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ABSTRACT

Digitalization creates numerous opportunities for businesses and organizations, but also implies
key challenges in relation to building structures and developing new competencies to manage |
digital transformation and operate effectively in the digital era. However, research on tﬁe
intersection of digitalizatién and organizational structure is still scarce, and there have been
scant attempts to address the skills and competencies of leaders and employees in the context
of digitalization. This study aims to understand how digitalization is related to organizational
structure, leader and employees skills/competencies, and maintaining borders between work
and private life. To achieve this, we conducted a pilot study in Mere and Romsdal region of
Norway in 2018. The study included two cross-sectional surveys (adminsiterd at two different
times) using a sample of young employees, and managers/organizational leaders and focus
group interviews with young employees. The results of two survey studies using a frequency
and descriptive analysis show that the respondents perceive organizational structure dimensions
of interdependence, integration and skill variety as more compatible while formalization and
centralization as less compatible with digitalization. Leader communication, learning and
development, practical change and applied change skills were considered as important to
effectively lead in the digital era. Employee competencies in the category of applied knowledge,
personal, people, and workplace also emerged as important to thrive in the digital age. The
results of path analysis in SmartPLS reveal that digitalization related technological
transformation has a significant positive relationship with structural characteristics of
interdependence and integration and a signifant negative relationship with specialization (low
skills variety) for both samples, and a significant negative relationship with formalization in the
managers’ sample only. The analysis further shows a significant relationship of digitalization
with leader skills of applied change for young employees and learning and practical change
skills for the managers” sample respectively. We also found significant indirect relationships
between digitalization and certain leader skills through organizational structure, and certain
employee competencies through structure and leader skills. Achieving work-life balance was
found to be more a matter of personal management, though the respondents in the managers’
sample perceived that digitalization would affect boundaries between work and private life. The

» qualifative findings generally seem to support the results from the survey studies.
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INTRODUCTION

Digital transformation triggers multifaceted changes in various organizational aspects, while
creating both opportunities and challenges. These changes can bring new possibilities for
conducting organizational activities more effectively or affordably, but they can also pose
challenges to a company’s current operations. According to Parviainen et al. (2017), “digital
transformation is changes in ways of working, roles, and business offering caused by adoption
of digital technologies in an organization, or in the operation environment of the organization”.
This is different from digitization and digitalization processes. A digital transformation implies
a larger change than for example, converting an analogue transcript to a digital representation
(cf. digitization) as well as the process of technologically induced change that, for example, a
software program can provide (cf. digitalization) (Khan, 2016; Parviainen et al., 2017). This
suggests that digital transformation can affect a company’s entire operating environment and/or
internal functioning. As such, technological transformations can result in disruptive processes,
which in turn may change the pace or direction of a company’s business (Parviainen et al.,

2017).

Digital transformation is shaping the modern organization in many different and far-reaching
ways. Almost every aspect of modern organization including but not limited to organizational
form/design, organizational culture, strategy and business models, knowledge transfer and
resource sharing, and employee boundaries between work and private life is being impacted by
digitalization. Thus, it will be apt to say that we are at the beginning of an exciting
transformation of work, work practices, and workplaces, and these developments warrant us
reconsidering our existing understanding and exploring new research questions. New insights
may inform debates about organizational design (e.g., Snow et al., 2017), the changing role of
leaders (Whittington et al., 2017) and leadership in the digital era (e.g., Khan, 2016),
competence requirements of a digital workforce (Gekara and Neguyen, 2018), as well as how
to leverage technology while countering its potential downsides (e.g. Colbert, Yee and George,
2016). For example, digitalization may influence the tension between top-down versus bottom-
up planning and centralized versus decentralized decision-making, as big data and new
analytical tools make novel ways of decision making/strategizing possible. Likewise, research
is required to examine how best to use technology in the service of organizational goals while
countering the downsides of constant connectivity or the burgeoning use of technology for
employee well- being. Moreover, it will be insightful to revisit the existing models of skills and
competencies to explore if they capture the aspects of capabilities important for leaders and

employees to thrive in the digital era.



The purpose of this study is to develop an understanding of how digital transformation affects
organizational structure, leadership skills, employee competencies and work-life balance. As
indicated earlier, by digital transformation we refer to the larger change/transformational
process than mere conversion of information from the analogue to the digital form, and in the
rest of this paper we use terms such as digitalization, digital work environment, digital age/era

etc. to refer to the digital transformation. We addressed the following research questions:

e How will digitalization affect organizational structure?

e What effects will digitalization have on leadership skills and employee competencies?

e Does digitalization affect work-life balance; how balance between work and private life
can be achieved?

e What is the role of organizational structure in shaping skills and competencies of leaders
and employees in a digital work environment?

e What leadership skills are associated with employee competencies in a digital work
environment?

e What leadership skills/employee competencies are important for achieving work-life

balance in a digital work environment?

Our study may contribute to developing an understanding of how organizations might be
restructured/redesigned to take advantage of the digital transformation and how such a
transformation shapes leader and employee competencies in a way that might lead to
effectiveness in the digital era. As this study is based on two different samples (managers, and
millennial employees), insights from the study will be of particular interest for scholars and
practitioners in getting preliminary knowledge of how millennials /digital natives differ from
experienced members in their expectations of work and work/organizational practices, and how
these differences might influence the future workplace. Our findings may also be useful for
organizational change and development initiatives aimed at redesigning organizations and
developing the competencies of leaders and employees in embracing digital transformation in

the Norwegian context.
THEORETICAL BACKGROUND

Digitalization and organizational structure

The introduction of new technology often presents complex opportunities and challenges for
organizations, leading to changes in managerial practices and the emergence of new
organizational forms. Technological changes can be incremental or disruptive. A technological

environment with incremental changes is stable and predictable and organizations operating in



such environments often respond to the incremental changes through improvements within the
existing hierarchical forms of organizing (Altman et al. 2015). Disruptive changes on the other
hand represent an unstable, unpredictable and a volatile environment, and organizations
operating in these types of environments achieve coordination and control through lateral
mechanisms (e.g. collaboration) and are less reliant on hierarchy (Snow et al., 2017). Contrary
to incremental changes, digital transformation exposes organizations to continuous adaptation
and improvement to meet the changing demands of the business environment (Parviainen et al.,
2017). Digital technologies often disrupt established ways of organizing and require adaptation
through collaboration as well as self-organization (Ostrom, 2010). Human agents in traditional
organizations control technological artefacts, while employees in digital organizations
collaborate with technology in use rather than merely controlling it, so organizational designs

have to encompass both human and digital agents (Snow et al., 2017).

While research efforts in organization theory have greatly improved our understanding of the
organizational structure, the emergence of the ‘digital age’ presents some fundamental
challenges to our understanding of the way we think about organizing. Khan (2016) identified
six characteristics of digitalization (interconnectedness, diminishing time lag and abundance of
information, increased transparency and complexity, hierarchy removal and dissolvement of
personal barriers, decision enabler and integrity enhancing, and the humanising effect), which
may have distinctive effects on leading and organizing in the digital era. Although
environmental stability/dynamism and organizational structure has been the topic of early
contingency theories, there have been scant attempts to propose an organizational architecture
as an adaptive response to digitalization. Nonetheless, the contingency theories somehow
underpin our understanding of the relationship between the nature of the technological
environment and organizational structure in the digital age, though these theories were

developed keeping in view a different era/conditions in mind.

