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1 INTRODUCTION 
 

Rapid digital transformation is omnipresent and can be intriguing, compelling, awesome, and 

overall life-changing. For most people, it is important to receive guidance through change. It does 

not matter if you take a look at private life, where a grandchild explains to their grandparent how 

the new Apple Watch works and students receive writing aid from AIs, or in the working world 

where start-up companies revolutionize sectors and data is gold. 

Guidance, giving people a specific direction, and leading them to a certain goal has always been 

important in every life situation. Not without reason the research field of leadership is broad, 

extensive, and pervasive, and the academic literature abounds with leadership different thematics. 

Leadership is ubiquitous in everyone’s everyday life; starting at home, telling everyone to clean 

up, receiving tasks like doing laundry, continuing by voting for the next election, observing and 

assessing the leadership of the previous politicians in office, and concluding with the leadership 

in the organization one works in. Building and adapting the best leadership for one’s cause is of 

utmost importance to be successful and survive in competitive constellations. 

Thanks to digital transformation, past crises, and changes, the leadership in most sectors needs to 

be adjusted to different and new expectations, requirements, and fields of action. Traditional 

sectors, like the banking and financial service industries, need to change drastically to stay 

competitive and survive. Although they have become more and more innovative by inventing and 

developing suitable processes, services, and products, and operating in an exceptionally fast-

changing environment, leadership styles have significant impacts on performance outcomes (P. K. 

C. Lee et al., 2011). Leadership cannot only promote successful adaptations to change but it can 

integrate change with little or no effect on the existing social-cultural system within an 

organization (Avolio et al., 2001).  
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1.1 Motivation and Justification for Research 
 

In academic research, it may not be forgotten that leadership is real. It is of utmost importance and 

therefore this work’s focus lies on digitalization and its impact on leadership in the German 

banking sector. The attempt to combine the existing work experience, their challenges, and 

previous academic knowledge of finding answers in academic literature and my empirical research 

motivated this work strongly. 

During the last decade, the world population faced many challenges and underwent many changes 

that transitioned into the working world. Traditional sectors often have the reputation of being old-

fashioned, dusty, bourgeois, and outdated. Leadership in traditional sectors often enjoys the same 

reputation. Because of extrinsic factors like the growing competition of start-ups and the changing 

customer and employee expectations, and probably also intrinsic factors like the will to survive, 

and the urge to adapt and stay economically successful, the sector started to change drastically. 

Randolph (2009) separates a work’s contribution into three pillars; (1) the work contributes to an 

established theory, (2) the work intends to establish a new theory, and (3) the work is motivated 

by missing information about an issue or problem. This work can be subsumed in pillar (3). The 

following management model will be used to receive a clear problem formation, which informs 

about the missing information, explains why it is important, and how this work will obtain that 

information (Randolph, 2009). 

During the last decade, Simon Sinek’s Golden Circle (Sinek, 2009) could be found in every 

management meeting to develop, explain, and guide the goals of a team or an organization. By 

adopting this management model from practical work life to academic work, this work will be 

accounted for by the reader. The classic Golden Circle workflow starts with answering the WHAT, 

continuing with the HOW, and concluding by answering the 

WHY (Sinek, 2009). The simple approach explains its 

universal application and successful outcomes. 

For this work, the approach has been adapted and the Golden 

Circle reversed as shown in Figure 1, because WHY and 

HOW are known, and WHAT needs to be identified. Q: 

WHY is this topic important and relevant? A: Leaders are 

  Figure 1: Reversed Golden Circle appointed to increase, optimize, and finally maximize the 

     Source: Author’s elaboration, output of their employees, which is why building effective 

        adapted from Sinek (2009) leadership is so significant. 

Q: HOW are new leadership aspects implemented? A: Managers and leaders are constantly 

informed, trained, and they are upskilled to be able to fulfill the requirements. Q: WHAT needs to 

WHY

HOW

WHAT
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be added, adjusted, and/or changed to (re)establish or maintain effective leadership in the German 

banking sector? 

Although academic research has already strongly contributed to improving leadership in 

consideration of those pathbreaking transformations research gaps still exist, will always evolve 

from new findings, and differentiate from sector to sector and country to country.  
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1.2 Research Aims and Questions 
 

To know which leadership style or traits are important to lead digitally, effectively, and 

prosperously in the German banking sector, this work’s goal is to present current challenges, 

expectations, and previous research, evaluate existing research gaps, and work empirically to gain 

new insights into contemporary leadership traits. 

As guidance for the research aims, the following research questions were formulated: 

 

RQ1: Is leadership in the German banking sector still necessary or only available so that 

someone has responsibility and could management alone be sufficient? 

 

RQ2: Do employees of the banking sector see the importance of digital transformation and 

do they transform it into expectations regarding their company and supervisor? 

 

RQ3: Do different expectation levels towards leadership and the importance of digital 

leadership and AI exist and are fulfilled expectations impacted by digital transformational 

implementations? 

 

RQ4: What leadership skills are emerging and is there a relationship between the 

importance of digital leadership and their skills? 

 

In the further course of this work, amongst others in the chapters ‘2.5 Formulation of the 

Hypotheses’, ‘2.6 Research Focus’, and ‘4.2.2 Analysis to answer the Research Questions’, the 

above-formulated research questions will be developed and visualized in Table 24, and enhanced 

with hypotheses evolved from the literature review.  
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1.3 Research Outline 
 

This work is structured into two main parts, the theoretical and the empirical part. The theoretical 

part includes an introduction and a literature review. The empirical part of this work is structured 

into the introduction of the used methodology, results, and discussion section, and finishes with 

various limitations and implications. 

The literature review is followed by the introductory part and is the first part of the methodological 

work. It offers an overview of the existing literature, summarizing and analyzing what is relevant 

to this work. Starting with the current transformations, which influence the German banking sector 

and represent the basis of this work’s problem statement. It is important to understand the 

transformations to be able to later on in this work connect those problems with the expected 

changes in leadership, which directly connects to the second part of the literature review. 

Expectation management is subdivided into the expectations of the employer and the management 

of an organization, employees, and customers. Insights of management and employees’ 

expectations are important to know, because of their significance for the empirical part of this 

work. The third part of the literature review focuses on leadership. This broad field of research is 

sectioned in an overview, of the currently relevant leadership styles and their characteristics and/or 

skills to better understand the previous research and existing leadership styles and to be able to 

compare them to the findings of the empirical part of this work. After presenting the three pillars 

of the literature review, the existing empirical studies on leadership are presented to be able to 

compare, integrate, and evaluate my findings into the existing academic research. After 

formulating the hypotheses for this work’s research the chapter ‘2.6 Research Focus’ completes 

the theoretical part. It further concentrates on the work’s goals by enriching the research questions 

from the introduction with hypotheses from the discovered research gaps within the literature 

review. 

The empirical part of this work begins with an overview of the approaches of the second and third 

empirical part, which are expert interviews and an online survey. The methods as well as measures, 

and analysis strategy are presented to prepare the reader for the evaluation part, to better 

understand the introduced results. The collected knowledge is then reclassified into limitations, 

and future research, theoretical and practical implications, and new scientific results. The work’s 

end forms a conclusion enriched with further recommendations.  
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2 LEADERSHIP CHALLENGES OF DIGITALIZATION IN THE 

GERMAN BANKING SECTOR – A LITERATURE REVIEW 
 

To present an impactful literature review that focuses on and summarizes the state of the art of the 

regarded subject field and leads to research propositions and methodologies, the creation and 

structure of this literature review have been guided by the support of Randolph (2009), Snyder 

(2019) and Rowley & Slack (2004). The literature review displays the first part of this work’s 

methodology, aims for a solid theoretical foundation, offers an overview of the existing research, 

and impacts the two subsequent methodology approaches. The academic literature is reviewed and 

will be enriched in the process of the dissertation by selected professional literature and web 

sources. 

Databases used for this literature review were JSTOR, Scopus, Google Scholar, and Semantic 

Scholar. These databases were selected because of their broad range of scholarly research fields 

and they are state of the science. The main search criteria have been (a) focusing on the most cited 

articles, (b) peer-reviewed articles, (c) taking the date of publication into account, and (d) focusing 

on a period of publications starting in 2010. In numbers, the author has read more than 700 article 

abstracts and 271 full articles for this literature review. 

Table 1 represents the used keywords, terms, and variants of phrases according to the three-pillared 

literature review. Additional keywords were used and numerous articles were read to be able to 

conscientiously research the current literature for the second and third methodological parts of this 

work. 

 

Table 1: Keyword Synopsis of the Literature Review 

Source: Author’s elaboration 
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Current Transformation in the 
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Digital 
Transformation 

Employer 
Expectation Management 

Digital Change Employee 
Expectation 

Transformational 
Leadership 

COVID-19 

Customer 
Expectation 

E-Leadership 

Competitors 

Digital Leadership 
AI 
Substitutes for 
Leadership 

 

Hereinafter selected sources are presented to give the reader a short overview of the three pillars: 
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I.) Digitalization 

The word Digitalization can be seen as a buzzword and its attention is constantly growing. With 

878,000 hits1, this pillar is the smallest of the three but has a middle-weighted emphasis for this 

work. 

