirteen interviews or continue until saturation plus one was reached, the final sample
included only eight qualified participants. While fourteen individuals completed the pre-
qualifying survey distributed through the LinkedIn social network, five were disqualified based
on one or more survey criteria, and one additional individual-who met eligibility criteria and was
known to the researcher through professional networks—did not complete the pre-qualification
process. As a result, the study proceeded with a smaller sample than anticipated which limited
the scope of perspectives represented in the study.

The fourth limitation of the study is the researcher’s recognition that the andragogy
theory, purported by Malcolm Knowles (1977), is criticized in some areas of academia as
Western individualism and not universal learning principles. Since in many cultures, learning is
shaped by authoritarian presence, interdependence, and social hierarchy, Knowles’ assumptions
on adult learning theory may present as culturally narrow and reflect a less-than-contemporary
understanding of andragogy (Moll, 2024).

The fifth and final limitation of this study concerns the technology constraints that shaped

the data collection process. Some institutional constraints with Al-supported features required an
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extra level of manual transcription. Institutional restrictions that prevented disabling Zoom’s
embedded Al transcription required the researcher to rely solely on Microsoft Word’s transcribe
feature to produce interview transcripts. This workaround involved manually uploading each
Zoom MP4 file, generating the transcript, and then adding line numbers by hand. The process
served as a necessary backup to remain fully compliant with the Internal Research Board
protocol that was approved by the supporting institution before data collection began. This
manual process significantly increased time demands and introduced a greater potential for
human error and minor inconsistencies. Ultimately, this limitation could have affected the
precision and completeness of the qualitative data produced.

Implications for Professional Practice

This study was designed to address gaps in the literature on blended project management
leadership education in corporate settings, specifically examining whether the six E-leadership
competencies identified by Van Wart et al. (2019) and Wang et al. (2023) transfer across
in-person and hybrid environments rather than remaining limited to virtual contexts. The
implications include 1) impact of methodologies and technologies on E-leadership competency
development; 2) integration of structured third-party learning resources in blended project
leadership training; 3) preparation and practice requirements for effective learning transfer; 4)
emphasis on human interaction and soft-skill development in blended project leadership training.

First, participants perceived the choice of instructional methodologies and learning
technologies directly shaped their ability to gain E-leadership competencies. More dynamic,
engaging methodologies, paired with technologies that closely mirror real-world project
management, created a far stronger pathway for competency development than static or poorly
aligned approaches. Instructors designing blended project leadership training must account for

the specific needs and contexts of the learners they serve. Methodologies such as engaging
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discussions, simulations, role-play, etc. were more preferred whereas static methodologies such
as expansive readings, irrelevant group work, or lengthy papers were not seen as engaging.
Furthermore, the technologies an instructor chooses also has an impact on the learner’s
experience. Incorporating a diverse array of appropriate technologies such as videos, links to
online tools such as Gantt charts, project schedulers, risk registers, and other industry-specific
tools made the training more relevant to real-life project manager roles. Therefore, it proves
beneficial for instructors to provide a pre-training needs assessment so methodologies and
technologies can be tailored to the class. Given the study’s findings, a critical implication is that
instructors should systematically conduct a pre-training needs assessment to diagnose learners’
technological readiness, modality preferences, and prior leadership experience.

The second implication connects to the findings showing that project managers valued
practical, ready-made, third-party leadership development resources within blended formats.
These off-the-shelf resources complemented other forms of formal project management training
by providing standardized frameworks and repeatable techniques that project managers could
readily apply in their day-to-day leadership practice. Participants described impactful blended
leadership training experiences that extended beyond traditional project-leadership content and
offered skills and concepts they could transfer across the diverse environments of the projects
they managed. Ultimately, the integration of quality third-party training resources into blended
project leadership training and programs is not just a supplemental option but a strategic
enhancement to the overall rigor, relevance, and transferability of E-leadership competencies.

Next, the third implication is the amount of preparation and practice that is most effective
for learning transfer. In this study, participants experienced the most benefits when they had

adequate time to complete prework and when facilitators integrated real-life application,
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simulations, and practice into the blended training. These learning environment conditions
created a cognitive scaffolding needed to internalize and transfer E-leadership competencies
across virtual, hybrid, and in-person environments. This study showed that project managers do
not resist prework; they need prework that is intentionally selected by the instructor, requires a
reasonable amount of time to complete, and adds meaningful value to the overall learning
experience. Otherwise, project managers will skim the prework or skip it altogether.

The fourth and final implication is the need for a pronounced emphasis on human
interaction and soft skill development in blended project leadership training. This implication is
rooted in adult learning theory and supports provisional opportunity for project managers to
apply real-world experience, their expertise, and learn from the experiences of their peers.
Project leadership training that is too textbook focused or too geared toward exam preparation is
not as engaging as training that integrates opportunities for storytelling, comparison, and self-
reflection. Participants wanted more opportunities to work with a mentor, interview stakeholders,
hear from panels of experts, and engage in job shadowing experience. On a fundamental level in
order to build relationships early on with peers, the study participants would have been satisfied
with more peer-to-peer learning and more robust group work assignments. Equally significant
was the emphasis on human interaction, particularly the instructor’s ability to weave in real life
experiences, lessons learned, and comparative examples that helped bridge theory and practice.

