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Abstract 

 
Aims: The primary aim of this study was to examine the effect of virtual leadership 

practices (communication, trust, and coordination) on work engagement (Vigor, 

Dedication, and Absorption) during the Covid-19.  

Study design: The research was applied to faculty members and the assisting body in 

Egypt, and the researchers used Google Drive forms in preparing the survey, then we 

available survey links on the Internet via (Facebook, Gmail, Yahoo ... etc.) for 21 days. 

The convenience sample and snowball sample were relied upon, and the number of 

investigations valid for analysis was 224.  

Results: The results found that some practices of virtual leadership had a significant 

effect on the dimensions of work engagement.  

Conclusion: The results of this article can contribute to a virtual leadership perspective 

by relying upon it in the future, especially with the changes that occur in organizational 

life, including the spread of viruses such as Covid 19, which helps organizations 

succeed in achieving their goals. 
 

 

Introduction 

The COVID-19 crisis in 2020 has prompted 

many organizations around the world to 

require their employees to work from home, 

which has led to the shift from physical 

leadership to virtual leadership, and the 

emergence of virtual work teams (Mysirlaki 

and Paraskeva, 2020).  

Several studies also indicated that 42% of 

American companies pursue remote work as 

an alternative form of full-time. A survey 

conducted on a large sample of them, and the 

results indicated that 87% of them had higher 

productivity in virtual environment than the 

traditional environment.  

Articles indicate that two-thirds of 

universities in United States of America offer 

distance education programs. So, one can 

speculate that these trends will increase in the 

future (Wakefield et al, 2008). 

Virtual work environment is the environment 

in which employees work remotely from 

their colleagues and managers (Ejiwale, 

2008).The main reason behind the 

development of virtual work environments is 

to solve the problems of the temporal and 

geographical dimension, and some other 

advantages such as reducing costs, removing 

physical limits, forming new partnerships 

without looking at the location, improving 

efficiency when implementing projects 

through virtual work teams, and this type of 

difference needs a new type Leadership is 

called “virtual leadership” to improve team 

performance and enhance its effectiveness, 

by satisfying the social and material needs of 

team members (Abbasnejad & Moud, 2012). 
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According to (Muganda & Pillay, 2013), 

driving in a virtual environment did not start 

until recently and this problem needs 

attention as little research has been done on 

this topic, especially if it is considered that 

developing countries in Africa are usually 

late in adopting them. On the other hand, the 

concept of work engagement emerged when 

organizations found their efforts no longer 

valid, and organizations sought to retain 

skilled workers to achieve their goals by 

creating opportunities for engagement 

(Breevaart et al., 2014). 

The researchers point out that work 

engagement has a positive impact on the 

organization as it has become a major factor 

in its success. Also, work engagement leads 

to satisfaction with the performance of the 

employee he does. Also, the work 

engagement increases the talent and 

individual performance of the employee, 

which in turn has a positive impact on the 

performance of the organization as a whole 

(Suharti & Suliyanto, 2012). (Beatty, 2011) 

also indicated that the more engaged 

employee is the more productive, and his 

behaviors are characterized by ethics, 

bearing responsibility, commitment to 

quality, growth, and staying in the 

organization. 

Theoretical background and hypothesis 

development 

A- Virtual leadership practices 

Researchers have varied opinions about the 

concept of virtual leadership, some 

researchers consider it electronic leadership 

intended to guide and give instructions 

through the Internet (Holtmann, 2011). 

Learned, (2011) believes that virtual 

leadership is the process of social influence 

using advanced information technology to 

effect change in the attitudes, feelings, 

ideas, behaviors, and performance of 

individuals and groups. 

Caulat, (2010) defines hypothetical 

leadership as the phenomenon of intentional 

influence by one person from the members 

of the organization in the organizational 

environment where the interaction occurs 

mostly through computers and phone calls. 

Also (Hambley, 2007) defines it as the 

process of social influence that takes place 

through advanced information technology 

to bring about changes in attitudes, feelings, 

thinking, behavior, and performance, 

whether at the level of the individual, 

groups, or the organization as a whole. 