The literature contribution of Arner et al. (2015, 2017a, 2017b) focuses strongly on the evolution 

of financial technology and its impact on the development of the financial industry. At the same 

time, the research of Zeike et al. (2019) and Klein (2020) represents a broad connection between 

digitalization and leadership. King (2019) grants his readers personal as well as financial sector-

specific insights into today and future banking, including digital innovations and transformations 

like AI, and explains different paradigm shifts, e.g., the customer-bank paradigm shift, or the 

paradigm shift in banking advice driven by AI, which dominates the industry. 

Next to dominating the industry those aspects also influence expectation management and 

leadership strongly. It is important to provide a profound overview of transformational processes 

concerning the German banking sector. 

 

II.) Expectation 

The research field on ‘Expectation’ is by far the most extensive one with 6,800,000 hits2 but has 

the lowest weighted emphasis in this work. 

Westerman et al.’s (2014) research on leading digital focuses strongly on expectations. 

Additionally, Andelfinger & Hänisch’s (2017) work on Industry 4.0 contributes to the second 

pillar ‘expectation’. Next to Almsalam’s (2014) article, does I. Lee & Shin’s (2018) research 

provides useful input on customer expectations. 

Alananzeh et al. (2023) and Gibson et al. (2023) focus their research on employee expectations 

and focus on the definition of employee expectations as well as the question of how to meet those 

expectations, especially after the recent COVID-19 pandemic. 

 

III.) Leadership 

The academic literature on the field of leadership is huge and has the largest weighted emphasis 

of the three sections regarding this literature review but with 5,320,000 hits3 only second place. 

The first findings on the research of leadership can be found thousands of years back in ancient 

Egypt and its hieroglyphs. Systematic scholarly scientific research started over one hundred years 

 
1 The retrieval was done on 24.11.2023 using the starting web page https://scholar.google.com 
2 The retrieval was done on 24.11.2023 using the starting web page https://scholar.google.com 
3 The retrieval was done on 24.11.2023 using the starting web page https://scholar.google.com 

https://scholar.google.com/
https://scholar.google.com/
https://scholar.google.com/
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ago (Yammarino, 2013). Not only is the research period long but also the number of different 

leadership styles, models, theories, and numerous other approaches. Followingly an overview of 

five relevant publications and/or authors are presented, that helped to develop the literature review 

on ‘Leadership’: 

(1) When researching the field of leadership Bruce Avolio cannot be avoided. His impact on this 

research field is huge and therefore this literature review starts with summarizing his and his 

colleagues’ relevant findings. Not all of his 355 publications (Google Scholar, 2023) can be taken 

into account. Avolio et al. (2009) state that a sense of tension grew in the leadership literature 

modeling the designed leadership for the past century because it does not fully capture today’s 

leadership dynamic of organizations operating in a knowledge-driven economy and they expect 

the work on team interactions and virtual leadership to continue and become a growth field for 

leadership research. Avolio et al. (1999) conclude that factor analytic studies verify that each 

orientation of leadership includes more than one component which implies that no leader can be 

described by one single leadership style. Bass et al. (1987) state that they were the first to research 

a cascading effect of transformational leadership. Part of Avolio’s research focuses on the 

demonstration of the necessity of advocating more integrative strategies. Avolio (2007) states that 

the leadership research and development theory has focused on the changing of leaders and gave 

less attention to the interaction of leaders, context, and followers. Avolio et al. (2001) review the 

existing literature on E-leadership and form the basis for future work. For example, the work of 

Avolio et al. (2014), continually focuses their research on E-leadership and the dynamic of 

leadership in connection with AIT. Their empirical research about transformational leadership 

focused on the assumption that leadership varies in its effects on followers and their (in)direct 

reports to the leaders (Avolio et al., 2004). 

(2) The work of Dinh et al. (2014) was important to understand the current research on leadership. 

The given structure gave a helpful overview of emerging research fields and it was highly 

considered while structuring the own research and deciding on the leadership styles to be engaged. 

The researchers involved 752 articles in their research and with presenting 66 different theoretical 

domains the review gives an elaborative summary of current leadership research. 

(3) The literature review of DasGupta (2011) on E-leadership, next to the above-mentioned works 

of B. Avolio on E-Leadership, helped to clarify and identify the most important facets of E-

leadership, virtual teams, digitalization, and technology. 

(4) Former leadership methodologies will be replaced by newer methodologies, like multi-method, 

multilevel, and multi-time period nonlinear relationships studies, dynamic-modeling and 

simulation-based methodologies, the use of advanced network analyses, and studies that are of 

quantitative-qualitative methodological blend will increase (Yammarino, 2013). 
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(5) The research of Stana et al. (2018) had a strong impact on the review of Digital Leadership, 

representing one of the most important parts of this literature review. 

 

The existing body of knowledge on each research field falls under various categories. Hereinafter 

the main aspects of each field are listed, further subdivided, and more profoundly examined, to 

ensure an understandable and comprehensible read that follows the central theme of each chapter.  
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2.1 Current Transformation in the German Banking Sector 
 

Germany’s banking sector, as part of its financial system, evolved through the requirement of large 

amounts of capital to industrialize, which was mobilized by banks. The first major part involved 

the establishment of large joint-stock banks between the 1850s and 1870s. Followed by the buildup 

of two other types of banks, that are not primarily motivated by making a profit; the cooperative 

sector emerged in the middle of the 19th century and was the conclusion of initiatives by small 

farmers and handicraft workers (Detzer et al., 2017). 

Figure 2: Structure of the German Banking System 

Sources: Author’s elaboration, adapted from Brunner et al. (2004), Deutsche Bundesbank 

(2023), Faltermeier (2013) 

 

The savings banks were established by local municipal governments and expanded rapidly during 

the late eighteenth century, started as institutions where the working class and urban poor could 

earn interest on deposits and they provided finance for small and medium-sized enterprises. 

Emerging banks can be distinguished by their ownership, limitations, legal status, assets and 

liabilities, and clientele (Detzer et al., 2017),(Guinnane, 2001). 

Until today the German banking system is structured in a pillar system. Figure 2 and Table 2 

provide an overview of the characteristics and definitions of those groups. 

 

 

 

Group I

Commercial Banks

246 banks (2022)

Group II

Saving Bank Groups

368 banks (2022)

Group III

Cooperative Banking 
Group

736 banks (2022)
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Table 2: Structure of the German Banking System 

Source: Author’s elaboration, adapted from Arnold et al. (2016), Behr & Schmidt (2017), Dietrich 

& Vollmer (2012), Guinnane (2001), Hackethal et al. (2006), Höwer (2016) 
Group I Group II Group III Group IV 
Commercial banks Saving bank group Cooperative banking group Other banks 
Through legal form and 
ownership structure, 
privately owned, credit 
banks, heterogeneous 
subgroups: 
‘big banks’, smaller 
‘regional/ commercial’ 
bank 

Cannot raise capital 
externally 
subgroups: 
local saving banks and 
regional banks 
‘Landesbanken’ 

Subgroups: 
local cooperative banks, 
central financial and non-
financial institutions 

Most heterogeneous 
group 
subgroups: 
mortgage banks, 
special purpose banks 
(like promotional 
banks 
‘Förderbanken’, 
government-owned 
KfW ‘Kreditanstalt 
für Wiederaufbau’), 
loan and building 
associations 
 

Whole range of retail, 
wholesale and investment 
banking services, 
worldwide 
The big banks were 
founded in 1870 and they 
were essential during the 
process of Germany’s 
industrialization, often 
represented on their client 
firms’ boards, privileged 
access to information 
about their borrower’s 
debt and liquidity 
management 

Build up capital cushions 
by retaining earnings, legal 
limits concerning 
individual loan sizes, 
shareholdings in firms, and 
proprietary trading of 
securities; savings banks 
are subject to the 
supervision of the finance 
ministers of the respective 
Bundesland, the political 
influence is regulated by 
the ‘Sparkassen Act’ 

Historical aim was to help the 
poor and working people by 
collecting funds from 
members to grant loans to 
their members 
 

They founded regional central institutions (umbrella 
associations and own financial association networks) to 
shield single banks from e.g. solvency shocks or 
idiosyncratic liquidity 
Cooperative and saving banks can mostly perform the same 
function 

To a different degree, they are universal banks: big banks play a leading role in 
investment banking, lending, and deposit-taking 
They differ considerably in terms of markets shares and institutional structures 
They are subject to the same regulatory regime 
Internationally compared the role of the state is strong in German banking. If this involvement is desirable or not, 
the academic literature has not yet concluded 

 

The following figures show the trends of the number of banks and their branches by the defined 

banking groups from Figure 2 and Table 2 to visualize the emphasis and development over time. 
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Figure 3: Number of Banks by Banking Groups from 2002 to 2022 in Germany 

Source: Author’s elaboration, adapted from Deutsche Bundesbank (2002, 2007, 2012, 2017, 

2023) 

 

During the past twenty years, Group I and Group II lost 30% of their banks. Whereas Group III 

lost nearly 50% and Group IV 34% (Deutsche Bundesbank, 2002, 2007, 2012, 2017, 2023). 