Contingency theory argues that the most ‘appropriate structure’ for an organization is the one
that best fits a given operating contingency, such as scale of operation (Blau, 1970), technology
(Perrow, 1970; Woodward, 1965) or environment (Burns and Stalker, 1961; Lawrence and
Lorsch, 1967). Burns and Stalker’s (1961) polar typologies of ‘mechanistic’ and ‘organic’
organizations demonstrate how the differences in technological and market environment, in
terms of their rate of change and complexity, affect organizational structures and innovation
management. A key part of Burns and Stalker’s (1961) theory is that the choice of structure is
contingent on the external environment, with organic structures being more appropriate for

volatile environments, and mechanistic structures being more appropriate for stable



environments. Later research has supported this notion. That is, when faced with environmental
uncertainty and/or environmental complexity, organizations tend to move towards organic
structures (Head, 2005) and that, under dynamic conditions, organizations employing organic

structures tend to be more productive (Wilden et al., 2013).

Another important contribution is that of Lawrence and Lorsch (1967) who recognized that
mechanistic and organic structures can co-exist in different parts of the same organization
owing to the different demands of the functional sub-environments. Their suggestion that
mechanistic and organic structures can coexist is reflected in the contemporary debate about
the importance of developing hybrid modes of organizations — ‘ambidextrous organizations’—
that are capable of coping with both incremental and disruptive technological changes (Souitaris

et al., 2012; Tushman et al., 2010).

Mintzberg’s (1979) five archetypes about the basic structural configurations of organizations
operating in different environments also provide another important framework to understand
the effects of digital transformation on organizational structure. According to Minzberg’s
‘configurational hypothesis’, organizations/firms are likely to be dominated by one of the five
pure archetypes, each with different innovative potential: simple structure, machine
bureaucracy, professional bureaucracy, divisionalised form and adhocracy. The simple
structure and the adhocracy are classified as organic organizations, which are characterized by
a highly flexible project-based organization relying on the mutual adjustment of problem-
solving teams. It is capable of radical innovation in a volatile environment. The other three
remaining archetypes are argued to be more inhibited in their innovative capabilities and less

able to cope with novelty and change.

The above widely supports the notion that when technological environments become more
complex and uncertain, organizations move away from bureaucratic and hierarchical to organic
forms of organizing by adopting more adaptive and flexible structures. It has been argued that
digital technologies signify disruptive changes in the organizational environment, which
challenge established ways of organizing and require adaptation through collaboration as well
as self-organization (Snow et al., 2017). This suggests that organizations will work effectively
in the digital age when structured organically (Bounfour, 2016). Since organizing digitally
means more collaboration and communication between different entities, flexible and organic
structures will offer greater communication flow between employees and subsequent
knowledge sharing. Earlier research suggests that organizations with organic structures will

facilitate greater communication flow between employees and subsequent knowledge sharing
(Kessler et al., 2017). Our expectation is consistent with previous assertions that propose an
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actor-oriented structure for organizations that need to continuously learn and adapt (Fjeldstad
et al. 2012). An actor-oriented structure, which advocates collaboration and self-organizing as
mechanisms for coordination and control (Snow et al., 2017), is conceptually closer to a team-

based structure, which is a flexible organic form of organizing.
Dimensions of organizational structure

Traditionally three structural components — formalization, centralization, and specialization-
have been identified as the main dimensions of organizational structure (e.g., Dischner, 2011).
However, other structural characteristics such as interdependence and integration have also
been recognized as important components of organizational structure (Lee, Kozlenkova and
Palmatier, 2015, see Table 1 below). Formalization refers to the extent to which clearly defined
rules, standardized policies, and procedures are instrumental in governing decision-making and
working relationships in organizations. Centralization relates to the extent to which the
authority to make decisions and take action resides in the upper levels of the organizational
hierarchy. Specialization refers to the extent to which jobs in the organization require narrowly
defined skills or expertise. Interdependence is the degree to which workflows within the firm
require cooperation among groups, while integration has been defined as the extent to which
different organizational units, departments, or partners tightly coordinate their activities. The
different combination of these structural characteristics lead to the different organizational

structures.

Digitalization is not a strong focus area in organization theory/design research and the research
on the intersection of organizational structure and digitalization is scarce; so far, there is a
missing link between the two research fields. Thus, it will be interesting to analyse how
digitalization is linked to the structural characteristics — formalization, centralization,
specialization, interdependence, and integration — considered as important components of

organizational structure in the relevant contemporary studies.

Table 1. Link between types and structural characteristics of organizational structure

Types of Organizational Structure Characteristics of Organizational Structure

Centralization Formalization Specialization Interdependence Integration
Functional Structure [igh High Migh Low Low
Multidivisional Structure Moderate Moderate Moderate Low Low
Matrix Structure Moderate Moderate Moderate Moderate Moderate
Team Structure Low Low Low [igh Iligh
Network Structure Low Low Iligh [Tigh Iligh

Source: Lee et al. (2015)



Digitalization and leadership skills

Effective patterns of management can be defined by specific skills. Two broad categories of
leadership skills — interactive skills and initiating skills are widely recognized in the leadership
literature (Shipper and Davy, 2002). Interactive skills, which include skills such as
participation, facilitation, and recognition, are defined as the abilities required for meaningful
collaboration between people for work accomplishment (Shipper and Davy, 2002). Initiating
skills are abilities related to goal setting and achievement and planning, time emphasis and
controlling details are classified under this category of skills. Although this model is useful in
classifying leadership skills into two broad categories, it falls short of explaining the
dimensionality of digital leadership. Actually, these skills were proposed with leaders working
in traditional organizations in mind. Thus, they do not specifically capture the challenges faced
by leaders in a digital environment. For instance, leaders may play a central role in virtual team
functioning, particularly as they influence how a team deals with obstacles and how the team
ultimately adapts in the face of such challenges (Gilson et al. 2015). Likewise, they maybe
confronted with high levels of diversity, with employees of different ages, backgrounds, and
life experiences coming together to complete a task. Along with the entry of digital natives into
the workforce, improvements in health care and longevity have allowed individuals to work
longer, creating an aging workforce in many countries in the developed world (Kulik et al.,
2014). Given that the digital workforce will share the workplace with an older cohort of
coworkers less comfortable with technology, leaders will also need to reconcile the conflicts
that may arise as these groups collaborate. Thus, managing conflict in the context of high
diversity may specifically be challenging. In a similar vein, bringing together members who
possess the necessary combination of skills particularly the ones with complementary skillsets
and who have some degree of loyalty to one another is even more challenging (e.g., Colbert et
al., 2016). Thus, managing in a digital environment entails more and different challenges to

managing work groups in traditional organizations.

Moreover, rapid technological changes associated with digitalization call into question the role
of leaders in the digital era. Since, digital transformation involves the reshaping of the very
context and structure of organizations, leaders face continual reorganizing and competence-
based competition (e.g., Rogers, 2016). They need to create value in the organization through
technological innovations and organizational reforms. These developments challenge the skills
and competencies of leaders and warrant them to learn constantly about the new developments.
In addition, dealing with change, which is one of the primary tasks of a leader (Kotter, 2012),

is even more important in the digital era because digitalization brings a lot of change to the



world of business (Rogers, 2016). Digital transformation involves continuous change, so change
managers should be adept at using all facets of change management to cope with socio-cultural
challenges and challenges that arise due to the difficulty in understanding and adopting a new

technology (Parviainen et al., 2017).

According to DasGupta et al., (2011), digitalization also brings more practical considerations
as well as less tangible ones, such as communication skills. The authors argue that for leaders

to thrive in the digital age, they should have a multi-cultural mind-set and a 24*7 orientation.