Fjermestad, (2009) stated that virtual 

leadership is the social-influence process 

through communication and information 

technology to bring about change in the 

attitudes, feelings, thinking, behavior, and 

performance of individuals, groups and 

organizations. While (Holland et al., 2009) 

believes that virtual leadership is related to 

the implementation and performance of 

remote work at the organizational level and 

can be described as a process of social 

influence through the use of advanced 

information technologies to bring about 

changes in attitude, feelings, thinking and 

behaviors, and the performance of 

individuals, groups and the organization. 

While (Flavian et al., 2019) believe that a 

hypothetical leader is someone who must 

use information technology tools such as 

computer programs and Internet 

communication tools, to manage a team of 

people spread geographically, to achieve a 

specific goal. 

From the studies reviewed by the 

researcher, it was found that many studies 

such as (Hirschy,2011 - Tan et al., 2019 - 

Flavian et al., 2019) dealt with three 

practices for virtual leadership: 

(Communication, trust, coordination), and 

this is what prompted the researcher to 

address them as follows: 

1- Communication 

Communication is an essential component 

of disseminating knowledge, innovation 

and productivity in organizations (Hoch & 

Kozlowski., 2014). Communication is 

defined as the transmission and exchange of 

information and data through the use of 

common symbols (verbal or non-verbal) 

between two or more members of the team 

in an appropriate manner.  

Communication also plays a role in 

clarifying ambiguous problems and 

ultimately increasing efficiency and 

effectiveness among team members. The 

emergence of technology along with the 

emergence of virtual teamwork, bilateral 
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partnership and global cooperation has 

created additional challenges for the 

organization in pursuing effective 

communication (Schulze et al., 2017). 

There is ample evidence focusing on 

communication challenges that virtual 

teams face, including time delays in sending 

comments, lack of a common frame of 

reference for all members, differences in 

highlighting and interpretation of a written 

text, ensuring participation from remote 

team members, and communication in 

virtual team lacking language The body, on 

the other hand, the leader in virtual work 

environment focuses on avoiding those 

obstacles and working to increase the 

effectiveness of communications, as 

effective communication in virtual teams is 

a strong key to improving the overall 

performance and raising the level of 

achievement (Tan et al., 2019).  

The more ineffective communication, the 

less able to build and maintain personal 

trust in virtual environments. In this sense, 

information richness theory assumes that 

communication varies in richness 

depending on the medium used to transmit 

it. Communication levels can be arranged in 

terms of richness of content as follows 

(face-to-face contact, telephone, and 

personal documents such as e-mail and 

electronic documents). The information 

richness theory proposes that different 

communication styles have the different 

linguistic capacities to convey social signals 

and the ability to have an immediate 

response to the message (Flavian et al., 

2019). 

2- Trust 

Trust is defined as the desire of virtual team 

members to believe in one another based on 

the expectation that each team member will 

take actions beneficial to the team’s overall 

success (Gilson et al., 2015). Then, trust is 

a major factor in socio-economic relations, 

and it plays a major role in online decision-

making, as well as maintaining 

relationships within virtual work team and 

thus it is one of the determinants of 

performance within an organization 

(Flavian et al., 2019). It is one of the most 

influencing factors that allow an effective 

exchange of information and knowledge 

among team members to develop it 

(Guinalíu & Jordán, 2016). 

Building trust in virtual environment is a 

problem because team members usually 

have no common past, no future to refer to 

as a basis for building trust, and have never 

met face to face in the past. However, 

because virtual team members are 

geographically dispersed to work on 

interconnected tasks, trust is crucial to 

achieving a common goals and team 

cohesion together. This is because virtual 

team members have to rely on others' 

experience (knowledge sharing) and 

accountability (keeping promises) to 

complete tasks (Tan et al., 2019). 

Understanding how trust affects virtual 

team is essential to help management 

monitor appropriate activities that affect 

components of trust throughout virtual team 

life cycle. Consequently, the organization, 

the leader, and each team member must 

develop transparency to build and maintain 

trust within teams (Ford et al., 2017). 