At an average decline of 42% of bank branches from 2002 to 2022, Group I just diminished 5%. 

The other three groups’ bank branches continuously decreased by 50% (III), 54% (II), and 58% 

(IV) (Deutsche Bundesbank, 2002, 2007, 2012, 2017, 2023). 

 

 
Figure 4: Number of Bank Branches by Banking Groups from 2002 to 2022 in Germany 

Source: Author’s elaboration, adapted from Deutsche Bundesbank (2002, 2007, 2012, 2017, 

2023) 
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The strongest decline in the consolidation process of the German banking sector took place in the 

cooperative sector (Dietrich & Vollmer, 2012). The few big banks, such as Deutsche Bank AG, 

which is the biggest German bank and is one of the leading financial institutions worldwide, and 

Commerzbank AG, which was partially nationalized to be able to fulfill the takeover of at that 

point Germany’s second-largest bank, Dresdner Bank in 2009, as today’s second-largest bank in 

Germany (Strauß & Vliegenthart, 2017), run a nationwide network of branches and have the 

largest share in assets. The share of regional banks is much smaller, although the number of 

cooperative and savings banks is large. Differing between savings and cooperative banks, the 

savings bank assets are comparable to the credit banks but the cooperative bank shares’ are much 

smaller (Dietrich & Vollmer, 2012). Disintermediation is another factor of bank network 

consolidation and although it had stronger effects in other countries, such as the USA, Germany 

was also affected. Falling numbers did not only take place for all kinds of banks and bank branches 

but also the central institutions. In the cooperative banking sector, only one (DZ Bank) remains 

after the consolidation of DZ Bank and WGZ Bank (E.V., 2016). For the savings bank sector 

currently five central institutions, called Landesbank Baden-Württemberg, BayernLB, LB Berlin, 

Landesbank Hessen-Thüringen, Nord/LB, and SaarLB, remain (Deutscher Sparkassen- und 

Giroverband e.V., 2022). Höwer (2016) implies that the risk for a firm’s probability of closing 

after financial distress is much higher for cooperative or savings bank clients than for private bank 

clients. 

Comparing the German banking sector internationally it is instructive, sound, and often regarded 

as universal banking’s prototype. Furthermore, it has experienced a small number of banking crises 

and its’ caused damages were rather limited compared to other countries (Dietrich & Vollmer, 

2012),(Guinnane, 2001). Both cooperative and savings banks have significantly larger market 

shares than e.g. in the United States, which can be explained by their internal organization (Arnold 

et al., 2016). 

To distinguish between the banking sector and the financial system it is essential to understand, 

that the banking sector is part of the financial system. In the past, the financial system in Germany 

was bank-based. Therefore a lot of literature misleads them as synonyms. However, the system is 

changing from a bank-based to a capital market-based system (Hackethal et al., 2006). The digital 

transformation and its velocity differ between sectors and industries and cannot be lumped together 

(Westerman et al., 2014). 

 

This work focuses on the banking sector (which has not changed much over time) and tries to 

adopt new ideas from other participants of the German financial system. Behr & Schmidt (2017) 
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believe that the German banking system will not change fundamentally in the medium-term future. 

They further state that the mixed system has functioned well so far. 

The German banking sector is transforming constantly and the demand for financial services has 

undergone significant change. Will & Buhl (1998) researched the shift in this sector and already 

stated almost 25 years ago, that due to wealth, increasing income, and improved financial 

information, customers become more and more price and quality-conscious in their demand 

behavior. The importance of traditional banking, such as saving accounts, is constantly decreasing 

and innovative substitutes are increasing. The meaning of having a house bank is also losing 

meaning because half of the population owning a bank account in Germany has two or more bank 

accounts (Statista, 2019). Wilson III et al. (2004) explain that today’s society, often called a new, 

knowledge, information or, networked society reshapes leadership through four key changes; (1) 

shifting to knowledge (new central factor of production), (2) digitalization of information and 

communication technology, (3) accelerated globalization, and (4) less hierarchical and more 

distributed organizational forms. 

In history, rarely, an industry has been impacted directly by such a wide range of environmental 

changes as the banking industry in this new century. Different sources ((Andelfinger & Hänisch, 

2017), (P. K. C. Lee et al., 2011), (Shah et al., 2017), (Valaei et al., 2017)) summarize those forces, 

rapid changes and the effects of the fourth industrial revolution as follows: 

automation, challenges to strategic capability, change, changing consumer needs, deregulation, 

digitalization, economic complexity and uncertainty, financial market crisis, globalization, 

growing competition, growing market demands, high degree of specialization, increasing 

competition between financial institutions, internationalization, rapid (and unequal) economic 

development, technological change/advances, transforming customer/stakeholder/employees 

communication and variety 

 

It is important that companies realize these changes and adapt their organizationally-driven 

programs towards these forces (Shah et al., 2017) and adapt the necessary values such as creativity, 

flexibility, and individuality that the office infrastructure can influence (Andelfinger & Hänisch, 

2017). 

King (2019) describes banking as a key part of the global economy’s infrastructure. He states that 

if the banking system is very traditional, with an old core, run by bankers, full of regulation, and 

dependent on branch traffic it might probably be too late for a complete transformation. King 

(2019) writes about ‘Bank 4.0’ being about radical transformation, the responding shift of the best 

banks, new jobs, capabilities, and skills, and FinTech startups’ ability to create fast and cheap 

transformative experiences compared to any bank (King, 2019). 
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After defining and describing the German banking sector and listing the environmental changes 

impacting the said sector, a selection of the formerly named occasions will be discussed in the 

following sections. This is beneficial for the further parts of this work because the various 

transformational changes impact expectations and leadership behavior in many ways. This creates 

a basis for understanding the complexity of expectations and leadership behavior in the following 

subchapters.  
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2.1.1 Financial Crises 
 

Crises in general can come in different sizes and shapes, have their origin either externally or 

domestically, and hit poor and rich as well as large and small countries, they evolve, spread quickly 

across borders, and mostly need to be guarded or held in check by policies. Financial crises are 

often multidimensional events and are hard to characterize by a single indicator. They are often 

preceded by credit and/or asset booms that turn into busts (Claessens & Kose, 2013). Mishkin 

(1991) defined a financial crisis as a disruption to financial markets, in which they are unable to 

channel funds in the right way and function efficiently because moral hazard problems and adverse 

selection become much worse. Resultingly the crisis might drive the economy away from high 

output to an equilibrium where output declines sharply. 

It seems that emerging countries are more prone to crises but many of today’s developed countries 

were going through many crises during their process of emergence in the past (Claessens & Kose, 

2013). 

To define financial crisis further it is important to understand that, thus they have common 

elements, but the form varies. Mostly one or more of the following phenomena can be associated 

with financial crises: (1) severe disruptions in financial intermediation, (2) substantial changes in 

asset prices and credit volume, (3) large-scale government support, (4) the supply of external 

financing to various actors in the economy and (5) large scale balance sheet problems (Claessens 

& Kose, 2013). Mishkin (1991) also defined five factors causing financial crises: (I) increases in 

interest rates, (II) stock market declines, (III) increases in uncertainty, (IV) bank panics, and (V) 

unanticipated declines in the aggregate price level.  

 

Table 3: Overview of Crises Definitions and Analyzing Methodologies 

Source: Author’s elaboration, adapted from Claessens & Kose (2013) 
Type of crises Definition Analyzing methodology 
Currency Crisis Speculative attack on the currency concludes into (1) 

devaluation or sharp depreciation or (2) forces authorities 
to defend the currency; short crisis Measurable variables à 

quantitative 
methodologies Sudden Stop Crisis (or 

capital account, balance 
of payments crisis) 

Large and unexpected fall in international capital inflows; 
likely to happen in conjunction with a sharp rise in its 
credit spreads; short crisis 

Foreign debt crisis Country cannot (or doesn’t want to) service its foreign 
debt 

Variables are not easily 
measurable à 
Qualitative 
methodologies 

Domestic public debt 
crisis 

Country does not honor the fiscal and domestic 
obligations (in real terms) e.g. through inflating or 
debasing the currency 

Systematic banking 
crisis 

Potential or real failures or bank runs can compel the 
government to intervene or to cause banks to suspend the 
convertibility of their liabilities; tend to last the longest 
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Claessens & Kose (2013) differentiate crises into two types: (1) is based on quantitative definitions 

and maintains sudden stop and currency crises whereas (2) includes banking and debt crises and 

are strongly connected to judgmental and qualitative analysis. Table 3 complements the named 

differentiation with definitions. 

 

The common literature is often not in complete agreement concerning the dating of crises. The 

dates often remain unstable which can affect analyses and need to be taken into account. Claessens 

& Kose (2013) compare the dating of different authors and examine for example the start of 

Japan’s banking crisis for which the date varies between 1992 and 1997. This example is used to 

clarify the complexity and wide limit of variation in this topic. 