In leadership literature, leader skills and competencies and their link to effectiveness has been
a topic of great interest, but research has not paid a lot of attention to which structural conditions
facilitate or inhibit the development of certain leader skills. Earlier research however suggests
that leaders tend to be more effective in organic rather than mechanistic structures (Kessler et
al., 2017). Moreover, there have been scant attempts to specifically identify the skills needed
by leaders to be effective in the digital age. According to Khan (2016), there is a missing link
between existing leadership studies and digitalization. The author argues that the leadership
scholars are studying leadership practices within contemporary, complex and changing
organizations, often without the component of digitalization. It is, however, gaining a wider
acceptance among contemporary scholars that digitalization is posing a prime challenge for
leaders and top management of modern organizations (Collin et al., 2015; Kakabadse et al.,
2011; Westerman et al., 2014), which has important implications for leader capabilities. A few
studies have focused on such capabilities mainly from the perspective of leading digital change
and managing digital transformation (Andervin and Jansson, 2016; Westerman et al., 2014).
Khan (2016) in his study, identified three digitalization specific perspectives related to leader
capabilities — virtualism, holism, and networked hubs —, which the author argues are the premier
attributes for leading in the digital age beyond transformational, ethical and value based
leadership. Based on a literature review, Balan and Katie (2017) identified a comprehensive list
of four categories of skills - communication, dealing with change, learning, and practical
changes - necessary for leadership effectiveness in the digital era. These authors integrated
elements from different studies introduced in the previous literature. In the present study, we
focus on these four categories of leader skills. Table 2 presents examples of skills in different

skill categories.



Table 2. Leadership skills in digital era

Leadership skills Functions

Communication e Dealing with information overload.

e  Open and continuous communication to increase responsiveness.

e Effective virtual communication in place of face-to-face
interaction.

e Ensuring consistent communication of values.

e  Strong written communication skills.

e  Strong social networking skills

Dealing with Change (DWC) e  Willing to make fundamental changes to the business model or
vision.
e Being able to guide people in the face of uncertainty and
complexity.

e  Adaptability to digital developments.

e Quick response to opportunities and threats in the business
environment.

Less control, more empowerment.

Growth mind-set in the whole organization
Openness to mistakes

Willingness to learn

Digital literacy

Bridging the gap between digital natives and others

Learning

Practical changes Leading/inspiring virtual teams

Ensuring clear communication between teams.

Creating shared identities.

Global/multicultural mind-set.

Empowerment to more colleagues

Openness to collaboration

Encouraging self-management.

24x7 orientation.

Mindful approach towards the effects of digital technologies in
the organization

Source: Balan and Katie (2017)

Digitalization and employee competencies

Human capital attributes have been argued to be a critical resource in firm performance (Hatch
and Dyer, 2004). One way to generate firm-specific human capital is the internal development
of employees’ competencies (Lepak and Snell, 2002; Wernerfelt, 1984). Fink and Neumann
(2007) identified three areas of employee competencies associated with a firm’s performance.
Those are technical competency (specific expertise in technical areas), behavioural competency
(e.g. communication or interpersonal ability) and business competency (understanding of
business strategy and environment). These competencies are important for employee
productivity, but the typologies of competencies, including the one presented by Fink and
Neumann (2007), are general and they do not take digitalization specifics into account. It has
been recognized that working in the digital age is different from working in a traditional

organizational setting (e.g., Ashford et al., 2018; Colbert et al., 2016). Gekara and Neguyen
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(2018) argue that the implementation of new digital technologies means comprehensive
changes in the competence requirements of many professions. For example, digitalization has
eliminated hard and specific operations skills such as accurate, safe and efficient machinery and
equipment operations and has enhanced the need for softer, generic and transferable ones, such
performance analysis and problem diagnostics, and production monitoring and management
etc. (Gekara and Neguyen, 2018). Thus, employees working in a digital environment must
know how to use different programs and basic applications in addition to being proficient in
manipulating information, constructing ideas, and using technology to achieve strategic goals
(Colbert et al., 2016). Acquiring these digital skills is important because they provide tacit
information about the competence and suitability of an employee in the firm (Bokek-Cohen,

2018).

Moreover, as the digital workforce will share the workplace with an older cohort of co-workers
less comfortable with technology, they should specifically be good at interpersonal skills to act
as good team players while working with members of different demographic characteristics and
radically different work experiences. Digitalization may also shift the work structure in many
respects. For example, the number of people working normal hours in co-located spaces with a
clear supervisor and long-term colleagues will decline in a gig/digital economy, and a growing
number of employees will only virtually connect to a physical workspace (Ashford et al., 20138).
As it becomes less common for teams to be co-located, organizations need employees who are
proficient in using virtual collaboration tools and have the ability to effectively communicate
and collaborate with people from diverse backgrounds. Consequently, competencies possessed
by individual employees in the digital context might differ from those possessed by employees

working in traditional organizations.

There is no direct evidence regarding the effects of organizational structure and leadership skills
on employee competencies; however, there is other evidence that supports such links. For
example, a work context that is supportive of creativity is argued to be important for the
acquisition of new knowledge, skills and competencies. In many past studies, organic structures
were found to facilitate employee creativity (Pan et al. 2012), learning and knowledge creation
(Mart'mez-Le on and Mart'inez-Garcia, 2011). Likewise, employees in organic structures as
compared to mechanistic structures scored higher on a creative, stimulating, challenging and
enterprising orientation (Jin et al. 2013), all of which are dispositional attributes linked to
knowledge acquisition and competence development. Regarding the role of leaders, effective

managerial skills have been argued to result in more favourable subordinate attitudes (Hannah
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and Lester, 2009). An attitude is not a competency itself, but it is an important component of a

competency (Spenser and Spenser, 2008).

Below we provide an overview of the skills/competencies required by the digital workforce and

Figure 2 shows these competencies.
Personal skills

Personal skills refer to an employee’s capability to be a ‘striver” and a role model. These skills
include treating others with respect, demonstrating a willingness to work and seeking out new
challenges, exhibiting responsibility, adaptability and resilience, and demonstrating

professionalism in a digital environment.

People skills

People skills refer to an employee’s ability to act as a team player. These skills centre on a
worker’s ability to work effectively with others, to maintain open lines of communication, and

to work effectively with other people from diverse backgrounds.
Applied knowledge skills

Applied knowledge skills refer to an employee’s ability to logically analyse information in
digital organizations to inform conclusions. These skills include a range of abilities including
understanding written documents, clear written communication, ability to logically analyse
information, and the ability to use different programs and applications in addition to being
proficient in manipulating information, constructing ideas, and using technology to achieve

strategic goals.
Workplace skills

Workplace skills in a digital environment demonstrate that the employee is a problem solver
and decision maker. This skill set includes planning and organizing, problem solving, decision-

making, customer focus and working with tools and technologies.
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Figure 2. Employee skills/competencies in digital age
Digitalization and work - life balance

Just as increased technology use has many benefits for employees, it has certain downsides as
well. For example, digital technology has blurred the lines between work and nonwork domains
(Ramarajan and Reid, 2013; Reyt and Wiesenfeld, 2015). While email, the Internet, and even
social media are integral tools for doing work, they also makes it possible for employees to
remain connected to work when they are at home. Such a connection to work during nonwork
hours reduces the opportunity for psychological detachment, relaxation, and recovery
(Sonnentag, Binnewies, and Mojza, 2008). Earlier evidence shows that email intrusion during
nonworking hours and time required to respond to emails outside of work is associated with
negative emotions, which in turn leads to increased work—family conflict (Butts, Becker, and

Boswell, 2015).