Confidence in virtual teams depends on 

actions and not on good intentions that are 

difficult to evaluate in virtual environments, 

so expectations of actions and actions must 

be according to clear criteria, and moreover, 

the leaders of virtual team must be sensitive 

to any warnings that suggest a rapid 

intervention to overcome any Divisions can 

harm the team, through the use of 

communications and technology that focus 

on how information is communicated, re-

adjusting communication standards as the 

team evolve, and progress is demonstrated 

through the team’s use of virtual workplace 

(Chatterjee et al. 2017). 

3- Coordination 

Coordination is defined as the set of efforts 

exerted by team members to manage the 

organization's resources and the extent of 

consistency and coherence of the work 

activities of team members (Tan et al., 

2019). In a well-coordinated organization, 

work activities are integrated and directed 

towards a common goal without duplication 

or fragmentation of effort, as well as the use 

of strategies and behavior patterns that aim 

to integrate and harmonize procedures, 
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knowledge and goals for team members to 

achieve common tasks (Hoch & Kozlowski, 

2014). 

Virtual teams face challenges as they try to 

coordinate work across time zones, cultural 

divides, and mental models. The volume of 

technological knowledge flows between 

company headquarters and subsidiary 

operations, and coordination of knowledge 

through the use of multi-functional teams 

distributed geographically, and many large 

companies have realized that they are an 

enabler of the competitive advantages of 

companies (Malhotra et al., 2007). Factors 

affecting the effectiveness of virtual teams, 

and found that coordination positively 

correlates with performance. Virtual team 

members must have the appropriate 

coordination to achieve performance (Paoli 

et al, 2014). 

And the leaders work to coordinate 

efforts between members of virtual team, 

places and various work units, and monitor 

their situations. By doing so, you can 

identify errors or problems early, and the 

chances of quick or immediate solutions are 

more likely (Guinalíu & Jordán, 2016). 

B- Work engagement 

Schaufeli et al., (2008) defined work 

engagement as positivity and loyalty, the 

connection of work with the mind and 

characterized by the following: (1) vitality 

(i.e. high levels of energy and mental 

flexibility at work, a willingness to invest 

effort in one's work, and also perseverance 

in the face of difficulties) , (2)dedication 

(meaning a sense of importance, vigor, 

inspiration, pride, and 

challenge),(3)absorption (meaning that 

employees remain focused and engaged in 

work, so that work time passes quickly). 

Also, the concept of work engagement 

suggests that it includes everything about 

how to benefit from the employees 

themselves in the performance of their jobs, 

including the use of behaviors and emotions 

in addition to awareness (Sadri & Singh, 

2014). 

Work engagement is an advanced stage 

of commitment or excess (Robinson & 

Hayday, 2004). It’s related to the 

individual's condition at work and his 

ability to do it with vigor, dedication and 

comprehension (Hakanen et al., 2006). 

Beatty, (2011) also indicated that work 

engagement is the quality that employees 

display in their work to reflect their 

adherence to the performance of their work 

roles physically, emotionally and 

cognitively. 

Among the studies reviewed by the 

researcher, it was found that many studies 

such as (Pallavi& Patrick, 2015; Breevaart 

et al., 2014; Lu et al., 2014; Xanthopoulou& 

Bakker, 2012; Alvi&Abbasi, 2012;  Beatty, 

2011) dealt with work engagement through 

three dimensions:  (Vigor, Dedication, and 

Absorption), and this is what prompted the 

researcher to address it as follows:  

1- Vigor 

Beatty, (2011) has indicated that vigor 

reflects an individual's willingness to 

devote effort in their work, demonstrate 

high levels of energy while at work, and a 

tendency to remain bent on difficulties or 

failure. 

While (Alvi & Abbasi, 2012) indicated 

that vigor is the high levels of energy and 

morale, which works to the employee's 

keenness to exert effort to perform tasks, 

and perform roles efficiently in difficult 

circumstances. 

Vigor also indicates high levels of 

energy, flexibility and a willingness to 

invest effort in one job, the ability not to be 

stressful and for the employee to be 

persistent in the face of difficulties 

(Xanthopoulou & Bakker, 2012). 

In that context, (Breevaart et al., 2014) 

indicated that vigor is the individual's 

exertion of high levels of energy and mental 

flexibility at work. 

Also, (Lu et al., 2014) indicated that 

vigor refers to higher levels of energy, 

stamina and perseverance at work. 