Recommendations for Future Research

Future research should address the persistence of division between academic theory and
industry practices in blended project leadership training by adopting more rigors and actionable
approaches. Recommendations emerging from this study include 1) a longitudinal study based
on the identified skill-to-competency mappings to empirically validate the findings and

operationalize E-leadership competencies beyond ICT; 2) a phenomenological study offering a
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deeper examination of the impact of third-party blended leadership development training on the
overall success of project teams; 3) conducting comparative research on the inclusion of
interpersonal learning in blended versus asynchronous project leadership training and the impact
on E-leadership competencies transfer; 4) the operationalization of E-leadership competencies
beyond ICT and applied to hybrid and in-person project teams.

First, prior research by PMI and the PMBOK highlighted the ongoing need to strengthen
project leadership training by incorporating more leadership skill development into project
management education (Shelley, 2015). This study identified specific skill sets associated with
each of the six E-leadership competencies and produced clear skill-to-competency mappings.
These mappings create opportunities to extend the work of Van Wart et al. (2019) and Wang et
al. (2023) by empirically validating the findings through a longitudinal study expanding the
operationalization of E-leadership competencies beyond ICT-focused contexts. Furthermore, a
longitudinal study may produce empirical evidence showing which of the specific skills
associated with each of the six E-leadership competencies had the most impact on the success of
project teams over a specific time period.

A second area of consideration for future research is the impact of blended third-party
leadership development training on project manager leadership competencies. Four of the eight
study participants completed leadership development training outside of formal project
leadership training such as PMI or PMP certification that helped them to build E-leadership
competencies across the different environments. A phenomenological study could offer a deeper
examination of the impact of third-party, blended leadership development training on the overall
success of project teams based on project managers’ experiences. Such efforts may support

blended project leadership education by establishing a repertoire of standard leadership training
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that can be integrated into larger programs or assigned as supplemental learning, and they may
also contribute to future updates of the PMBOK.

Third, another area for future research involves examining how peer-to-peer and
relationship-based training operate differently in blended training versus asynchronous project
leadership training. In blended programs, prework is traditionally structured as self-directed
interactions with readings, projects, or other assignments and can be accessed using digital
resources before the participants join an instructor and peers in a virtual or physical classroom.
However, findings from this study align with participants’ experiences indicating that when
instructors have greater control over course design, prework should be expanded to include
relationship-driven activities such as identifying a mentor, interviewing project stakeholders, or
inviting external experts to share lessons learned. Future comparative studies should explore
whether asynchronous training should also include interpersonal components or whether blended
formats offer greater advantages to integrate more interpersonal learning, peer interactions, and
instructor expertise for E-leadership competency gain. Examining each modality may shift the
focus of project leadership training from a static training to a dynamic training. Also, the
inclusion of interpersonal learning could create a model for interactive, professionally grounded
asynchronous and blended training rooted in interpersonal relationships and instructor expertise.

The fourth and final area of consideration for future research is the operationalization of
E-leadership beyond ICT. Although E-leadership competencies are typically conceptualized
within ICT, the findings of this study indicate a need to further operationalize the definition of
each E-leadership competency beyond Van Wart et al.’s (2019) study which first sought to
operationalize the E-leadership competencies only in ICT. The research of Wang et al. (2023)

emphasized competencies required for virtual teams, yet little research existed regarding how
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these skills transferred to hybrid and in-person environments. Although this study identified
specific skills tied to each of the E-leadership competencies, the development of clear
operational definitions of E-leadership competencies, applied beyond ICT to hybrid and in-
person environments, would be a significant contribution to future research. Furthermore,
exploring contextual factors such as organizational culture, project complexity, and stakeholder
relationships may also impact the expansion of those definitions.

Summary

The findings of this study revealed prominent themes and subthemes which surfaced by
means of inductive analysis. Eight study participants shared their experiences attending blended
project leadership training within corporate settings, and their responses aligned with research
questions based on two theoretical frameworks: Shelley’s (2015) application of andragogy
theory in project leadership education, and the study by Wang et al. (2023) looking at the transfer
of a set of six unique E-leadership competencies that exist within ICT. Semi-structured
interviews were conducted, and questions were designed to uncover findings through analysis of
participant responses through iterative qualitative interviews.

All participants shared their background information in a pre-qualifying survey and were
at least eighteen years of age. They considered themselves project managers in a corporate
business or industry (banking, IT, manufacturing, engineering, etc.) and excluded military,
government, education, and healthcare industries. They also confirmed they participated in at
least one project management leadership training, course, or program that had some element of
self-guided online prework followed by an instructor-led session (online or in-person training).
They also attested that they had completed the training within one to four years from the time of

the study and sufficient time passed to apply the skills they learned. Finally, they attested to
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residing in a geographic location not subject to European privacy laws for data sharing at the
time of the interview.