The global financial crisis between 2007 and 2009 and the ongoing debt crisis, caused by financial 

institutions, was the latest in financial history. Many researchers address this topic and focus on 

the various attributes that are summarized in Table 4. 

 

Table 4: Major Attributes of the Global Financial Crisis from 2007 to 2009 

Source: Author’s elaboration, adapted from Altunbaş et al. (2016), Böninghausen & Köhler 

(2015), Claessens & Kose (2013), Dietrich & Vollmer (2012), Fungáčová et al. (2017), Kotarba 

(2016), Strauß (2015), Strauß & Vliegenthart (2017) 
Negative image among the public The banking sector suffered mostly in 2008 
Reminder of the multifaceted nature of 
crises 

Being held responsible for causing international markets to collapse 

Implications of financial turmoil can have 
a great effect in the conduct of financial 
and economic policies 

Worlds number 4 investment bank Lehman Brothers failed in 
September 2008 

Widespread impact underlines importance 
of the need to solidly understand crises 

Caused by banks and by public and media named greedy, risk-taking 
and reckless investment bankers 

How the authorities aimed to preserve 
trust in banks by providing liquidity 
support to banks to safeguard financial 
stability and stave off bank runs 

The Lehman crisis is mainly attributed to internal sector issues such 
as: (1) extensive risk redistribution, inadequate risk evaluation, 
unclear derivate instrument valuation and booking 

Led to widespread support for the use of 
capital requirements (e.g. policy tools) 

 

Although the banking system in Germany has been stable for decades, some German banks were 

strongly hit by the financial crisis. The impact on German banks is summarized in Table 5. 

To summarize the financial crisis of 2007-09 and give an outlook the following authors’ 

contribution will be presented. Different empirical studies have documented the wide range of 

phases of financial crises and that in the aftermath of those crises, they can induce long-lasting 

consequences for the economy and/or credit growth and asset prices might remain depressed for a 

possibly very long time. Furthermore, crises are associated with huge downward corrections in 

financial variables (Claessens & Kose, 2013). 
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Table 5: Latest Financial Crises‘ Impact on German Banks 

Source: Author’s elaboration, adapted from Behr & Schmidt (2017), Böninghausen & Köhler, 

2015), Dietrich & Vollmer (2012), Strauß & Vliegenthart, 2017) 
Clouded reputation à especially the involvement of 
Deutsche Bank in selling risky US mortgage securities, 
manipulating the labor rate, and high credit risks 

In October 2008 the German chancellor declared a 
blanket guarantee on all bank deposits, created a new 
government agency (Bundesanstalt für 
Finanzmarktstabilisierung), to manage the crisis, and 
the newly funded ‘Fund for Financial Market 
Stabilization’ 

Hypo Real Estate (HRE), Industrie-Kreditbank (IKB) 
and the two ‘big banks’ Deutsche Bank and 
Commerzbank experienced large losses, the former 
three even had to be rescued by government 
interventions, whereas Deutsche Bank survived the 
crisis without governmental help 

Cooperative and saving banks were due to their 
traditional business model (and lack of investment 
banking) largely unharmed and benefitted from close 
client relationships, prevention of involvement in more 
risky activities by their by-laws, and strong customer-
deposit-gathering abilities 

Next to HRE, IKB, and Commerzbank the Aareal Bank 
and five Landesbanken had to be bailed out 

During the crisis German banks were constantly active 
and 50-70% of the total assets were located in foreign 
activities 

Commerzbank and HRE were too big to fail Reputational crisis due to the financial crisis 
04/2009 to 10/2009 expropriation of bank owners (to 
secure the stability of the financial system) 

Three centralized saving banks were strongly troubled 

Summary: indication that German banks at a whole did not take excessive risks (before the outbreak of the crisis) 
 

According to Adrian & Shin (2010) monitoring the relationship between the shadow banking 

system and the commercial banking system is key to avoiding future financial crises. Through the 

losses brought by the financial crisis, the common interest in understanding savings and borrowing 

behavior grew rapidly. Developing a strong personal finance through one’s ability to make 

financial decisions, can contribute to greater financial stability, and more efficient allocation of 

financial resources (Klapper et al., 2012). The study of Diallo (2018) focuses on the importance 

of efficiency in the banking industry and its relationship with financial dependence and economic 

growth during the financial crisis and stresses the importance of the quality of the financial sector 

and especially its efficiency during crises. Another study by Diallo (2015) focuses on the effects 

of bank competition on banking crises and shows that bank competition is negatively related to 

financial stability.  
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2.1.2 Current Constraints Impacting the German Banking Sector 
 

As the outlook already mentioned different changes and constraints have been established and/or 

refined because of the latest financial crisis. As current constraints (1) cultural change, (2) bank 

mergers, (3) zero interest rate policy, and (4) regulatory forces will be addressed: 

 

(1) Cultural change at first look does not fit into the column ‘constraints’ but banks started to 

proclaim a cultural change to rebuild their tarnished images which are, in the aftermath of the 

financial crisis, a challenge for corporate communication because of the prevailing distrust in the 

sector among the journalists and public. The cultural change of a bank should highlight the 

company’s efforts to develop a stronger focus on customers’ interests and to change their financial 

practices (Strauß, 2015). As an example, Strauß (2015) names the Deutsche Bank AG as a prime 

example of cultural change because it was the first bank worldwide to commit itself to cultural 

change in 2012. 

 

(2) In the aftermath of the financial crises bank mergers (as well as nationalization) had to be 

experienced by large banks (Arnold et al., 2016). Different analyses of bank mergers in Germany 

verify that failed banks usually merge with a healthy, neighboring bank of the same banking group. 

Some owner had to bail out their Landesbanken and others had to recapitalize their Landesbanken 

(e.g. Baden-Württemberg, the federal states of Bavaria, Stuttgart) and/or provide further 

guarantees (Höwer, 2016). For the savings banks group, the financial crisis was difficult. Next, the 

already named four other Landesbanken (HSH Nordbank, BayernLB, SachsenLB, and WestLB) 

suffered greatly, and due to their roles as business partners and co-owners they indirectly caused 

losses to other institutions in the group. This is the main reason why some Landesbanken were 

largely liquidated, were merged with stronger ones, or have been re-aligning their business models. 

The cooperative banks survived the latest crisis better than the other two banking groups (Behr & 

Schmidt, 2017). 

 

(3) The interest rate policy has changed through the recent financial crisis. Credit and money 

aggregates moved away from mainstream economics and the monetary policy conducted 

exclusively by changing interest rates (Kuzin & Schobert, 2015). The phenomenon of an interest 

rate close to zero or zero has been studied by many researchers. In this case, the substitutability 

between money and monetary policy instruments becomes very challenging which makes it very 

difficult for a central bank to deliver on further monetary easing. This is not just a theoretical 

textbook problem but occurred first in Japan on 12th February 1999 (Jung et al., 2003). Because of 
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the financial crisis, the ECB followed Japan’s lead and brought the key interest rate close to zero. 

The following figure visualizes the development of the key interest rate in Germany from 2008 – 

2023: 

 

 
Figure 5: Key Interest Rate for the European Area from 2008 to 2023 

Source: Author’s elaboration, adapted from European Central Bank (2023) 

 

(4) High financial penalties and increased scrutiny of the banking industry by regulatory agencies 

are consequences of the financial crisis. Assumptions arise that the number of penalties has 

lowered bank profitability so far that it has created waste uncertainty concerning the business 

model and solvency of banks. Furthermore, warnings occurred by the European Systemic Risk 

Board that the amount of regulation might become a source of systematic risk (Köster & Pelster, 

2017). Due to the utilization of public aid and general mismanagement regulatory measures 

including both financial penalties related to unfair market making, disclosure, or violating embargo 

rules and new regulations evolved (Kotarba, 2016). Those growing levels of regulation compel 

financial institutions to change their business models toward high service quality and capital 

adequacy, lower risk levels, and more stable revenue pools, and internally they initiated cost 

cutting, de-risking, and adjusted their strategy to strengthen the liquidity and capital positions 

(Kotarba, 2016). The resulting post-crisis financial regulatory reforms transformed the operation 

of financial institutions. In addition to the direct cost of regulatory penalties, the post-crisis 

regulation has enormously increased the financial compliance burden on financial institutions to 

over $200 billion worldwide since the crisis (Arner et al., 2017b). The new regulatory environment 

is made up of postcrisis regulatory reforms and their implications and it was deeply analyzed due 
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to its development, evolution, implementation, and effectiveness by Arner et al. (2017b) and they 

state that this new environment is a major driver leading to the formation of RegTech. The topic 

of RegTech will be further addressed in the chapter ‘RegTech’. 

In Germany banks that are in imminent danger to the financial system can be interfered with by 

the BaFin and due to the financial crisis, a restructuring fund was newly created by a new bank 

levy to be able to finance a resolution or restructuring of banks (Dietrich & Vollmer, 2012).  
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2.1.3 Digitalization 
 

This chapter presents the difference between electronic and digital banking and serves as an 

introduction for the following chapters. 