Under certain circumstances, the vigor 

may decrease and therefore the important 

details must be scrutinized to obtain the 

elements of success such as the integration 

of employees into their work, job resources 

such as social support from colleagues, 

performance, reactions, diversity of skills, 

autonomy and learning opportunities. These 

factors are positively related to work 
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engagement (Pallavi & Patrick, 2015). 

2- Dedication 

Dedication refers to a strong identity in 

one's business and includes feelings of 

inspiration, pride and challenge. Dedication 

goes beyond the typical level of an 

individual's identity as it includes both the 

emotional dimension and the cognitive or 

ideological state (Beatty, 2011). 

Dedication refers to the set of good 

habits surrounding passion, joy, and work-

related motivation (Alvi & Abbasi, 2012). 

Dedication expresses high participation 

in one's work and a sense of importance, 

inspiration, pride and challenge (Lu et al., 

2014). 

Breevaart et al., (2014) noted that 

dedication at work expresses that an 

individual is motivated to work and is 

inspired by work tasks. 

3- Absorption 

Absorption is characterized by the 

individual's preoccupation with work and 

doing happily, and it is characterized by 

increased experiences directed towards a 

specific situation, person, or behavior 

(Beatty, 2011). 

Absorption also indicates the complete 

focus and a strong immersion in business 

(Alvi & Abbasi, 2012). 

Whereas (Xanthopoulou & Bakker, 

2012) pointed out that absorption expresses 

the enjoyable state of total immersion in an 

individual's work, which is characterized by 

the rapid passage of time without the 

employee being away from work. 

Absorption refers to a person's total 

focus, indulgence and happiness (Lu et al., 

2014). 

Absorption refers to being fully 

focused at work and feeling happy when 

spending time at work (Breevaart et al., 

2014). 

The researcher conducted a pilot study 

on a convenience sample of 30 individual 

faculty members and the assisting body, 

aimed to examining the effect of virtual 

leadership practices on work engagement. 

The study revealed ambiguity as to the 

applicability of virtual leadership practices 

, and the role of virtual leadership in 

influencing work engagement was not 

clear. In light of the results of the 

exploratory study, the researcher can 

formulate the research problem in the 

ambiguity as to the applicability of virtual 

leadership practices, also it isn't clear the 

role of virtual leadership on work 

engagement.  

This study, therefore, sought to 

examine the effect of virtual leadership 

practices on work engagement by applying 

to faculty members and the assisting body 

in Egypt. The following specific objectives 

were established:  

1- Determine the nature of the relationship 

between virtual leadership practices and 

work engagement. 

2- Study the nature of the impact of virtual 

leadership practices on vigor. 

3- Measuring the impact of virtual 

leadership practices on dedications. 

4- Measuring the impact of virtual 

leadership practices on communication. 

Hypothesis development  

The following sections provide 

reasoning for setting forth hypothesis 

development. Numerous studies are linking 

virtual leadership practices with the 

variables' work engagement.  

The effect of virtual leadership practices 

on work engagement 

The study (Mitchell, 2015) focused on 

examination if a significant correlation 

exists between employee engagement (the 

dependent variable) and the quantity and 

perceived quality of virtual management 

communication (the independent 

variables). The results of the regression 

analysis were statistically significant 

between virtual management 

communication and employee engagement. 

The study (Barhite, 2017) found that 

perceived organizational communication 

satisfaction has the most significant 

relationship with employee engagement, 

followed by the quality of leader-member 

exchange relationship. However, the 

frequency of lean, moderate, and rich 

communication channels did not have a 

significant impact on employee 

engagement. This includes information 

communication technologies categorized 

within these three channels. The frequent 
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use of virtual technologies also did not have 

a significant relationship with employee 

engagement. However, the regression data 

revealed that rich face-to-face 

communication channels do affect 

organizational communication satisfaction. 

Finally, one of the most surprising results of 

the study was that being collocated with 

one’s manager did not affect employee 

engagement or organizational 

communication satisfaction. Therefore, as 

employees continue to be spatially 

distributed, this will not affect employee 

engagement compared to perceived 

organizational communication satisfaction 

and leader-member exchange. 