After the consent to interview was obtained, the participants shared their professional
information as part of their professional background profile. There was a total of eight project
managers who participated in this study. Years of experience ranged from three to ten plus years
in the profession. There were seven unique roles identified among the participants with the
highest professional level achieved being Vice President and the next highest level achieved
being Consulting Director. The remaining participants held Senior Manager, Manager or Analyst
roles within project management fields all in corporate settings.

Blended methodologies were defined as structured approaches, strategies, and
instructional models teachers use to design learning experiences, deliver content, and support
student understanding (EdGlossary, 2014). Furthermore, blended technologies were defined as
digital tools, platforms, and media used to support, extend, or enhance teaching and learning
(Zou et al., 2025). By participating in trainings using blended methodologies, the majority of
participants found value in their experiences with prework, and participants were in no way pre-
work adverse; however, they confirmed the need for sufficient time to complete prework, pre-
work relevant to their roles, the ability to share expertise, and the desire for more interpersonal
learning. Participants identified an unexpected influence as they attributed some E-leadership
competency gains to third-party blended leadership development programs that helped them to
build a personal repertoire of general leadership skills. Participants also experienced competency
gain with the use of technologies such as learning management platforms they felt made access
to learning anytime and anywhere with internet access extremely efficient. They also appreciated

when the instructor integrated the technology tools of their trade such as Gantt charts, risk
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registers, or timelines. Furthermore, participants recognized the benefits of more traditional
technologies such as Power Point, documents, or videos serving as enhancements to their overall
blended learning experience.

Challenges and limitations were discussed in relation to blended project leadership
training. First, participants felt challenged when prework was not meaningful and did not allow
them to connect to their expertise, build in time for reflection, connect them to their peers, or
lacked proper pacing needed for adult working professionals. Second, participants reported
feeling challenged when methodologies were delivered by instructors who lacked both a
professional project management background and the empathy that comes from sharing their
own experiences and reflections. Some study participants also described disregarding past
project leadership trainings led by instructors who had never managed a project and were unable
to connect theory to practice. Third, participants felt limited when prework was static and
consisted of excessive readings or group projects not tied to specific learning outcomes and
lacked opportunities for interpersonal learning. Participants explained that they would have
benefitted from more peer-to-peer learning and from instructor-designed assignments that
created opportunities to establish a mentoring relationship or interview project stakeholders to
gain perspective, clarity, and insight from their lived experiences and lessons learned. They also
desired a higher level of peer interaction in blended project leadership training with group work
or projects that allowed them to show their expertise but also learn from their peers.

E-leadership has been defined by past studies as a social influence process embedded in
ICT. Participants expanded the understanding of E-leadership competencies by identifying
specific skills associated with each of the six competencies and describing how they use those

skills across virtual, in-person, and hybrid environments. The researcher advanced the
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operationalization of E-leadership by identifying groups of skills that extend beyond ICTs and
influence attitudes, emotions, thinking, behavior, and performance across virtual, physical, and
hybrid team environments. The six E-leadership competencies (E-Communication, E-Social,
E-Team Building, E-Change Management, E-Trustworthiness, and E-Technology Savvy)
became more concrete and less abstract through this study because project managers who
completed blended project leadership training articulated specific, actionable skill sets associated
with each competency.

Conclusion

In this study, the development of E-leadership competencies within blended project
leadership training is shaped by methods and technologies and interaction with peers and
authentic instructors. The study also identified specific skills sets associated with each of the six
E-leadership competencies that transferred beyond ICT to hybrid and in-person project teams.

The researcher in the study contributed to the emerging field of blended project
leadership education by identifying the instructional methods and technologies key to learner
outcomes and engagement beyond the study of Shelley (2015). Specifically, the findings show
blended training is most effective when it incorporates authentic instructors, real-life project
examples, leverages participants’ expertise and levels of knowledge, and includes structured
opportunities for peer-to-peer interaction or mentoring. Technologies such as learning platforms
that support communication, collaboration, and self-directed study also contributed to E-
leadership competency development and transfer across different project team environments.
Some blended third-party leadership development training also contributed to E-leadership
competency gain using structured resources within the methodologies..

Furthermore, theoretical contributions of this study include the demonstration that

E-leadership competency development is fundamentally related to interpersonal learning. Rather
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than purely experiential, E-leadership competency emerges through direct relationships with
peers and instructors that include interactions, communication patterns, and social dynamics.
This takeaway emerged most strongly when blended learning environments leveraged the
authenticity of the instructor and the application of real-life experiences. Takeaways contribute
to a new way to look at E-leadership competency theory by showing that competency growth is
not solely the result of the methods or technologies within blended project leadership training but
is also the product of meaningful human interaction.