The process of digitalization is deeply embedded in our society. Over decades analog procedures 

have been digitalized. Different studies analyzed and compared by Andelfinger & Hänisch (2017) 

predicate that digitalization will erase many, depending on the study up to 60% of all, workplaces. 

First, the human workforce as body force was swapped for the steam engine and today, where 

humans until now seemed irreplaceable might be replaced by machines with the ability to learn, 

AI, and/or robotics. On the other hand, there are far less information and studies about possible 

new jobs evolving through this digital change. First new ideas need to evolve and business models 

need to be established to know which abilities are required by future employees. 

As a tradition, for many years and until the financial crisis in 2008 the financial institutions and 

cooperating companies have been the core of safe employment and corporate stability (Gomber et 

al., 2018). The transition in the financial industry started in the late 1960s with the first appearance 

of the ATM and the handheld financial calculator. Arner et al. (2017b) further describe the 

historical technological change in the financial sector with rapid and swift technological changes 

and developments such as (1) payment and (2) security markets. (1) Electronic payments began 

with the invention of the telegraph but first started to develop quickly with the emergence of 

electronic payment systems, like SWIFT and VISA, in the early 1970s, continued by the creation 

of RTGS and CLS in the 1980s and 1990s. Those processes also built the fundament for alternative 

payment systems (e.g. PayPal, Apple Pay). (2) In the early 1970s the systems changed from paper-

based physical to virtual electronic markets, starting with the establishment of NASDAQ as the 

first fully electronic security market (Arner et al., 2017b). The historical resume by Gomber et al. 

(2018) complements the work of Arner et al. by describing the technological input; during the 

1970s and 1980s, the financial service industry built mainframe computing that made the most 

innovative and intensive users of IT. In the 1990s the industry integrated into the Internet economy 

and expanding expenditures on IT was the norm. These are major examples of electronic banking 

and digital transformation which will be focused on in the next chapter. 

Digital banking focuses on user convenience and experience. It uses digital technology and 

provides banking services through mobile applications as well as online platforms. Edwards et al. 

(2017) concentrate on the digital economy in two main fields: (1) the transformational effects of 

hardware in the field of communication and information and (2) the compellingly large 
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interconnectivity afforded by the Internet. Further on he states that the digital age is, compared to 

the Industrial Revolution, maturing exponentially. 

In the existing literature digitalization, IT, and computerization can often be seen as synonyms. 

However, the importance of using those and adopting a dynamic approach within one’s company 

is essential (Mikalef & Pateli, 2017). New forces of business transformation, process disruption, 

and technological innovation flood the financial services industry. Through digitalization, those 

new forces and new ways for financial transactions established themselves and are true 

competitors (Gomber et al., 2018),(Paul et al., 2016). The technological advances helped to 

improve the knowledge about customers in general and their search-buy behaviors. This behavior 

can be easily tracked and the challenge lies in the question of how to leverage this knowledge into 

results valuable to the bank and customers. Although it is not possible to return to the extremely 

personalized relationships between branch employees or managers, and customers, personal 

factors have been lost on the way of the increasingly automated banking environment (Durkin & 

Kerr, 2006). Next to knowledge improvement, advances in process technologies have altered 

banking operations. Many activities, especially daily routine operations, have been automated, like 

serving deposit customers, calculating the creditworthiness of loan customers, and payment 

processes (P. K. C. Lee et al., 2011). Simplifying business processes is just one big alteration; two 

others are the raise of prosperity and the accruing opportunities for cybercrime and terrorists 

(Edwards et al., 2017). The following chapters are examples of important parts of digitalization.  
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2.1.3.1 Digital Transformation 
 

Companies in all sectors have become increasingly reorganized and digitalized into new kinds of 

digital organizations. Digitalization is changing the nature of work including job resources and 

demands. Job redesign and technological development continue to change the world of work in 

various ways (Zeike et al., 2019). Westerman et al. (2014) define technological development with 

terms such as robotization, automatization, mechanization, and industrialization and they state that 

the term includes many different aspects and cannot be clearly defined in one definition. Named 

examples in the banking industry are big data and mobile apps. Evolving trends are based on 

regulatory, strategic, technological, organizational, and social aspects. 

Digital transformation as part of digitalization can be defined as a continual process that increases 

the extent of digitalization and leads to disruptive changes in all business structures. Industry 4.0 

technologies fuel it and affect all business processes, customer operations, customer relations, and 

business models (Klein, 2020). Digital transformation is fast and fundamentally changing existing 

businesses, individuals, and societies. Companies that miss the change into digital organizations 

today will be much slower, less competitive, and less flexible in the future than digital pioneers 

(Zeike et al., 2019). One of the main pillars of digital transformation is the creation of a compelling 

customer experience (Westerman et al., 2014). Klein (2020) names digital transformation the 

buzzword of the past two to three years because of the fast development and distribution of many 

digital technologies. She captures digital transformation as a state of variable digital maturity 

levels of the companies and continues by explaining the start of digitalization with the use of 

computers and its management of digital data, which manifested itself in the automation of 

business processes and led companies to modify their business models supported by various digital 

technologies. Autor (2014) focuses on computerization, as part of digital transformation. The 

impact on task-intensive occupations such as technical, managerial, and professional occupations 

is huge because by increasing the scope of analysis and information and lowering the costs, 

computerization enables employees to further specialize in their field of work, with more time 

spent on applying and interpreting the information and less time spent on acquiring them. 

Through the usage of digital technologies, more and more digital business models are created, 

processes are digitally transformed, and this way the companies move to more digital ones (Klein, 

2020). Through the transition, the banking sector has been further opened for non-bank firms to 

also offer financial services (Gomber et al., 2018). 
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Digital transformation in employment has further far-reaching effects; such as a complete change 

in associated leadership, the paradigm of fixed working hours, and long-term business models that 

require an expanded concept of management and work (Andelfinger & Hänisch, 2017). 

Digital transformation transitions the banking sector to branchless banking. Gomber et al. (2018) 

state that through technological improvements customers are switching from traditionally physical 

bank branches as the primary point of contact (in-person) to digital transactions through a 

complementary effect (digital banking services and digital access products). Gomber et al. (2018) 

continue their argument by explaining that the bank branch systems are better for facilitating 

relationship-based banking instead of transaction-based banking. Lower transaction volumes and 

reduced costs of facilitating transactions create the incentive for banks to reduce their branch 

network. Lastly, Gomber et al. (2018) describe that significant customer heterogeneity in response 

to branch network changes exists and the most interesting result is that very heavy branch users 

are less impacted by changes to the branch network than expected. 

Successful transformation happens top-down and history shows never bottom-up (Westerman et 

al., 2014). Digital transformation as part of leadership and management is inevitable. It is 

considered to be a key challenge for top management and leadership. Strong leadership capabilities 

to drive and envision transformation were built by digitally successful companies (Zeike et al., 

2019). 

Those companies also redesign their management culture in an innovative way to master digital 

change successfully. However, the majority of today’s decision-makers are still focused on 

operational aspects and prefer to optimize the existing processes. Executives with a younger 

workforce and young decision-makers are much more open to the topic of digital transformation 

(Andelfinger & Hänisch, 2017). The (digital) leaders leading the transformation process need to 

face the disruptive challenges of digital transformation, too (Klein, 2020). They are confronted 

with new technologies and need to make decisions based on their disposable evidence. Every 

leader needs to disburden the strategic convergence with digital culture (Antonopoulou et al., 

2021). 

 

Andelfinger & Hänisch (2017) state that digital transformation needs strong players who ignite 

many fires in the company to realize the change. By presenting a variety of initiatives to bring 

about both sustainable change and digital empowerment in framework guidelines and working 

methods companies support this goal. Financial services’ future will be embossed by financial 

services experiences that are embedded in ubiquitous and rapidly scaling technologies, to solve 

big problems like identity theft, fraud, or financial inclusion (King, 2019). 
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Technology developers, big data analytics, cloud computing, artificial intelligence, and 

algorithmic trading strategies create favorable environments for startups to be used as a basis for 

robo-advisor wealth management services with much lower fees than traditional wealth 

management services, to launch innovative services rapidly, to deploy web-based services at a 

fraction of the cost of in-house infrastructure development and/or to provide unique personalized 

services to customers (I. Lee & Shin, 2018). 

Klein (2020) summarizes digital transformation through the rapid development and integration 

possibilities of new emerging digital technologies (e.g. augmented reality, social media, big data, 

artificial intelligence, and cloud computing). It has remarkable effects on businesses and how they 

are led and organized. Lastly, Klein (2020) points out that companies need appropriate leadership 

techniques to adapt to new market conditions and to maintain competitive advantages. Therefore 

the following chapters will pay attention to a variety of emerging digital technologies.  
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2.1.3.1.1 FinTech 
 

Companies in the financial service industry faced a dramatic emergence of new technology 

innovations and process disruptions recently. The industry and new startups are looking for the 

creation of enhanced customer experiences and new pathways to successful business strategies to 

result in new approaches to service transformations (Gomber et al., 2018). FinTech has become a 

popular term for novel technologies adopted by financial institutions. It covers a large scope of 

techniques and the continuous growth of investment has been advancing the development of 

FinTech to make progress on technology breakthroughs in multiple areas (Gai et al., 2018). 