The study (Zanin, 2018) was conducted 

to better understand the factors of team 

effectiveness, especially the relationship 

between two team leadership functions 

(promotion of team self-management and 

promotion of a good social climate) and two 

components of team effectiveness: 

satisfaction and viability of team members. 

Back-up behaviors were found to be a 

mediator of the relationship between team 

self-management and satisfaction, and 

teamwork engagement does moderate the 

relationship between social climate and 

viability. 

Also, a study (Lee, 2018) indicated that 

remote workers experience strengthened 

and sustained levels of workplace 

engagement more when working 

environments where they have a personal 

connection to the organization’s mission 

and vision and where they feel the work 

culture is familial. 

In the study (Benjamin, 2020), revealed 

that interpersonal relationships with 

coworkers, clearly stated team goals, and 

autonomy is three factors that increase 

employee engagement and commitment in 

virtual environments. Study findings 

suggest that effective management 

strategies can be implemented into 

organizations to reduce attrition rates and 

retain passionate employees. 

Based on the above, the research 

hypotheses can be formulated as follows: 

1- There is a significant effect of virtual 

leadership practices on work engagement. 

2- There is a significant effect of virtual 

leadership practices on vigor. 

3- There is a significant effect of virtual 

leadership practices on dedication. 

4- There is a significant effect of virtual 

leadership practices on absorption. 

Methodology  

a- Population and sample 

The research was applied to faculty 

members and the assisting body in Egypt. 

The convenience sample and snowball 

sample were relied upon, and the number of 

investigations valid for analysis was 224 in 

April of 2020 during the Covid-19 so, the 

researchers’ available survey links on the 

Internet. 

b- Data Collection Procedure 

researchers used Google Drive forms in 

preparing the survey, then we available 

survey links on the Internet via (Facebook, 

Gmail, Yahoo ... etc.) for 21 days. 

In the study, we used a survey research 

method to investigate the effect of virtual 

leadership practices on work engagement. 

The statements assessed by using a Likert 

scale of five points scale ranging from 5" 

completely agree" to 1" completely 

disagree". Confidentiality and the rights of 

withdrawal were observed. 

c- Measurement 

1- The independent variable: Virtual 

leadership practices 

It was measured using a scale (Flavian et al., 

2019), and it consists of three practices : 

communication, trust, coordination. 

2- The dependent variable: Work 

engagement 

It was measured using a scale (Beatty , 2011 

;Trevino , 2009). It has three dimensions: 

vigor, dedication and absorption. 

d- Validity and Reliability  

The researcher used Cronbach's Alpha to 

test the reliability of measures of all 

variables (virtual leadership practices, work 

engagement and it's dimensions). 
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The analysis in table 1 suggests that the 

Cronbach’s alpha values for all the study 

variables (dependent and independent) 

exceeded 0.7 thresholds. This indicates that 

the instruments employed were reliable 

enough to conduct the study and to make a 

conclusion. 

Results and discussion 

The research used mean and standard 

deviation to summarize data collected. 

Simple regression, and multiple correlation 

coefficient were also adopted to assess the 

effects between the variables. 

a- Descriptive analysis of virtual 

leadership practices, work 

engagement. 

Table 2 shows means and standard 

deviations of virtual leadership practices, 

work engagement and it's dimensions, as 

follows: 

 
It is clear from Table 2 that mean of 

virtual leadership practices reached 3.502, 

which means that the concept of virtual 

leadership practices is available among 

faculty members and the assisting body in 

Egypt with a medium degree. It is also clear 

from the table that means of dimensions' 

virtual leadership practices fall between 

(3.198) to (3.717). The trust got the highest 

average and it was 3,717, while 

coordination got the lowest value, reaching 

3,198, while communication got 3,443, this 

reflects the availability of virtual leadership 

practices among faculty members and the 

assisting body in Egypt with a degree 

greater than mean.  