Prior to this study, there were areas of ambiguity of how project managers experienced E-
leadership competency development inside blended training and especially how they perceived
the transfer of those competencies across virtual, hybrid, and in-person environments. While the
studies by Van Wart et al. (2019) and Wang et al. (2023) studied the six E-leadership
competencies conceptually and by operational definition, the research community did not yet
know which instructional conditions helped project managers to apply the competencies across
different environments. Therefore, this study suggests that E-leadership is not merely an
individual capability but socially rooted in peer-to-peer interaction through authentic story-
telling, shared ideas, and the intentional design of blended training to mimic real-life project
management. The researcher in this study extended Van Wart et al.’s (2019) E-leadership
competency theory by moving beyond operational definitions and identifying categorical groups
of skills associated with each of the six competencies. These empirically derived skill sets
provide a practice-based, learner-centric understanding of E-leadership that aligns with and
expands the theoretical framework.

Overall, the study generated a clearer understanding of how to design future blended

project leadership training. The study findings show that blended project leadership education is
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most effective when it is grounded in adult learning principles, facilitated by instructors who
draw on authentic project management stories and examples, structured around experience-based
learning, supported by integrated technologies, and complemented by third-party leadership
development—an approach that strengthens E-leadership competency development and enables
skill transfer across diverse project environments. As blended project leadership education
continues to expand within corporate environments, these findings provide a substantive
foundation for shaping how future programs are designed and evaluated. They clarify the
instructional conditions, learning principles, and competency-building mechanisms that enable
project leadership education to meet the complex demands of increasing digital workplaces and

the realities of modern project work in matrixed organizational structures.
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APPENDIX A: STUDY FLYER

Study Announcement on LinkedIn
I am a doctoral student at

#UNCCharlotte working on my dissertation. I am looking for project managers who lead project
teams and have participated in a blended project leadership education, training, or course. The
definition of “blended” would be any training that had self-guided online prework followed by a
classroom training.

Survey Information:

UNC Charlotte researchers are conducting this study on the best types of methodologies and
technologies to deliver project management leadership education and training to project leaders.
The purpose of this study is to explore gaps in project leadership education and training and seek
to uncover the most effective ways to train today’s project leaders to lead successful project
teams.

Study title: A QUALITATIVE CASE STUDY ON THE EFFECTIVENESS OF BLENDED
PROJECT LEADERSHIP TRAINING IN TRANSFERRING E-LEADERSHIP
COMPETENCIES IN CORPORATE SETTINGS

Inclusion/Exclusion Criteria: You must have the following attributes to participate in this
study:

e 18 years or older

e Be a project manager who leads a project team in a corporate business or industry
(excludes military, government, education, and healthcare fields)

e Have completed at least one project management leadership training, course, or program
within the last 1- 4 years, which had some element of self-guided online prework
followed by a classroom training, and with sufficient time having passed to discuss
results (if any) from the training

e Reside in a geographic location at the time of the interview that is not subject to
European privacy laws for data sharing

The interview data will not include any identifying information as part of presentations and
publications of the study findings.

Will audio/video recording take place? Yes, all interviews will be conducted with each
participant in a private Zoom meeting. The video recording and embedded audio recording will
be used to create data transcripts. The video recording will be deleted

immediately and the embedded audio recording will be used to create data transcripts.
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Study benefits: You are unlikely to experience any direct benefits from participating in the
study. We hope that the study results will contribute to the field of andragogy, the science of how
adults learn, and pedagogy, the most effective ways to train project leaders.

What will you do: You will be asked to complete a brief demographic survey, participate in a
one-hour interview in Zoom which covers your experience as a project leader and trainee in a
project management leadership education, training, or course, and check your interview
transcript for any discrepancies or misrepresentations. The total time commitment is two non-
consecutive hours or less.

Voluntary participation: Participation in the study is entirely voluntary, and you are free to
withdraw your permission at any time, for any reason, and without penalty or prejudice.

Compensation for study participation: You will have the opportunity to voluntarily participate
in a random prize drawing of one of four digital gift cards.

If you wish to participate in this study, please complete the survey using this link

Thank you,

Krista Sanchez, M.Ed., kcolli45@charlotte.edu
Faculty Advisor: Ayesha Sadaf, asadaf(@charlotte.edu
IRB
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APPENDIX B: PRE-QUALIFYING SURVEY

Pre-Qualifying Survey — Embedded within APPENDIX A: STUDY FLYER

Google Form

1.

Please provide your full email address where you prefer to receive communications
regarding this study.