There is no clear evidence in the literature regarding how organizations can leverage digital
technology while avoiding its potential downsides. Thus, we do not know yet whether setting
boundaries between work and private life depends on how an individual employee manages it,
or whether it is the responsibility of managers and organizations to demarcate these lines
through structural and social controls. There are however a few studies that provide some clues
about the individual differences and the role of organizations in boundary management. A study
by Mazmanian (2013) suggests that the most effective way to use technology may vary from
person to person. The author argues that even in the presence of certain group norms regarding
constant connectivity, individual employee’s usage pattern of the technology differ from other

group members. Related to this, Schlachter et al. (2018) in their study found that voluntary use
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of technology during non-work hours blur the boundaries between work and private life leading
to negative effects on wellbeing. Interestingly, older workers have been reported to be better at
maintaining work and non-work boundaries, which is linked to better work-life balance (Spieler
et al., 2018). Regarding the role of managers/organizations, Colbert et al. (2016) argue that the
potential downsides of digital technology can be avoided through redesigning work and

introducing certain changes in the design of technology itself.
METHOD

We conducted two studies to answer our research questions for which the data were collected
in 2018. In Study 1, we assessed the technological dynamism with specific reference to
digitalization, dimensions of organizational structure, leader skills, employee competencies,
work-life balance and the control variables. Study 2 replicated Study 1 by testing the same
relationships. Study 1 also included a qualitative part, which aimed at complementing and
providing depth to the quantitative findings. The context of both studies was public/private
sector organizations in the Mere and Romsdal region of Norway. At the start of the
questionnaire, the purpose of the study was briefly described. Since, data was collected on the
spot in Study 1, the purpose of the study was explained by one of the members of the research
group. This indicated that the survey was being conducted solely for academic research
purposes to better understand the effects of digitalization on organizations. The participants
were assured of the confidentiality of their responses. The respondents represented young
employees (millennials), who are also referred to as digital natives, and managers from various
tiers of management, suggesting that all the respondents should have good insight into the
subject area of this study. The data used in this report is part of a data set for the ‘human side

of digitalization’ project.
Study 1

In Study 1, data were collected from young employees working in the More and Romsdal region
of Norway. The participants were invited to a workshop named the Rock and Research festival.
During this workshop, the survey questionnaire was first administered and then focus group
interviews were conducted to collect qualitative data from the same participants. The survey
questionnaire was sent out through email to 145 participants. A total of 117 questionnaires were
answered, representing a response rate of 80.6%. The sample consisted of 60 males and 57
females. The age of the respondents ranged from 20-35 years with an average age of 30.2 years.

Employees between the ages of 26-30 were the most frequent respondents (49%).
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Study 2

Study 2 was conducted three months after Study 1. A survey was administered to a sample of
managers working in different sectors in the More and Romsdal region of Norway. The survey
was distributed online to 673 senior, middle and junior level managers. A total of 141 managers
returned the completed surveys representing a response rate of 21%. The final sample consisted
of 94 males and 46 females. The age of the respondents ranged from 30-80 years with an
average age of 51.4 years. Senior managers were the most frequent respondents (51.4%),
followed by managers working at mid-level management (46%). Respondents coming from

junior level management represented only 2.1% of the sample.

Table 3 presents demographic information of the respondents in Study 1 and 2.
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Measures

The original survey used was constructed in English, but as we were applying this in a
Norwegian context, we translated the English version into Norwegian. Translation was first
performed by a Norwegian academic with proficient in English skills; then another Norwegian
academic, a professor in organizational studies, finally checked back-translation. The same
scales/measures were used in Study 1 and 2. In the survey questionnaire for study 2, we however
included only those scale items that achieved acceptable loadings in study 1 and were retained
for further analysis. Appendix A contains the Norwegian version of the survey questionnaire

used in Study 1.

Digitalization. To capture digitalization, we adapted measurement items from the
technological/environment dynamism scales developed by Jaworski and Kohli (1993) and

Schilke (2014).

Organizational structure. Centarlization was captured with a five-item measure developed by
Jaworski and Kohli (1993). We assessed formalization with three items based on the scale
developed by Deshpande and Zaltman (1982). To capture specialization, we used a five-item
measure based on scales by Doty, Glick, and Huber (1993) and Hackman and Oldham (1976).
Interdependence and integration were assessed with three and five items each by adapting the

scales developed by Sethi (2000), Stank et al. (2001), and Wong et al. (2011) respectively.

Leader skills. We referred to the work by Balan and Katie (2017) to define and capture the
four domains of leader skills: communication, dealing with change, learning, and practical

changes. We developed four items each to assess the skills in these four categories.

Employee competencies. Following future skills by Institute for the Future, we developed a
19-item scale to measure employee competencies. After specifying the domains of
competencies, we retrieved measures from the previous literature to capture each dimension
(Brown and Ryan, 2003; Connor and Davidson, 2003; Feldman et al., 2007; Giancarlo et al.,
2004; Portalla and Chen, 2010; Silvera et al., 2001; Smith et al., 2008). The overall scale
contains five dimensions, including personal skills, people skills, applied knowledge, and work

place skills.

Work-life balance. We captured work-life balance based on studies by Parkes and Langford
(2008), and Stein, Jensen, and Hekkala (2015).

All the perceptual items of the questionnaire were measured on a Likert-scale from “1” to “7”,

where “1” represented strongly disagree and “7” stood for strongly agree.
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Control variables

We used gender, age, education and the industry affiliation of the respondents as control

variables. For managers’ data, we also controlled for management level.

Construct validity and reliability

The psychometric properties of the measures were assessed using SmartPLS software
application. SmartPLS is a partial least squares path modeling technique that simultaneously
tests measurement (relationship between indicators and their constructs or latent variables) and
structural model (relationship between constructs). PLS is very useful for model estimation
when sample size is small, the study is of exploratory, and when the model is complex with a
high number of constructs, indicators and relationships (Hair et al., 2014). The authors assessed
the measurement model with respect to individual item reliability, internal consistency and
discriminant validity. In PLS, loadings of respective factors on their respective latent constructs
are examined to assess the reliability of the factors (Hulland, 1999). In this study the criteria of
0.50 recommended by Hulland (1999) was adopted for the retention of the factors. Internal
consistency was assessed using Fornell and Larcker’s (1981) composite reliability (CR) index.

The composite reliability index for all constructs exceeded the acceptable value of 0.7.

Evidence of convergent valdity was assessed by inspection of average variance extracted
(AVE) for each construct. Convergent validity is established if the variance extracted value
exceeds 0.50 (Fornell and Larcker, 1981). Results indicated that the variance extracted for all
constructs exceeded or approached 0.50 except for ‘integration” which was 0.449. However,
we decided to include ‘integration’ in further analysis because the item loadings, composite

reliability index and discriminant validity coefficient exceeded the acceptable values.

Discriminant validity is the degree to which any single construct is different from the other
contructs in the model (Carmines and Zeller, 1979). The discriminant validty is confirmed if
the diagonal elements (square root of AVE) are significantly higher than the off-diagonal values
in the corresponding rows and columns. An examination of loadings and cross loadings shows
that all constructs were more strongly correlated with their own measures than with any other
constructs, suggesting good discriminant validity. Appendix B to D present factor loadings,

composite reliability and AVE values, and discriminant validity coefficients.

Common method variance

The data on all variables came from single respondents in a one-time survey in both our studies,
which meant that there could be concerns of common method variance. Although we tried to
reduce the chances of biased or socially desirable responses by ensuring respondents
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confidentiality and anonymity in the information provided, we used Herman’s one factor test
to assess common method variance (Podsakoff et al., 2003). An exploratory factor analysis for
both samples showed that the largest factor explained only 15.03% of the variance for
employees’ data, and the variance explained by the largest factor was 24.4% for managers’

data. This suggests that there were no issues of common method bias in our data.
RESULTS

Frequency and descriptive analysis of responses

Table 4 presents the responses of the participants from both samples with respect to their
average scores on study constructs and the extent of their preference for a particular attribute
by expressing agreement or disagreement with the statements capturing that attribute. The
findings indicate that the mean scores for all constructs except centralization (3.9; 3.6) and
formalization (3.5; 3.4) exceed the response scale average of 4. The higher mean scores indicate
a higher preference of the respondents for a particular attribute while lower mean scores suggest
a low preference. Higher mean scores on certain constructs such as interdependence (5.9; 5.7)
and integration (5.7; 5.5) suggest that respondents consider these characteristics of the structure

as important in the digital age.