It is also evident from the table that 

mean of work engagement as a whole 

reached 3.226, which means the availability 

of the concept of responses among faculty 

members and the assisting body in Egypt 

with a medium degree, and it was also clear 

from the table that dimensions of the work 

engagement recorded high means, so the 

vigor got the highest mean and it was 3.284, 

while the dedication reached 3.214, 

absorption got 3.179. From the above, the 

convergence of the concepts means that 

refers to the responses of the vocabulary of 

the research. 

b- Hypotheses Testing 

This part discusses the results of the 

statistical analysis related to determining 

the type of relationship between virtual 

leadership practices and work 

engagement, as follows: 

 
Table 3 data indicate that the regression 

model was significant, as the value of F 

(875.031) was significant at the level of 1% 

of significance. The value of R2 was 

(0.361), which means that virtual leadership 

practices explain 36.1% of the changes that 

occur in work engagement, and the 

remaining 63.9% is due to the influence of 

other factors that did not appear in the 

model. 

The effects of virtual leadership 

practices on vigor. 
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Table 4 data indicate that the calculated 

F value of the model reached (414.719), and 

the significant value reached (0.000), which 

means high morale of the model, and it clear 

that there are significant effect of virtual 

leadership practices on vigor. Also, the 

value of R2 for the model reached (0.489), 

which indicates that virtual leadership 

practices explain (48.9%) of the change that 

occurs in the dependent variable vigor. The 

model also excludes coordination from 

virtual leadership practices from 

influencing vigor because it does not have a 

moral effect. 

 
It became clear that the calculated F 

value of the model reached (521.016), and 

the significant value reached (0.000), which 

means high morale of the model, and from 

the model, it becomes clear that there is a 

significant effect of virtual leadership 

practices on dedication. It also became clear 

that the value of R2 for the model reached 

(0.454), which indicates that virtual 

leadership practices explain (45.4%) of the 

change that occurs in the dependent variable 

dedication. The model excludes two 

practices of virtual leadership practices, 

namely coordination, and communication 

from influencing dedication because they 

are not significantly influencing. 

The effects of virtual leadership 

practices dimensions on absorption. 

 
It became clear that the value of F 

calculated for the model reached (319.487), 

and the significant value reached (0.000), 

which means high morale of the model, and 

from the model it becomes clear that there 

is a significant effect of virtual leadership 

practices on absorption. It also became clear 

that the R2 value of the model reached 

(0.357), indicating that virtual leadership 

practices explain (35.7%) of the change that 

occurs in the dependent variable absorption. 

The model excluded two practices of virtual 

leadership practice coordination and 

communication from influencing 

absorption because they were not 

significantly influencing. 

Conclusions 

The purpose of this research find out 

the effect of virtual leadership practices on 

work engagement. Accordingly, the results 

demonstrated that there is a positive 

relationship between virtual leadership 

practices and work engagement. That is, the 

more effective virtual leadership practices, 

the more effective work engagement, and 

therefore the hypothesis can be accepted. 

This result is in agreement with the 

study (Mitchell, 2015) which focused on 

examination if a significant correlation 

exists between the quantity and perceived 

quality of virtual management 

communication and employee engagement. 

The results indicating that the quantity of 

time a manager spent communicating with 

virtual employees and virtual employees’ 

perceived quality of communication 

positively affected employee engagement. 

Also, findings indicated that managers who 

communicate more frequently and have a 

higher perceived quality of communication 
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are more likely to have engaged employees. 

The results of this study differed with 

the results of a study (Barhite, 2017) which 

found that communication channels did not 

have a significant impact on employee 

engagement. Also, this study differed from 

the results of a study (Benjamin, 2020) 

which found that coordination has a 

significant impact on employee 

engagement. 

This study recommends that, Attention 

to providing the technological 

infrastructure to facilitate the 

communication process. And increase the 

effectiveness of personal relationships with 

different workgroups to increase 

coordination and cooperation between 

them. 

Also, Measuring the level of work 

engagement of faculty members and the 

assisting body, by preparing a work team to 

measure this to maintain a good level of 

engagement and submit the report to the 

university administration to take the 

necessary decisions. 

University administration must create a 

safe and friendly environment that 

encourages sharing and exchange of 

information and cultural backgrounds 

among team members. Seminars will be 

held to discuss the feedback. 

The meeting leader must be respecting 

the time differences when holding virtual 

meetings, and ensuring that everyone 

participates in work and responsibility, by 

establishing regular schedules for 

communication with colleagues. 
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