Are you a project manager who leads projects in a corporate business or industry?
(Banking, IT, Manufacturing, Engineering, etc.) Note: Excludes military, government,
education, and healthcare industries.

a. O Yes
b. 0 No
Are you at least 18 years of age?
a. UYes
b. O No

Will you reside in a geographic location at the time of the interview that is not
subject to European privacy laws?
a. UYes

b. O No
Have you participated in a blended project leadership training? Nofe: Blended
training is training where some portion of the training was completed independently
online, and some portion of the training was either in a virtual or physical classroom with
an instructor.

a. UYes

b. O No
In your opinion, has there been sufficient time that has passed between the time you
participated in the project leadership training (1-4 years) and the time needed to
develop and apply the skill to leading projects and project teams?

a. O Yes

b. O No



185

APPENDIX C: FORMAL EMAIL TO PRE-QUALIFIED PARTICIPANTS

Formal Email to Pre-Qualified Participants

Subject: Invitation to Participate in Research on Blended Project Leadership Education and
Training

Dear [Participant’s Name],

INTRODUCTION: I hope you’re doing well! My name is Krista Sanchez and thank you for
indicating your interest on the LinkedIn network regarding a research study that I am conducting
as part of my doctoral dissertation at The University of North Carolina at Charlotte. You recently
submitted a survey that I posted on the LinkedIn social media site to recruit participants who
may be interested in participating in my research study.

STUDY FOCUS: My study focuses on project management leadership education and the
methods and technologies that would be best to deliver training and education to project leaders,
and I believe your experience as a project team leader would provide valuable insights.

INVITATION TO PARTICIPATE: I invite you to participate in a one-hour semi-structured
interview via Zoom to discuss your experiences. The interview will be scheduled based on the
availability. It will be recorded, and a transcript will be created.

Your participation is entirely voluntary. No identifiable information will be included in
presentations or publications of the data of this study. You may withdraw at any time without
consequence.

SIGNED AND DATED CONSENT FORM: If you are still interested in participating in the
study, please complete the attached Consent to Interview Form with your signature (physical
(wet) or digital) and the date you signed the form. You will upload the form using this [link] to a
Google form which will allow you to upload a document directly in one of the form fields. You
will click on the word Submit when you have uploaded the completed consent to interview
document to the Google form.

NEXT STEPS: Once I receive your signed and dated consent form, then you will receive a
second email from me with a link to a Google Form that I will be using to collect background
and demographic data. This form will also provide you with an opportunity to indicate your
availability to interview in the coming weeks.

Next you will receive a Google Calendar invitation with a Zoom link and brief instructions.
Please accept the invitation or propose an alternative time if needed. I will send one reminder
directly from the Google calendar invitation to remind you of the time/date of the interview.

CLOSING: Thank you for your time and consideration.

Best regards,
Krista Sanchez
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APPENDIX D: INFORMED CONSENT FORM

Please read all sections of this consent to interview form. Provide your full signature as your
consent to provide an interview in Zoom and as an acknowledgement of the full form.

Consent to be Part of a Research Study

Title of the Project: A QUALITATIVE CASE STUDY ON THE EFFECTIVENESS OF
BLENDED PROJECT LEADERSHIP TRAINING IN TRANSFERRING E-LEADERSHIP
COMPETENCIES IN CORPORATE SETTINGS

Principal Investigator: Krista Sanchez, Ed.D. Learning, Design, and Technology Program
Student, University of North Carolina at Charlotte

Faculty Advisor: Dr. Ayesha Sadaf

Important Information You Need to Know

The purpose of this study explores gaps in project leadership training and seeks to uncover how
blended training can develop competencies and soft skills related to project leadership and
support transference demonstrated through the project leader’s adaptability to lead across
different project team environments.

You will be asked to provide lengthy responses to questions.

If you choose to participate in the study, the interview will take about one hour to complete from
the time I ask the first question.

There are no identifiable risks or discomforts from completing this interview.

Benefits may include future innovations to project leadership soft skills training and the
pedagogy.

If you choose not to participate, you may inform the researcher with no adverse consequences.
If you are interested in learning more about this study, please continue to read below.

Why am I doing this study?

The purpose of this study is to explore gaps in project leadership soft skills education and
training and seek to uncover the most effective ways to train today’s project leaders to lead
successful project teams.

Why are you being asked to be in this research study?

You are being asked to be in this study because you indicated interest in being interviewed, you
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have held a role as a project manager, you have led a project team, and you have participated in a
project leadership training, course, or educational initiative.

What will happen if I take part in this study?

If you choose to participate in this study, you will be asked to:

1. Complete a demographic survey via a digital link sent in a welcome email. Responses
will be recorded through a Google Forms link that I will include in the welcome email.
The demographic survey should be completed via the Google Forms link before your
scheduled interview.

2. Participate in a one-hour Zoom interview about your experiences as a project team
leader and the soft skills training that has supported or could support your success. The
researcher will spend the first 10 minutes reviewing the study protocol before beginning
the interview questions which will take about 1 hour to provide responses.

3. Review your interview transcript (member checking) and return it to Principal
Investigator Krista Sanchez via email. You will receive the transcript in a Google Doc
and can provide feedback or request omissions using the Comments feature. I will resolve
all Comments and correspond with you via the email you provided regarding how those
Comments were resolved if needed.