Next, we examined the average agreement/disagreement of respondents with regards to the
statements capturing a particular construct. Higher agreement indicates a higher preference or
importance for a particular attribute or event and vice versa for low agreement. For example,
with regards to formalization both samples share a low agreement and high disagreement which
suggests that both managers and young employees perceive a bureaucratic structure as less
compatible with digital technology. Likewise, there is high agreement with respect to other
structural dimensions such as interdependence and integration and leader skills and employee
competencies such as leader dealing skills and employee workplace competencies. This
suggests that the respondents perceive these structural and personal attributes as important for

organizations and employees to thrive in the digital era. Table 4 presents these findings.

Table 4. The extent of relevance/importance of study constructs in the digital age

CONSTRUCTS Young employees Managers
Mean Agree Disagree Mean Agree Disagree
(“o) (o) (%) () (%)
Digitalization 6,0919 93 2 6,1554 96 1
Organizational 3,9231 40 40 3,6268 30 50
structure
(centralization)
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Organizational 3,5216 32 51 3,4821 30 51
structure
(formalization)

Organizational 5,9316 90 4 5,7000 86 4
structure
(interdependence)

Organizational 5,7214 83 6 5,5879 82 4
structure
(integration)

Organizational 5,8461 90 3 5,4929 85 2
structure (low
specialization/high
skill variety)

Leadership skills 6,3654 97 1 6,1804 96 0
(communication)

Leadership skills 6,2927 95 2 6,2304 96 0
(dealing with
change)

Leadership skills 6,3704 95 1 6,2107 96 0
(learning)

Leadership skills 5,8205 89 7 5,8464 92 0
(practical change)

Employee 6,0752 88 6 5,9568 92 1
competencies
(people skills)

Employee 5,9846 90 4 5,7453 92 1
competencies
(personal skills)

Employee 6,1179 93 2 5,8910 92 1
competencies
(workplace skills)

Employee 4,9808 68 16 5,0252 69 14
competencies
(applied knowledge)

Work life balance 5,3487 76 8 5,1372 71 11

Structural model results

Next, we examined relationships between digitalization and organizational structure, leader
skills, employee competencies and work-life balance to give additional insight into the effects
of digital technology. Assessment of the path coefficients was done by bootstrap analysis in
SmartPLS3 to assess the significance of the path coefficients. Table 5 shows the results of the

path analysis for significant relationships between digitalization and other study constructs.

Digitalization and structure. For employees’ data, we found a significant positive relationship
for digitalization with interdependence and integration, and a significant negative relationship
with specialization (low skills variety). For managers’ data, we found a significant negative

relationhip with formalization in addition to the above pattern of relationhips.

Digitalization - leader skills and employee competencies. The analysis revealed a significant
psoitive relationship in one category of leadership skills (practical change) for employees. In
the case of managers, digitalization was positively related to dealing with change and the
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learning skills of managers. For employee competencies, we found no significant relationhips

except for workplace skills for managers’ data.

Table 5. Effects of digital technology

Young employees Betas P values
Interdependence 0,358 0,000
Integration 0,279 0,018
Specialization -0,408 0,000
Practical change 0,289 0,002

Managers

Formalization
Centralization

Integration

Interdependence
Specialization

Dealing With Change
Learning

Workplace skills (employee)
Work-life balance

Betas
-0,199
-0,171
0,432
0,363
-0,501
0,323
0,243
0,208
-0,199

' P values

0,007
0,068
0,000

0,000

0,000
0,000
0,018
0,033

0,007

Organizational structure - leader skills amd employee competencies. The findings show

only two dimnsions of structure that is integration and interdependence, to be related leader

skills for employees’ data. Integration has a positive relationship with communication, dealing

with change, practical change, and learning skills, while interdependence has a positive

relationship with the learning skills and practical change skills of leaders. For managers,

integration emerged as a salient dimension having siginificant relationhips with practical

change, learning and communication skills, while interdepedence and low specialization (high

variety) were positively related to dealing with change and practical change skills, and

communication skills respectively. Related to employee competencies, only formalization was

found to be significanlty related to workplace skills. Table 6 presents path coefficents for

siginificant relationhips between structure and leader skills and employee competencies.

Table 6. Effects of organizational structure

Young employees Betas

Interdependence -> Learning 0,298

Interdependence-> Practical | 0,247
change ‘

Integration > Communication 0,311

Integration -> Dealing with | 0,348
Change

Integration -> Learning 0,199

| P values ' Managers

0,011

\
Integration -> Practical
Change
| Integration >
. Communication

Integration -> Learning

| Interdependence ->
- Dealing with change
\
Interdependence >
Practical Change

Betas

0,209

0,206
0,184

0,215

0,274

P
values
0,043

0,011
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Integration -> Practical change 0,244 0,009 Specialization-> -0,218 0,018
Communication

Formalization—> Employee 0,343 0,020
applied skills

Leader skills and employee competencies. For employees’ data, leadership skills
(communication, learning and practical change) were found to be significantly related to
employee competencies: people skills, workplace skills, people skills, and applied knowledge
skills respectively. For managers, leader skills (communication, dealing with change and
practical change) skills were found to be positively related to employee competencies: personal,
workplace, people, applied and personal skills respectively. Table 7 presents path coefficents

for siginificant relationhips between leader skills and employee competencies.

Table 7. Leader skills and employee competencies

Young employees Betas P Managers Betas P
values values

Communication->  Employee @ 0,328 0,008 Communication -> Employee 0,221 0,047

People personal
Communication->  Employee = 0,358 0,009 Communication -> Employee 0,282 0,005
workplace work Place
Learning->Employee People 0,363 0,000 DWC -> Employee people 0,355 0,002
Practical change-> Appliedskills = 0,323 0,013 Practical change -> Applied 0,236 0,080
(employee) knowledge Skill
Practical change -> Employee 0,257 0,007
Personal

Work-life balance. For employees’ data, the applied skills of employees were found to have a
significant relationhip with work-life balance, while for managers a significant positive
relationship was found between employee personal skills and work-life balance. Interestingly,

we found a negative relationship between digitalization and work-life balance for managers.

Indirect effects

In our analysis, we also found some indirect effects of digital technology on leadership skills
and employee competencies and the effects of organizational structure on employee
competencies. Digital technology seems to have an indirect affect on some of the leadership
skill (communication and practical change) and some employee competencies (people and
workplace skills) through integration. For managers, we found the same indirect relationhips,

but in case of managers interdependence and specialization (low skill variety) also played a

N
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role in mediating the effects of digitalization on practical change, dealing with change and

communication kills respectively.

We also found some indirect effects of organizational structure (interdependence and
integration ) on employee competencies (people and applied knowledge skills) via leadership
communication, learning and practical change skills. These indirect effects were only

significant for employees’ data. Please see appendix E for significant indirect relationships.
Comparison based on control variables

Since we found some significant relationships of control variables (e.g., gender, education,
sector) with certain study constructs, we decided to make a comparision through analysis of
variance. Our analysis showed that mean scores for females were slightly higher than males for
ceratin leader skills such as communication, and learning for both employees’ and managers’
data, and such differences in mean scores were statistically significant. This suggests that
women consider these skills as more important for leaders in the digital age. For employees’
data, the health and education sector mean score was significantly higher for employees applied
skills compared to other sectors. We further noted that for managers’ data, mean scores on
work-life balance for individuals with a bachelor degree was higher than other education

categories. Table 8 presents results of multivariate analysis of variance.