Another definition for FinTech given by I. Lee & Shin (2018) states FinTech as a game-changing 

and disruptive innovation capable of shaking up traditional financial markets and as a new 

paradigm in which information technology, favorable regulation, and sharing economy are driving 

the most important innovations in the financial sector at a rapid speed. 

Most people think when hearing of FinTech as a relatively new phenomenon but Arner et al. 

(2017a) describe FinTech as an evolution that unfolded in three stages; FinTech 1.0 (1866-1967) 

as the period stretches from the laying of the transatlantic telegraph cable to the development of 

the global telex network. FinTech 2.0 (1968-2008) represents the beginning of the digitization of 

traditional financial services, beginning with the first ATM and FinTech 3.0 (2009 – present) 

started with the GFC and the resulting proliferation of startups and IT firms brought the rapidity 

of technological development and new financial services. 

FinTech promises to reshape the financial sector by improving the quality of financial services, 

cutting costs, and building a more stable and diverse financial landscape (I. Lee & Shin, 2018). 

Kotarba (2016) states that given the constantly growing competition from the FinTech industry, 

embracing social and technological changes is most important to both growth and survival for the 

financial sector because FinTech innovation can rattle the entire financial landscape (e.g. 

blockchain technology revolutionizes different traditional banking services with stronger 

transaction security and faster exchanges of money at lower costs) (I. Lee & Shin, 2018). King 

(2019) claims FinTechs have just one basic mission: to ‘kill the friction associated with financial 

services’ and not financial institutions, insurances, or brokers. 

Gomber et al. (2018) write about FinTech as a revolution instead of a set of less impactful changes 

and assume that currently leading firms in the financial sector that are not able to figure out how 

to hop on the “FinTech Revolution” are at stake. Gomber et al. (2018) continue by explaining the 

foundation of the FinTech Revolution resting on three pillars of innovation; (1) huge money 

resources for technology innovation in a highly fertile area of the global economy, (2) FinTech 

start-ups created new services for the financial sector, developed new technologies and offered 
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consumers the usage of financial services in a very valuable, direct and future-forward way and 

(3) FinTech start-ups transformed business models in the financial sector by extending consumer 

access outside of branches and 24/7, substituted for traditional banks and services and gained 

higher levels of personalization. 

After the explanation of the foundation Gomber et al. (2018) continue by identifying the three key 

forces of the FinTech Revolution as (1) technology innovation which is widely recognized as the 

main engine of industrial transformation and economic growth and the main characteristics of the 

technology industry are ever-increasing pace and inexorable advances. (2) Process disruption 

means not only the many different processes that FinTech innovations have disrupted but also the 

entire financial service industry that has been disrupted in further fundamental ways. The author 

suggests that financial institutions embrace disruption and develop more effective organizational 

strategies by leveraging FinTech innovations. As a result of all the changes and transformations, 

services will operate in different ways than have been observed before. Those (3) service 

transformations are compared to historical developments that are far more transformational and/or 

successful. 

Gai et al. (2018) describe the main issues in FinTech by dividing the overall security and privacy 

issues into four groups; (1) data-oriented issues including e.g. data mining, data deduplication, 

data analytics, and data processing, (2) applications contain E-commerce, wealth management, 

mobile apps and risk management, (3) facility and equipment entail protocols, distributed servers, 

financial equity and wireless networks, and (4) service models encompass internal services, data 

services, and cloud computing. FinTech‘s main field of action is transformations and/or 

approaches in the following attributes visualized in Table 6. 

 

Table 6: FinTech’s Major Fields of Action 

Source: Author’s elaboration, adapted from Gai et al. (2018), Gomber et al. (2018) 

Big data Data Analytic Techniques Personal Financial Management 
Services 

Blockchain Deposit services (innovations) Real-time transaction 
Charitable giving and 
crowdfunding (e.g. for natural 
disasters, social needs) 

Distributed ledger technology Robo-advisory services 

Cloud computing Image processing Social trading platforms 
Credit approval Mobile embedded systems Transformation of payment 

services (faster settlement of 
payments, global remittances, etc.) 

Credit monitoring Mobile networks Transformations in customer 
acquisition and retention 

Credit scoring New cybercurrencies Trust management 
P2P lending and financial inclusion 
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In summary, it can be said that the core of FinTech is about security and data. Such a FinTech 

solution can only be established when the developers deploy secure mechanisms for unpredictable 

risks and prevent predictable threats (Gai et al., 2018). Additionally, the term FinTech is used for 

various factettes of technological and financial processes, referring to IT systems, mobile and 

application services solutions, and internet-based technologies combined with financial services 

merged into a digital financial service provider as a new strong competitor for traditional banks. 

To stay competitive, traditional financial companies need to invest in FinTech because FinTech 

companies have a significant impact on the financial industry. Those traditional companies invest 

a lot in external FinTech startups (as collaborative fintech ventures) as well as internal FinTech 

projects to hopefully zero in on FinTech innovation and gain a competitive advantage (I. Lee & 

Shin, 2018). 

 

Table 7: Worldwide FinTech Investment in 2022 

Source: Author’s elaboration, adapted from KPMG (2023) 
Region FinTech Investment Deals Average Investment 

America $68.6 billion 2,786 $24.6 million 
EMEA $44.9 billion 1,977 $22.7 million 
Asia Pacific $50.5 billion 1,227 $41.2 million 
Total: $164,1 billion 6,006 $27.3 million 

 

FinTech has become a major player in the financial sector and is well beyond the stage of hype. 

Table 7 shows the impact by presenting the giant worldwide investments. They are mostly 

entrepreneurial and by driving major innovations they provide more personalized services than 

traditional financial companies (I. Lee & Shin, 2018). 

KPMG (2023) elaborated six predictions for FinTech: (1) AI-driven solutions advance into 

investors’ focus, (2) B2B solutions continue attracting solid investments, (3) ESG-focused 

FinTechs witness considerable ESG growth, (4) demand for non-crypto blockchain-based 

innovations grows, (5) while M&A activity grows the deal sizes shrink, and (6) regulators scrutiny 

on the crypto space rises.  
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2.1.3.1.2 RegTech 
 

Arner et al. (2017a),(2017b) research the field of FinTech and RegTech and state that FinTech 

depends on RegTech. Therefore followed up is a resume of RegTech to complete the major 

technological developments in the financial industry. 

The rapid evolution of FinTech, the significant growth of FinTech companies (from ‘too small to 

care’ to ‘too big to fail’), and the changing nature of financial institutions, markets, and services 

since GFC demand a similar evolution of RegTech (Arner et al., 2017a). Since GFC FinTech has 

grown organically from the bottom-up (through startups and IT firms) whereas RegTech has 

grown because of top-down institutional demand (Arner et al., 2017b). RegTech can be defined as 

the usage of information technology in the context of regulatory reporting, monitoring, and 

compliance and it refers to technological solutions that improve and rationalize regulatory 

processes (Arner et al., 2017a). 

It can also be categorized, like the FinTech Revolution, into the following stages: RegTech 1.0 

(pre-GFC) was driven by large financial institutions that integrated technology into internal 

processes to combat complexity and rising compliance costs and involved a strong partnership 

with regulators based on an overreliance on internal risk management systems (Arner et al., 

2017a). In comparison, RegTech 2.0 (post-GFC) is driven by financial market regulators and 

participants who use technology to enhance compliance and economize its processes. The masses 

of data generated to react to the regulatory demands have urged streamlining compliance. Another 

element of the second stage is the regulator’s adoption of technology to enhance supervisory 

capacity (Arner et al., 2017a). The third stage is an outlook into the future. In RegTech 3.0 

technology will help to reconceptualize finance and its regulation (Arner et al., 2017a). The 

enhancement of supervisory capacity will also be expanded during this stage. It can be expected 

that RegTech focuses strongly on B2B solutions whereas the FinTech sector attends to both B2B 

and B2C solutions (Arner et al., 2017b). 

RegTech authorities can monitor and regulate industry participants and additionally gain the 

possibility to identify when to monitor and regulate them. To assimilate the increasing compliance 

burdens Arner et al. (2017a) devised four reasons why regulators need to work with FinTech and 

RegTech companies: (1) understanding the collection and process of data, (2) reducing 

standardized reporting formats, (3) taking a structured approach to harmonize compliance 

requirements (also across markets) and (4) increasing data sharing among regulators and 

transforming the way of using said data (Arner et al., 2017a). 

As markets are evolving to rely more and more on data the benefits offered by RegTech are 

extensive for authorities and markets. For markets RegTech can (1) present new opportunities for 
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advisory firms, FinTech startups, and tech companies, (2) empower companies to control risks and 

costs more effectively, and (3) liberate surplus (regulatory) capital. For authorities, the advantages 

are (1) the time reduction to investigate compliance breaches, (2) the identification of developing 

problems, (3) the allowance of development of continuous-monitoring tools and capacities, and 

(4) the providing of close to real-time insights (possible through AI filters and deep learning) 

enables to identify problems in advance (Arner et al., 2017a),(Arner et al., 2017b). 