Your time commitment for all of the information listed above will take no longer than two hours
to complete.

I will be using Zoom to record the interview. You are not required to be on camera. You are not
required to display a photo, name, or any other identifying information. I will email you privacy
information regarding Zoom prior to the interview. The Zoom recording will be saved as an mp4
file. The video recording will be converted to a Zoom transcript and a Microsoft Word transcript.
Immediately following, the video file will be destroyed. The audio file will remain active until
the study concludes which at that time, the audio file will also be destroyed. You will be sent a
copy of the transcript for member checking purposes and have the right to clarify any of the
transcript information within 5 business days of the email send date or withdraw from the study
with no adverse consequences at any time by contacting the primary researcher, Krista Sanchez,
via email.

What are the benefits of this study?

Benefits of this study include learning and training practitioners in any organization, the project
management community, and project managers gaining a deeper understanding of a special type
of project leadership soft skills, called E-leadership skills and how those skills transfer to
different environments to successfully lead a project team. The benefits of this study also include
identifying the best methods and technologies used to deliver project leadership education and
training.

What risks might I experience?

I do not believe there are any risks, including privacy or confidentiality risks, from participating
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in this research. To minimize the risks, all information related to your interview will be stored on
a cloud-based drive offered to me as a student at The University of North Carolina at Charlotte.
The drive will be username and password protected and be only accessible to the research team
members. No identifying information will be included as part of presentations and publications
of the study findings.

How will my information be stored and protected?

To protect your privacy, any identifying information will be removed and replaced with a
number and letter generic code created by me to identify the data set. As a result, the data used
for analyses will not include directly identifying information such as age, position within a
company, a specific company or organization’s name, your first or last name, or any other
identifying information. Furthermore, identifying information will not be included as part of
presentations and publications of the study findings. All data related to this study will be stored
on a cloud-based drive provided to me as a student at The University of North Carolina at
Charlotte. The drive will only be accessible to the research team members and will require
username and password to access or store files.

Who can access my information and how will it be shared? Will my information be used in
the future?

I myself as the Primary Investigator and my Faculty Advisor, Ayesha Sadaf, will have access to
all study data. Any data collected will not be used for any other purpose beyond this

study. Identifying information will not be included as part of presentations and publications of
the study findings.

Will I receive an incentive/compensation for taking part in this study?

Participants in this study will not receive any direct compensation or incentives for their
participation. However, all participants will have the option to voluntarily be entered into a
random drawing, in which four individuals will be selected to receive a $25 digital Starbucks®
gift card. The gift cards will be sent via email to the selected participants.

What are my rights if I take part in this study?

It is up to you to decide to be in this research study. Participating in this study is voluntary. Even
if you decide to be part of the study now, you may change your mind and stop at any time. Any
collected data will be disregarded and not included in the study should you decide not to
continue.

Who can answer my questions about this study and my rights as a participant?

For questions about this research, you may contact Dr. Ayesha Sadaf, the Chair of this particular
dissertation and faculty member in the College of Education at the University of North Carolina
at Charlotte at asadaf(@charlotte.edu;

If you have questions about your rights as a research participant, or wish to obtain information,
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ask questions, or discuss any concerns about this study with someone other than the
researcher(s), please contact the Office of Research Protections and Integrity at uncc-
irb@charlotte.edu.

Consent to Participate

By entering your signature and date in digital or written format on this form, you agree to be in
this study. Make sure you understand what the study is about before you sign. Please keep a copy
of this document for your records. If you have any questions about the study after you sign this
document, you can contact the study researcher at kcolli45@charlotte.edu. Or you can contact
the study Chair at asadaf(@charlotte.edu.

Consent to Participate Statement

[ understand what the study is about, and my questions so far have been answered. I agree to take
part in this study.

I acknowledge that, at the time of the study, I must reside in a geographic location that is not
subject to European privacy laws governing data and information sharing, [ am at least 18 years
of age, and I can understand and respond to the interview questions in English.

Please enter your digital or physical (wet) signature and date in the spaces below as an
acknowledgement of your full consent to interview.

Final Step: Uploading the Informed Consent Form

As the final step, you will be asked to upload a copy of your signed Informed Consent Form
using the designated Google Form link provided below. The form will prompt you to attach your
document before submitting. Once submitted, your Informed Consent Form will be securely
stored in a cloud-based Google Drive folder, accessible only to authorized members of the
research team through a secure login.

Participant Signature

Date

Submit a copy of the completed Consent to Participate form using this link
https://forms.gle/SbgWRrpF51DoQYQR9
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APPENDIX E: EMAIL FOR COLLECTING DEMOGRAPHIC AND BACKGROUND DATA

Email for Collecting Demographic and Background Data
Subject: [Action Requested] Project Leadership Study — Demographic/Background Survey
Dear [Participant’s Name],

Thank you for your continued interest and involvement in my research study on technology-
enhanced project leadership training.