23



00%°S
009°S
LS9'S
658y

LOS°S
LEE9

1129
8659

9619
440

UBIJAl

[ooTos AreuILid
[00yos YSTH
Jo[Ryoeyg
SIOISEIA/(QUd

SoTRIN
soTewa

SO[RIA
soTewa

SOTRIN
soTewa

$00°0

000°0

L00°0

100°0

Qoue[eq SJ1[ IO

S[Is opdoad

Surures

UOI}BOIUNUILIO))

UOLIAILLD)

(o0130p J0[oYyORY)
uoneonpyg

(soreuroy) Iopusn

(soreWo,) Jopuen

(so[eura) Iopusn

(seaKojdura)
10391paIg

TLO9
8S€°9
078y
L6E’S
000°S
4

STE'S
0TLY
S10°S
S6€°S

OLL'S
€809

EELS
$90°9

8L0°9
0919
£€1°9
P99

€809
L8E9

UBIA]

103998 0JRALIJ
103995 d1[qng
SIYIO
uoI}BINPI

pue qijeay
uopnqrysIp

pue Surseyoind
‘so[eS ‘TULOIBIA]
Sunnsuoo

PUB JUSWATRUBIA

oouBULJ pue YuBg
uonONpoIJ

SO[BIA
SO[BUIO,]

SO[RIAL
soTeuIo

SOTRIA
so[euIo

SO[eIN
so[ewo,J

SOTRIA
so[ewIo

SO
soTews

QOUBLIBA JO SISATRUR 9JBLIBAI[NUW JO SINSY "§ o[qe],

010

$00°0

£€0°0

L00°0

6000
1000
000
6000

‘31

(dryszopea)
[ois
UOIIBJIUNUINIO))

S[[Ds aFpa[mowy
pordde
sokordurg

ooue[eq

o1 SHOM

SITS

ooerd SI0M

oBueyo [BOo13ORIg

Surwes

o3ueyo

Qs Suresq

UOTJROTUNUIUIO))

UOLIdLID)

(103098

orqnd)
10)09S

(uoneonps
PUE  [esH)
Ansnpu

(serewsy)
Iopuen

(sorewa,)
Iopuen

(sereWIo,)
Iopuen

(seremIo,)
IopusD
(sereWIo,)

Iopuen

(sorewa,y)
IopueD

(s19Geureur)
I10191pa1 g



Qualitative data analysis and findings

As stated earlier, in Study 1 all the participants took part in e focus group interviews after
completing the survey questionniare. The inteviews were conducted with the support of 13
facilitators/moderators. The moderators asked the prescribed questions in order to create
discussions among the respondents. The language of interviews and discussion was Norwegian.
There were 13 tables with 10 people at each, including a moderator. The topics were planned
so that three tables covered each topic during one round. When the first round started , the first
three tables discussed their first topic, for example, digital technology and organzational
structure; the next three tables discussed digital technology and leadership skills following the
same pattern. The next three tables discussed digital technology and employee competencies
and finally the remaining three/four tables discussed digital technology and work-life balance.
When one round was completed, the participants at each tables were shuffled and given a new
topic to discuss. By doing this, we were able to capture the maximum number of views,

perceptions and opinions on each topic. The third round followed the same pattern.

We did not record these sessions but took extensive notes. Before proceeding with analysis, all
the notes were translated from Norwegian to English and were arranged according to topic.
Afterwards we discussed impressions, potential themes, and patterns in the data. Based on the
similarity of responses, we identified certain themes related to every topic that are briefly

discussed below.

The respondents viewed digitalization as a disruptive process and thought that digital
transformation will tremendously affect all aspects of organizations including structure,

leadership and employee competencies and work-life balance.

Organizational structure. Three questions related to digitalization and structure were asked:
1) what design/structure related changes do you think are most important for organizations in
connection with the implementation of digital technology? 2) what do you think about control
and coordination in organization regarding the introduction and implementation of digital
technology? For example: which structural elements in organizations will work best (high/low
formalization, high/low centralization etc.)? 3) will digital organization affect information flow

and competence transfer between different departments?

A general impression of the respondents was that there will be fewer physical frames and less
human interaction in future organizations, which implies a fluid organizational design. The
other important features of organizational structure that emerged were: centralized vs
decentralized structure/decision-making; structuring task and technology; flow of information

and competence; and flexibility and diversification of structure. For example, related to
25



hierarchy, the respondents opined that the structure should be flatter, decisions should be closer
to the expertise and there should be shared management responsibilities. Related to the
structuring of task and technology, one of the responses was that technology should be
structured instead of imposing any controls on the people. In the category of flow of information
and competence, examples of responses that emerged are - knowledge sharing, and
collaboration and sharing platforms etc. The respondents further perceived that the structure
should be resilient, and it should nurture openness of tasks, which denotes flexibility and

diversification of structure.

Leadership skills. Next, we focused on leadership skills in the digital era. We were specifically
interested in what kind of leadership skills respondents thought would be important in a digital
environment. We asked two questions here: 1) what skills and qualities do you think the leader
should possess to be effective in a digital environment? 2) Do you think changes in a company s

structure will require new skills among managers?

The findings suggest that considering the differing requirements of digital technology, the skill-
sets required by the leaders will be significantly different. They will require a higher order of
digital fluency meaning that they should have the ability to use different programs and
applications to capture, analyze and use complex data and information and use digital channels
and means to perform virtual leadership. The respondents perceived that the leaders should have
broader understanding of both strategy and market and are able to use digital technology for
strategic goals. Moreover, strong communication skills featured as an important attribute to be
effective in the digital era. There was a general consensus among the respondents that given the
dynamic nature of the technological environment, leaders should be open for change and
learning, and they should have an innovative mind-set in addition to having the capability of
managing change and innovation. Given the extra reliance on team-based work, virtual
collaboration and demographic and cultural diversity, the leaders should be high on team
management skills in both virtual and physical realms, good at managing and promoting
interpersonal relationships, and should have a good understanding of cross-cultural differences.
Leaders should have a special interest in identifying the development needs of their employees
and facilitate employee growth and competence development. The respondents further
networking, empowering, coaching, motivating and employee consideration as important

attributes for leaders in the digital era.

Employee competencies. In the third round, we asked three question related to employee
competencies: 1) If you were to run a digital company in the future where many tasks could be

digitized, what people would you like to hire and why? 2) Will changes in company structure
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require new skills among employees? 3) What skills and qualities do you think employees

should have to work effectively in digital work environments?

The respondents perceived that technological developments will have a huge impact on the
requirements for digital skills. This means that the respondents consider it important for the
digital workforce to develop a higher understanding and use of complex digital
systems/devices, and skills related to data entry, retrieval and interpretation. But, the
respondents perceive a lot of other skills as important for thriving in the digital age. They think
that employees should be creative, adaptable, versatile, and have the ability to work
independently as well as in teams. They need to be socially competent and open for different

perspectives, learning and change.

Work-life balance. Regarding work-life balance, we asked two questions: 1) Does the work
place have good practices for employees who need help combining/balancing demands from
their work and private life (family obligations)? 2) Will managerial leadership skills affect how

employees deal with the distinction between working life and private life?