RegTech represents more than efficiency tools for the financial sector and is rather a paradigm 

shift in regulation to transition from a KYC to a KYD approach. Therefore it is far from being a 

subset of FinTech and should be considered a distinct (but connected) phenomenon that has the 

potential to not only decrease costs but for application in a wide range of contexts from monitoring 

environmental compliance to tracking global locations in real-time (Arner et al., 2017a),(Arner et 

al., 2017b). To further visualize their differences Table 8 summarizes the attributions of the 

emergence between RegTech and FinTech. 

 

Table 8: Attribution of the Emergence RegTech vs. FinTech 

Source: Author’s elaboration, adapted Arner et al. (2017b) 
FinTech RegTech 

GFC and the regulatory response to it caused 
deficiencies 

Post-GFC required massive additional data disclosure 

Public distrust (particularly in USA and EU) Economic incentives to minimize rising compliance 
costs 

Political pressure for alternative sources of finance for 
enterprises (small and medium-sized) 

Developments in data science (e.g. AI) allows the 
organization of unstructured data 

Unused talents because of unemployed financial 
professionals 

Enhancing the efficiency of supervisory tools to uphold 
mandates of market integrity and macro and micro 
financial stability and to foster competition Commoditization of technology (especially internet 

and mobile phones) 
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2.1.3.1.3 Crowdfunding/-lending 
 

Crowdfunding and crowdlending are two ways of crowd investment. It gets attention at this point 

to give an example of investments taking place outside of financial institutions. Gamble et al. 

(2017) describe crowdfunding as a type of crowdsourcing in which an enterprise or individual tries 

to assemble the funds for a venture or any kind of project by requesting individual donations from 

the general public. Furthermore Gamble et al. (2017) distinguish between (1) equity-based 

crowdfunding, also known as e.g. angel investment, in which contributors become stakeholders 

and (2) rewards-based crowdfunding which is popular, more commonplace, and simplistic with 

consumers. Gamble et al. (2017) prove this by presenting Kickstarter (www.kickstarter.com), 

which is a platform where creative projects are funded and advertised through the website. It also 

provides step-by-step guidance for building projects, starting ventures, receiving feedback, and 

tracking processes. 

Paul et al. (2016) describe crowdlending as the brokering of loans between an economic entity 

(private individuals or small to medium-sized companies) that requests credit and a financial 

institution as a lender. The Internet platform they use provides a special service to achieve a 

sufficient transaction advantage over the established intermediation process. This advantage can 

for example be an intelligent digital screening system that achieves a more precise 

creditworthiness classification of borrowers in comparison to the scoring tools of established 

banks. Through this new technology, new lending arrangements might evolve that were e.g. too 

small or risky for the traditional way. 

http://www.kickstarter.com/
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2.1.3.1.4 Big Data 
 

As part of digital transformation, Edwards et al. (2017) state that big data plays a major role in 

shaping the management of future operations. It has the potential to uncover trends and patterns 

related to e.g. human behavior and machinery. Where it promises substantial benefits it also 

equally raises dangers like crime or social inequality. Edwards et al. (2017) conclude with an 

appeal to mankind to assert dominion over technology to avoid becoming its slave. Scholars and 

practitioners acknowledge the importance of big data (BD), big data analytics (BDA), and big data 

and predictive analytics (BDPA) in i.e. ascertaining valued insights for enhanced decision-making 

processes, achieving business value, and firm performance (Gunasekaran et al., 2017),(Sivarajah 

et al., 2017). The development of BD induces more value to data than it used to. Therefore 

customized services can be created to meet private clients’ demands, like financial management 

and independent financial advisors (Gai et al., 2018). 

Sivarajah et al. (2017) and Wamba et al. (2017) describe BDA as an emerging hot topic among 

scholars and practitioners that many organizations intend to construct information from BD. 

Furthermore, some scholars and practitioners suggest BDA as a new paradigm of knowledge 

assets. Wang & Hajli (2017) describe BDA as an ability to manage huge volumes of data to enable 

users to implement data reactions and analysis. Another definition for BDA is the holistic approach 

to analyzing, managing, and processing the 5V data-related dimensions (volume, variety, velocity, 

veracity, and value) to create ideas for delivering value, establishing competitive advantages, 

driving new revenue streams, and measuring performance. The analytics process is seen as a tool 

to improve operational efficiency (Sivarajah et al., 2017),(Wamba et al., 2017). BDA enables 

organizations to make data-driven decisions, create innovative ways to organize and learn and 

innovate to improve management and operational risks, reinforce customer relationship 

management to enhance operational efficiency over the total company performance (Wamba et 

al., 2017). Through the named opportunities and thanks to BDA, organizational agility can be 

achieved through the impact on competitive advantage, processes, and knowledge management 

(Côrte-Real et al., 2017). It becomes more and more important for organizations to achieve 

effective management of one’s resources to work through all the BD initiatives (Braganza et al., 

2017). But data collection, processing, use, and analysis are done by many different parties in one 

organization. The complexity and capability for analyzing BD correctly and using it are 

tremendous. All these factors increase the difficulty of using BD for decision-making (Janssen et 

al., 2017). 

The growing body of research on BD(A) had its focus in the beginning primarily on technical 

issues. But to leverage the full benefits of BDA companies need to orchestrate strategic choices, 
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address managerial challenges most effectively, and understand the strategic, managerial, and 

economic impact of BDA (Wang & Hajli, 2017). Empirical research on BDA and the financial 

market, like the study by Seddon & Currie (2017) tries to gain a deeper understanding of 

computerized trading using proprietary algorithms. 
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2.1.3.2 Leading Digital Change 
 

As the second part of the main chapter ‘Digitalization’ the subchapter ‘2.1.3.2 Leading Digital 

Change’ focuses nowadays on the fact that most companies are creating new digital business 

strategies to stay competitive. But if they do not understand the importance of leadership in this 

process poor business performances will result from the lack of digital leadership (Araujo et al., 

2021). 

The empirical research of Westerman et al. (2014) clarifies that strong leadership capabilities make 

a company significantly more profitable (than their peers) and disciplined governance and strong 

vision facilitate to drive digital investments in a common direction, which is dearly necessary due 

to transformation. Such committed leadership turns technology into transformation (Westerman et 

al., 2014). And because digital transformation cannot happen without digital investment, they 

further claim that digital mastery matters. Because moving all parts of a complex company in the 

right direction at the right pace and time is difficult, the true advantage comes from fostering strong 

bonds between business and technical people. They define digital masters as employees who have 

overcome the difficulties that challenge the market and their competitors; they know what, how, 

and where to invest and are led powerfully into the digital future (Westerman et al., 2014). The 

research of Westerman et al. (2014) sees the average digital mastery of banking in second place, 

only outpaced by the field of high technology. 35% of the research field of banking has mastered 

digitalization whereas 23% have underdeveloped coordination, have no overarching vision and 

digital culture may only exist partly, 23% have an undeveloped but overarching vision, strong 

digital governance, and active steps to build a digital culture and steps furthermore 19% have still 

a very immature digital culture. Smart digital investments and other changes are impressive but to 

become more profitable and gain the true digital advantage companies also need the right 

leadership (Westerman et al., 2014). Their research finishes with making a note of digital 

transformation and technologies (such as embedded devices, smartphones, social media 

collaboration, and big data analytics) breaking operational paradoxes of the predigital age 

(Westerman et al., 2014). 

Further research by Araujo et al. (2021) and Avolio et al. (2001) validate points of Westerman et 

al., such as the importance of leadership. Of course, is the research of Avolio et al. (2001) 

concerned with different aspects than Westerman and Araujo because of its seniority but it is still 

important to highlight in a literature review concerning leadership. They focus on the connection 

between digitalization, technology, and leadership and the growing complexity of this subject. 

Avolio et al. (2001) claim that digitalization forces companies to rethink how their employees get 

together and how they are led. For example, they ask how a senior management team assures 
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followers that its message is authentic when named followers access information that contradicts 

the strategic leadership directive. 

Many industries are moving through an effective globalization process and expect digital leaders 

to have the necessary equipment to manage digital transformation but mostly there are significant 

shortcomings in both process management and technology dominance that digital leaders also need 

to face. Global industry strategies are framing how digital leaders act to understand better this 

process’s transformation based on their knowledge, characteristics, and experience (Araujo et al., 

2021). 
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2.1.4 New Competitors in the German Banking Sector 
 

The fourth aspect of the current transformation are new competitors in the German banking sector 

are flooding the industry continually. The following are some examples that are new and/or 

ongoing. Competition is no new phenomenon. When for example banks offer loans, they commit 

to the highest quality borrowers but because of competition, they often also give these loans to 

borrowers with lower quality (Dinç, 2000). Clerides et al. (2013) measure competition over time 

with three different indices and show that the degree of banking competitiveness is correlated with 

the business cycle. While the business cycle is in the upward phase, bank efficiency improves 

owing to lower adjustment costs and informational asymmetries. 