To streamline our upcoming Zoom interview, please complete this demographic and background
survey by clicking on this SURVEY LINK.

One of the survey questions will ask your preference regarding a random prize drawing for
participating in the study. Should you choose to participate and the study reaches the limited data
capacity before your chance to interview, your email address will still be entered for eligibility.
Should your email be drawn as the winning email address, you will be contacted accordingly.

Should you have any questions regarding the survey questions, how to complete the survey, or
the study itself, please contact me at kcolli45@charlotte.edu.

Best regards,

Krista Sanchez
Kcolli45@charlotte.edu
Student, Primary Researcher
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APPENDIX F: DEMOGRAPHIC SURVEY

Demographic Survey — Included in Email for Collecting Demographic and Background Data and

directly embedded via Google form into APPENDIX E: Email for Collecting Demographic Data.

Google Form

1. Please provide your full name.

2. Would you like for your name and email address to be entered into a random
drawing for one of four (4) $25 Starbucks digital gift cards to be emailed to you
upon the drawing of your name/email as one of the four winners?

a. UYes
b. O No

3. Please provide your current job title.

4. Please choose from the following options that best describe your current
corporation:

a. Business

b. Industry

c. Manufacturing

d. Other (Note: Would exclude military, government, education, or healthcare
industries)

5. [Optional] If you answered “d. Other” for question number 3, please list the type of
corporation below.

6. Years of Experience in project management.

a. [10-2 years
b. [0 3-5years
c. [0 6-10 years
d. 0O 10+ years

7. Please provide the email address where you would like to receive Zoom interview
details if different from the contact email you used for the pre-qualifying survey on
LinkedIn.

8. Please select your preferred time(s) and date(s) for the Zoom interview from the

options below.
a. [ date. Time
b. [ date, time
c. [ date, time
d. 0O date, time
e. [ Saturday, 9:00 am to 12:00 pm EST
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f. U Sunday, 5:00 pm to 8:00 pm EST
g. Other
9. [Optional] if you answered “g. Other” for question number 12, please list a specific

day/time you would like to schedule your Zoom interview. Please include the time
zone (i.e., EST).
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APPENDIX G: INTERVIEW PROTOCOL
Interview Protocol

Participant Unique Identifier created for this study

Interview Number in Sequence (1,2,3, etc.):

Date Google Consent Form was received

Participant received welcome email on this date

Participant was sent reminders on these dates

[OPTIONAL} Any feedback from participant in email communications before the

interview? Provide a description of each response below if applicable.

Participant was on camera during the interview. Yes or No

8. Participant used real name during the interview that would need to be omitted from
transcript: Yes or No

9. Participant used a real photo in the circle in Zoom window during the interview. Yes or

No. If yes, what if anything was displayed in the participants’ window?

S e

~

10. [OPTIONAL] Other Topics Discussed that were not part of the Interview Guide.

11. Explain how you handled item number 10 if applicable .

12. [OPTIONAL] Other than closing the interview, were any post-interview comments or
questions asked by the participant? If so, explain.

13. Explain how you handled item number 12 if applicable.
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A QUALITATIVE CASE STUDY ON THE EFFECTIVENESS OF BLENDED PROJECT
LEADERSHIP TRAINING IN TRANSFERRING E-LEADERSHIP COMPETENCIES IN
CORPORATE SETTINGS

DO NOT READ THE FOLLOWING. REFERENCE ONLY.

1. How do corporate project managers perceive their experiences with blended training
methods and technologies in the acquisition of project E-leadership competencies?

2. What challenges and limitations do corporate project managers face when engaging in
blended leadership training?

3. How do corporate project managers perceive the impact of blended training on their
ability to apply project E-leadership competencies in virtual, physical, and hybrid
environments?

Hello [ interviewee name].

I want to thank you for being willing to interview with me today. Before we begin, I have some
standard protocols to review as part of my procedural obligations to conduct this interview.

Please stop me at any time if you have any questions or comments.
Read Verbatim >
Introductory Protocol

I will use Zoom to record our meeting and Zoom transcript to make a written transcript of our
conversation. I will also use the same Zoom recording saved as an mp4 file to upload to a
Microsoft Word document to create a secondary transcript for quality assurance.

I would now like to ask for your permission to begin recording.

NOTE: If participant refuses to be recorded, politely explain the reason behind the request for
recording or politely exit the interview.

Thank you for providing your signature on the Informed Consent Form that you received in your
email. For your information, I am the primary investigator in this study. Both myself as the
primary investigator and my Faculty Advisor, Dr. Ayesha Sadaf, will have access to all study
data. I will store this recording of your interview only until I create the needed transcripts for
analysis. 1 will destroy the video recording immediately after the transcripts are created and
keep the audio file until my research study is fully completed until which time I will delete the
audio recording from any file. In addition, the digital form that you provided with your signature
was devised to meet the University of North Carolina at Charlotte’s human subject requirements.
This document states that: (1) all information will be held confidential, (2) your participation is
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voluntary and you may stop at any time if you feel uncomfortable, and (3) we do not intend to
inflict any harm in this study. Thank you for agreeing to participate.