The respondents thought that digital change and increased connectivity is not without
consequences for work and private life balance. The clear majority of responses concerned
specific and clear boundary limits between work and personal life. The respondents believe that
a good work-life balance can be achieved through different actions such as planning and
scheduling one’s work and time, closing email accounts during vacations and other leisure
activities, and setting their own limits. The respondents also saw the role of
management/organizations in helping employees in setting boundaries between their work and
private lives. They suggested that there should be clear requirements for minimum interference
in the private life of employees. Managers should respect the privacy of employees, and should

create a framework to ensure that they should not work beyond a particular limit.
IMPLICATIONS AND CONCLUSION

The findings of this study indicate that digital transformation may succeed if organizations build
a structure that could foster the change and renew the capabilities of their leaders and
employees. So, lack of an organizational design compatible with digital technology together
with insufficient skills in the human resources may be the most typical obstacles for

digitalization.

Our findings suggest that changes in digital technology tend to be associated with
organizational/management structures characterized by interdependence, integration, and skill

variety (low specialization). This suggests that structures that nurture cooperation and exchange
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of information among work groups, that are high on integration within and across functions and
that foster skills variety will be more capable of coping with digital transformation in the
operational environment and may facilitate adoption of digital technology in the modern
organization. On the other hand, structures characterized by formalization and centralization
seem to be more inhibited in their innovative capabilities to cope with novelty and change in

the digital age.

Our findings further show that the respondents perceive that all leader skills and employee
competencies are important development areas among managers and employees in general.
They perceived digital as well as social and interpersonal competencies as crucial for any
employee in modern organizational life. However, only leaders’ dealing with change, practical
change and learning skills were significantly related to digitalization, and many of the
leader/employee competencies were indirectly linked to digitalization through the
organizational structural dimensions of integration and interdependence. In addition, structure
(interdependence and integration) was also related to employee competencies through leader
skills. This suggests that digital transformation challenges the capabilities of managers and
employees in organizations, but these competencies can be better nurtured if an interdependent
and integrated structure is in place. The positive effects of integration and interdependence on
leader skills and employee competencies support previous research that suggest that organic
structures have a positive impact on leadership processes and employee development related

outcomes such as creativity and learning (Kessler et al., 2017).

Regarding work-life balance, our findings suggest that the most effective way to use technology
may depend upon the mindful use of a particular employee. However, managers may also be
careful in not interrupting employees after the workday through technologically mediated
communication. Organizations may also consider how to encourage mindful use of technology
in ways that promote employee wellbeing. While it is possible that employees can be sensitized
to using technology more consciously, changing patterns in the sue of technology, such as

changes in the design of the technology itself, may be helpful'.

! An in-depth discussion of the findings along with study limitations and implications will be offered in the
planned forthcoming conference/journal submissions.
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APPENDICES

Appendix A. Survey questionnaire

Forskningsprosjekt "Human side of
Digitalization'

Digitalisering betyr bruk av digital teknologi og av data (digitalisert og opprinnelig digitalt) for &
skape inntekter, forbedre forretningslivet og offentlig sektor (ikke bare prosessene) og skape en
digital kultur der kjernen bestar av digital informasjon.

Alder

Your answer

Kjignn
() Kvinne
(O Mann

Utdanning (niva)

(O Doktorgrad
Mastergrad
Bachelor grad

Videregaende utdannet, diplom eller tilsvarende

0 00O

Grunnskole

Yrke
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Forretningsvirksomhet

produksjon

Bank og finans
Ledelse og radgivning
Markedsfering og salg
Innkjep og distribusjon

andre

O 000000

Other:

Del 1: Teknologisk dynamikk

Understaende uttalelser handler om hvordan teknologiske framskritt pavirker
organisasjoner. Vennligst gi uttrykk for enighet/uenighet pa en skala fra 1 til 7. (1=sveert
uenig, 2=uenig, 3=litt uenig, 4 = verken enig eller uenig, 5=litt enig, 6=enig, 7=svaert enig).
1. Omgivelsenes krav til organisasjoner er i konstant endring.

1 2 3 4 5 6 7

o o o o O O O

2. Teknologien er i rask endring.

1 2 3 4 5 6 7

o o o o O O O

3. Den teknologiske utviklingen i industrien er betydelig.

1 2 3 4 5 6 7

o o o o o O O

5. Teknologiske endringer skaper store muligheter for min
organisasjon.

1 2 3 4 5 6 7
O O O O O O O

6. Mange nye produkter og tjenester er muliggjort/skapt
gjennom teknologiske gjennombrudd.

1 2 3 4 5 6 7

@) @) O O O O O

7. Teknologiske endringer utsetter organisasjoner for en stor
trussel.



8. Dagens organisasjoner er godt forberedt pa digital endring.

1 2 3 4 5 6 7

o O O O O Q9 O

Del 2: Organisasjonsstruktur

De understaende spersmal gjelder hvordan beslutninger kan skje i organisasjoner som
jobber i digitale omgivelser. Velg det tallet som gir best uttrykk for din mening om hver av
uttalelsene (1=svaert uenig, 2=uenig, 3=litt uenig, 4 = verken enig eller uenig, 5=litt enig,
6=enig, 7=sveert enig).

Organisasjonsstruktur: sentralisering

| digitale organisasjoner:

9. Lite vil skje f@r en overordnet tar en avgjgrelse.
l 1 2 3 4 5 6 7
@) o O O o O O

10. En person som gnsker a ta en egen beslutning, vil bli
demotivert.

1 2 3 4 5 6 7

O O @) @) O @) O

11. Ogsa mindre saker sendes oppover i organisasjonen for
endelig vedtak.

1 2 3 4 5 6 7
O O O O O @) O

12. Enhver avgjgrelse som en ansatt tar, ma godkjennes av
vedkommendes leder.

1 2 3 4 5 6 7

O O O O O O ©)

Organisasjonsstruktur: formalisering

| digitale organisasjoner

13. De fleste ma folge skriftlig jobbeskrivelse.

1 2 3 4 5 6 7

O O O O O O O

14. Maten ting gjgres pa kan aldri bli avgjort av personen som
utferer arbeidet.

1 2 3 4 5 6 7

O O O O O O O

15. Folk ma fa gjore nesten som de gnsker under arbeidet.

1 2 3 4 5 6 7

O O O O O O O
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Organisasjonsstruktur: spesialisering

| digitale organisasjoner:

16. Alle ansatte trenger detaljerte beskrivelser av arbeidsansvar.

1 2 3 4 5 6 7

O O O O O O O

17. De fleste ansatte ma ha jobber som krever
spesialkompetanse.

1 2 3 4 5 6 7

O O O O O O O

18. Man ma ha standardiserte treningsprosedyrer til ulike jobber.
1 2 3 4 5 6 7

O O O O O O O

19. Arbeidet vil gi muligheter for & gjore ulike ting.

1 2 3 4 5 6 7

O &) O O ) @) O

20. Der ma veere tilstrekkelig variasjon i den ansattes jobb.

1 2 3 4 5 6 7

O O O © & O O

Organisasjonsstrukturn: giensidig avhengighet

| digitale organisasjoner:

21. Informasjon og kompetanse om andre avdelinger er viktig
for at ansatte skal lykkes med jobben.

1 2 3 4 5 6 7

© O O O O @ ©)
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22. De ansatte ma samarbeide med andre medlemmer i
organisasjonen for a lykkes i arbeidet.

1 2 3 4 5 6 7

O O O O O O O

23. Ansatte palegges a ta prosjektrelaterte avgjgrelser sammen.
1 2 3 4 5 6 7

O O O O O O O

Organisasjonsstruktur: integrering

En digital organisasjon:

24. vil beholde en integrert database og access som letter
informasjonsdeling.

1 2 3 4 5 6 7

O O O O O O O

25. vil effektivt dele brukerinformasjon mellom avdelingene.
1 2 3 4 5 6 7

O © O O ) O O

26. vil ha tilfredsstillende mulighet til internt & dele standardisert
og skreddersydd informasjon.

1 2 3 4 S5 6 7

O &) O @) O Q O

27. vil vaere lydhgr for andre avdelingers behov.
1 2 3 4 5 6 7

O O @) @) O O O

28. vil legge vekt pa informasjon og fysisk bevegelse mellom
avdelinger i organisasjonen.

1 2 3 4 S 6 7

O O O O O O O

Deli3: Lederkompetanse

I hvilken grad er beskrivelsene under viktig for en leder som vil lede ansatte/team pa «en
digitalt preget arbeidsplass».

Angi svaret ved a trykke pa ett av alternativene (1=svaert uenig, 2=uenig, 3=litt uenig, 4 =
verken enig eller uenig, 5=litt enig, 6=enigy, 7=svaert enig).

Lederferdigheter og'-egenskaper: kommunikasjon

Foelgende lederkompetanse er viktige pa en digital arbeidsplass:

29. kunne handtere information overload.
1 2 3 4 5 6 7

o O & O O O O



30. kunne handtere konflikter.
i 2 3 4 5 6 7

©) O & O O Q O

31. Lette kommunikasjonen mellom grupper og sikre klar
forstaelse for prosjektmal.

1 2 3 4 8 6 7

@) (@) @) O O O O

32. Sikre at det enkelte medlemer er involvert i prosesser og har
klar ansvarsforstaelse

1 2 3 4 5 6 7

@) @) (@) O (@) O O

LLederkompetanse: endringsledelse

Foelgende lederkompetanse er viktige pa en digital arbeidsplass:

33. kunne gjere sterre endringer i forretningsmodell eller visjon

1 2 3 4 5 6 7

@) O ®) O (®) (©) O

34. kunne veilede personell i komplekse og usikre perioder.
1 2 3 4 5 6 7

@) o O O O © ©

35. kunne tilpasse seg digital utvikling.
1 2 3 4 5 6 F

O O O O (@) @) O

36. kunne respondere pa muligheter og trusler i omgivelsene.

1 2 3 4 5 6 7

(@ O o O O O O

LLederkompetanse: laering

37. pnske a leere ny teknologi.
1 2 3 4 5 6 7

O O O O O O O

38. kunne oppmuntre ansatte til & leere kommunikasjon med
mennesker fra ulik kulturell bakgrunn.

1 2 3 4 ) 6 7

O O O O O O O



39. kunne takle ansatte som motsetter seg endring.

1 2 3 4 5 6 7

O O O O O O )

40. se feil som mulig lzeringsarena.

1 2 3 4 5 6 7

O O O & O O &

LLederkompetanse: prakiisk endring

Folgende lederkompetanse er viktige pa en digital arbeidsplass:

41. tilrettelegge for ansattes raske respons i
forretningsspegrsmal ved & stole pa at de kan ta egne
beslutninger.

1 2 3 4 5 6 7

O O O @) O O O

42. dele oppdatert informasjon om nye utviklingstrekk.
1 2 3 4 5 6 7

O O O O O O O

43. hjelpe a sette grenser for & redusere responskrav.

1 2 3 4 5 6 7

@) O O O O O O

44. finne og tilpasse ansattes ulike teknologiske preferanse for
kommunikasjon.

1 2 3 4 5 6 7

O O o O O O O

Del 4: Ansattes kompetanse

Angi i hvilken grad du tror hver av de fpolgende ferdigheter og egenskaper er viktig for ansatte
som vil jobbe i en digital organisasjon. Angi svaret ved a velge ett av sju alternativ: 1= ikke
viktig, 2=lite viktig, 3=litt viktig, 4=ngytralt, 5=noe viktig, 6=svaert viktig, 7=ekstremt viktig.

Ansattes kompetanse: personlige egenskapen

Felgende kompetanse er viktig for ansatte i en digital organisasjon:

45, kunne tilpasse seg endringer.
1 2 3 4 5 6 7

o O O O O 9 0

46. veere raskt tilbake etter en hard periode

1 2 3 4 5 6 7

o o o o o o O
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47. kunne tenke klart under press.

1 2 3 4 S 6 7

O O O O O O O

48. komme seg raskt etter en stresset situasjon.

1 2 3 4 5 6 7

O O Q O O O O

49. ha evne til & se noe positivt i vanskelige perioder.
1 2 3 4 5 6 7

O O O O O O O

Ansattes kompetanse: personlige egenskaper

Folgende kompetanse/sosiale egenskaper er viktige for ansatte i en digital organisasjon:

50. ha lett for 8 ommgas mennesker fra ulike kulturer.

1 2 3 4 5 6 7

O O O O O O (@)

51. vise respekt for motstandere fra ulike kulturer.
1 2 3 4 5 6 7

O O @) @) O O O

52. ha evne til & gi klart uttrykk for ideer i samhandling med
mennesker fra ulike kulturer.

1 2 3 4 5 6 7

O O © (@) O O O

53. ha evne til 8 forsta andre menneskers oppforsel.
1 2 3 4 5 6 7

(@] O ©] O O O O
54. ha god tilpassingsevne i sosiale situasjoner.
1 2 3 4 5 6 7

O O O o O O O

Ansattes kompetanse: anvendt kunnskap

Folgende kompetanse/egenskaper er viktige for ansatte i digitale organisasjoner:

55. kunne akseptere ting som ikke kan endres.
1 2 3 4 5 6 7

O O O O O O O
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56. ha evne til & fokusere i syeblikket (der og da).

1 2 3 4 5 6 7

O O (@) O O O O

57. kunne fokusere pa én ting i en lengre periode.
1 2 3 4 5 6 7

O O O O O O O

58. kunne lytte til noen med ett gre, mens man samtidig gjgr noe
annet.

1 2 3 4 5 6 7

O O O O O O O

Ansattes kompetanse/ferdigheter i arbeidet

Folgende kompetanse/personlige egenskaper er viktig for ansatte i digitale organisasjoner:

59. Ha gnske om a laere noe nytt.
1 2 3 4 5 6 7

@) O O O (@) (@) (@)

60. veere fokusert pa en problemstilling.

1 2 3 4 5 6 7

@) O O @) @) ®) @]

61. kunne handtere kompliserte saker.

i) 2 3 4 5 6 7

o O O O @) O (@)

62. kunne organisere tanker.

1 2 3 4 5 6 7

O O O O O @] O
63. onske a finne ut av hvordan ting fungerer.

1 2 3 4 5 6 7

O O O O O O (@]
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Del'5: Balanse ilarbeidslivet (for ansatte)

Vis hvor ofte en digital arbeidsplass vil pavirke understdende adferd. Bruk felgende skala:
1=aldri — 7=alltid

I'en digital organisasjon:

64. Ansatte vil kunne opprettholde en god balanse mellom
arbeidsliv og andre sider ved livet.

1 2 3 4 5 6 7

o o o o o o O

65. Ansatte vil kunne takle familieansvar samtidig med jobbkrav.

1 2 3 4 5 6 7

O O O @) O @) O

66. Ansatte vil kunne ha et sosialt liv utenom jobben.
1 2 3 4 5 6 7

O o O O O o O

67. Ansatte vil kunne fortsette private aktiviteter utenfor jobben.
1 2 3 4 5 6 7

o o o o o O O

68. Nar man er pa private reiser, vil ansatte ha en klar grense
mellom arbeid og fritid.

1 2 3 4 5 6 7

o o o o O O o0

69. Ansatte vil foretrekke a kunne arbeide overalt (hjemme, pa
bat, pa hytta, i bilen, pa toget...).

1 2 3 4 5 6 7

o o o o o o O

70. Ansatte vil ha en tendens til 4 besvare epost om kvelden og i
fritida.

71. Ansatte vil foretrekke & bruke samme epostadresse bade pa
jobb og privat.

1 2 3 4 5 6 7

o o o o O O O
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