I have planned this interview to last no longer than one hour from the time I ask the first
question. During this time, I have several questions that we would like to cover. If time begins to
run short, it may be necessary to interrupt you to push ahead and complete this line of
questioning. I will have all questions on a PowerPoint slide presentation that [ am sharing with
you now and as you see on the screen. These slides will display one question at a time and are
the questions that were shared with you before the interview to prepare you for the types of
questions that would be asked.

Unless you have any questions, I think we can begin the actual interview.
[Pause for questions.]
NOTE: Journal any responses, questions, or reactions of the participant on page 1 of this guide.

Say: The title of my study is

A QUALITATIVE CASE STUDY ON THE EFFECTIVENESS OF BLENDED PROJECT
LEADERSHIP TRAINING IN TRANSFERRING E-LEADERSHIP COMPETENCIES IN
CORPORATE SETTINGS

My study holds the potential to add to a body of literature on the best methodologies and
technologies to equip project managers to lead high-performing project teams,

Interviewee Questions

SAY: Now, I want to start the interview by asking you about your experiences with blended
project leadership training and value gained from that training for leading project teams.
RQ1

1. Can you describe your experiences with blended project leadership training, including
any self-guided prework that you were asked to complete or the virtual or physical
classroom session that followed?

2. Can you share details about a certain project that you led, including the type of
organization, business, or industry? Who were the stakeholders involved? How did
you apply skills from past blended project leadership training to guide your team?

3. When you look back on your experiences, what leadership skills proved to be most
valuable, and what skills do you wish you had during those past experiences to better
equip you to navigate the challenges you faced?

SAY: This next series of questions asks you to make comparisons to different training models
and technologies and identify any challenges. RQ2
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4. What benefits or challenges have you encountered with blended project leadership
training?

5. How is your experience with blended training compared to experiences that you have
had with in-person training only? In particular, do you feel one training method over
the other has contributed to your ability to gain project leadership skills?

SAY: This last set of questions will ask you to think about the impact that the skills you gained
in blended project leadership training and the impact on the environments in which you lead
teams. RQ3

6. How have you transferred any of the project leadership skills that you have gained to
different teams throughout your career?
a. What factors such as in-person, virtual, or hybrid team dynamics have influenced
the skills you chose to use to manage a particular team?
b. Were there different skills that you felt were more effective for a particular
environment, let’s say skills for virtual teams instead of in-person teams, etc.?
7. How can corporate training programs be improved to better equip project managers
with the leadership skills needed to lead successful project teams regardless of the
environment (virtual, in-person, or hybrid)?

Say: Is there anything else you think that I should have asked or any other information that
you’d like to share?

[Pause]

Thank you again for your time. I will send you a copy of this video transcript. Also, you should
have received a copy of your consent form sent from Google Forms. Let me know if you did not
receive a copy and if you would like a second copy to be emailed to you.

Extra Prompts:
e Tell me more about that.

e What do you mean by ?
e Can you explain that further?
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APPENDIX H: POST-INTERVIEW EMAIL

Post-Interview Email to Participants

Subject: Thank you for Participating in Research on Blended Project Leadership Education and
Training

Dear [Participant’s Name],

I am emailing to thank you for participating in my research study on Blended Project Leadership
Education and Training.

Here’s what to expect from me next:

e Included in this email is your transcript. The transcript has been “scrubbed” meaning that
any unnecessary formatting and any identifying information has been removed.

e The transcript is in digital format inside of the attached Google folder. Open the folder.
Then open the document inside of the folder. Click on the Comment option inside of the
document to leave any relevant feedback, clarifications, requests to remove data from the
transcript, etc.

¢ You will have five business days from the sent date of this email to return a response to
me regarding any part of the transcript that needs to be clarified, amended or struck from
consideration as part of the interview data. Any data collected will not be used for any
other purpose beyond this study. If you need more time, please contact me for an
extension of up to three business days to review your transcript.

e If'you choose not to participate, you may inform me, Krista Sanchez, the researcher with
no adverse consequences.

e Ifyou indicated that you’d like to be entered in the random prize drawing, I will enter all
participants emails into a random drawing in which four participants will be selected to
receive a $25 Starbucks® gift card. I will notify you by email if your name is drawn and
that [ am sending you a digital gift card to your email address.

e Ifyou have any questions about the study after your interview, you can contact the study
researcher at kcolli45@charlotte.edu. Or you can contact the study Chair at
asadaf(@charlotte.edu.

Thank you for your time and contributions to the area of blended project leadership training and
the pedagogy, the research community, and future innovations in project leadership soft skills
training and education.

Best regards,

Krista Sanchez
Kcolli45@charlotte.edu
Student, Primary Researcher
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