Innovations have different competitive consequences for companies. Radical innovations force 

established organizations to draw on new skills and even employ new approaches whereas 

incremental innovations reinforce their capabilities (Henderson & Clark, 1990). Already in 1990 

Henderson & Clark (1990) stated evidence about technical innovations and their huge competitive 

consequences. Banks of different sizes have different technological innovations available. 

Whereas larger banks might have advantages in lending technology like credit scoring (because it 

is based on quantitative data), small banks have advantages in lending technologies like 

relationship lending (because it is based on soft information) (Berger et al., 2004). 

In response to growing competition banks used diversification in their business models in the early 

2000’s to stay competitive. They diversified e.g. into non-interest earning activities such as mutual 

fund sales, asset management, private banking, and insurance (P. K. C. Lee et al., 2011). 

In the banking industry competition fuels business, as in every other industry. Next to the 

competition from financial institutions and financial newcomers non-bank institutions like post 

offices, supermarkets, and telecommunication firms compete in the financial services market (P. 

K. C. Lee et al., 2011). The biggest challenge for traditional financial institutions is that while 

battling their core stability issues newcomers are bantering the market and growing significantly 

due to their technological advantages (Kotarba, 2016). The research of Kuzin & Schobert (2015) 

and Berger et al. (2004) focuses on foreign-owned banks. The driving forces of German money 

have changed from domestic bank credit to foreign credit (Kuzin & Schobert, 2015), which 

represents the impact of foreign banks’ competition. Berger et al. (2004) on the other hand 

illustrate the advantages of foreign banks compared to domestically owned banks such as access 

to capital, multinational customers, and the use of technology. 

In some subchapters of ‘Digital Transformation’, new competitors such as start-ups and big data 

were already mentioned. FinTech applications such as robo advice, digital money, big data mining, 

distributed ledger technology, and others might radically change financial business practices. 
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Traditional banks are not keen to embrace these changes because they cannibalize existing 

business models but through a sufficient profit proposition technological development will be 

further embraced (Bassens et al., 2017). Today Bassens’s research and claim can be confirmed. 

Kotarba (2016) describes the FinTech community as highly agile, innovative, focused, and fast-

growing. They are interested in business areas with high revenue potential to achieve a quick 

break-even and solid ROI. However, as they avoid primarily high regulation, core issues related 

to risk, and capital, they are forced to ally with financial institutions to be able to cover the 

regulated sections of business processes. Furthermore, digital consultations and crowdfunding/-

lending enable customers to conduct their money without a traditional bank (Paul et al., 2016).
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2.1.5 COVID-19 
 

This subchapter is the last presenting the current transformation of the German banking sector. 

The recent Corona Virus Disease 2019 (COVID-19) adversely impacted most vital sectors 

worldwide and public organizations and companies were forced to adopt a new way of working 

and managing human resources (Daraba et al., 2021). The pandemic has impacted the progress of 

digitalization and the further development of leadership in the German financial sector. 

It is the latest crisis and was mainly driven by the absence of effective medicine, unspecific 

symptoms, uncertainty because of a lack of knowledge, undetermined timeframes, and the urgency 

to be active and make decisions concerning the pandemic in the beginning (Brinks & Ibert, 2020). 

On the 30. January 2020 the World Health Organization (WHO) declared the COVID-19 outbreak 

and it became a public health emergency of international concern (World Health Organization 

(WHO), 2020). While it is a challenge on a global level, national and regional authorities need to 

act because there is no other centralized authority (Schiefloe, 2021). Only the WHO gives 

guidance. 

In 2022, 24.2% of all employed people in Germany worked from home. Of these, 14.7% use their 

home office every day or at least half of their working hours. Another 9.5% worked from home 

less than half of their working days. The proportion has almost doubled compared to the pre-

Corona level. In 2019, 12.9% of employees worked from home; in the first Corona year of 2020, 

it was 21.0% (Statistisches Bundesamt, 2024). In co-determined companies, employees report 

positive experiences with working from home more often than average. In companies with a works 

council, 86 percent do this, and on average only 77 percent. Almost half of those surveyed who 

work from home would like to continue working from home in the future (Hans Böckler Stiftung, 

2023). Companies with a works council are ahead when it comes to the fair design of such rules: 

the probability that companies offer flexible working time arrangements for employees with care 

responsibilities such as flextime or home office increases by 13.9 percentage points if there is a 

works council (Hans Böckler Stiftung, 2023). Work councils exist in German banks. 

Today the pandemic is overcome. But because of its spreading behavior – from human to human 

– most national authorities enforced so-called ‘social distancing’ policies worldwide to reduce the 

ratio of infection (Brinks & Ibert, 2020). Therefore, also the working world had to adopt and 

implement the so-called Work-from-Home (WFH) around the globe. Due to the implementation 

of WFH millions of employees started to quit working-from-office and started WFH (Daraba et 

al., 2021). This development led to significant changes in work methods. Employees needed a 

flexible working method more or less overnight. The successful implementation of a flexible 

working method that is not limited by location, time, or type of communication technology, the 
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use of information requires organizational and social support in the form of e-leadership, and 

digital technology (Contreras et al., 2020). WHO gave companies a guideline to get workplaces 

ready for COVID-19 where WHO advised (1) simple possibilities to prevent the spread in the 

workplace, (2) managing risks concerning meetings or events, (3) considerations from employee 

travels and (4) preparing workplace in case the pandemic arrives in the company (World Health 

Organization, 2020). 

 

Although teleworking and WFH were becoming more and more popular before COVID-19, the 

pandemic accelerated this process. Because teleworking already existed beforehand the 

infrastructure for teleworking mostly existed which helped companies to operate with employees 

working in different places than their actual workplaces (Contreras et al., 2020). The 

implementation of teleworking and WFH raised questions among academics in the fields of 

organizational psychology and studies and management because many scholars agree, that 

leadership is essential for supporting employees during insecure times and understanding how 

leadership functions are vital to managing HR during a crisis (Daraba et al., 2021). Daraba et al. 

(2021) further explain the scholars’ concern with the question of how leadership might impact 

employee performances while engaging in WFH mode because through changing interactions 

between follower and leader and the organizational context leadership might be influenced. 

Medeiros et al. (2022) focused their research on the leadership styles of world leaders in the context 

of the COVID-19 crisis. And they stated that public health outcomes during the pandemic altered 

significantly as a result of different leaders. They further suggest that leaders who are overly 

obstinate or uninformed in their approaches to solving problems may pose a higher risk to their 

followers when facing a crisis.
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2.1.6 Further Leadership Challenges 

 

The above-presented current transformations in the German banking sector, in subchapters 2.1.1 

– 2.1.5, are simultaneously leadership challenges. For example, the challenges when leading big 

data; BD approaches can be used to support change efforts and are hence important. Relevant key 

management and leadership challenges identified by Shah et al. (2017) are summarized and 

enhanced in Table 9. 

 

Table 9: Relevant Key Management and Leadership Challenges 

Source: Author’s elaboration, adapted from Shah et al. (2017) 
(1) Leadership - a vision 

- the ability to identify actions, patterns, questions, and themes 
- inspirational to lead with a specific philosophy for the benefit of teams and will help to 

cement different approaches 
(2) Talent 
Management 

- the development of employees can be seen as a collective initiative to enable and transform 
change 

- skills development 
- awareness building 

(3) Technology - access to technology 
- providing investment 
- no overreliance 
- designed and tailored approach to use appropriate technologies 

(4) Decision 
Making 

- using the true benefits of BD (as many employees as possible to enable to construct 
decisions about their own and the company’s intent) 

- requires a cross-functional cooperation (to have e.g. job satisfaction properly addressed and 
understood) 

(5) Company 
Culture 

- needs to underpin the application and use of data to let the company become data-driven 
- directly linked with leadership requirements and management commitment 
- employees awareness of how BD can be misinterpreted need to be heightened 

 

But executives and leaders are facing even more transformations and challenges. The fourth 

industrial revolution seems to have gone differently than the industrial revolutions beforehand. 

The prosperity of the working population and the increase in added value have long been 

decoupled. Digitization and Industry 4.0 are accelerating this development (Andelfinger & 

Hänisch, 2017). Therefore this highly dynamic environment compels leadership adaptability and 

innovation to be critical to channeling the right knowledge to the right people at the right place 

and time (Wilson III et al., 2004). In addition, Wilson III et al. (2004) describe this leadership style 

as a postindustrial digital age style that emerges to form stronger horizontal linkages among elites 

across different countries and sectors. 

Another ongoing challenge is ageism. Klus & Müller (2021) state in their research that this aspect 

is not only a challenge concerning employees or teams but also executives. To manage change 

processes including digitalization, executives need to balance out old and new and strive to 

convince as many employees as possible to be on board. To convince employees of something you 
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need trust. According to Andelfinger & Hänisch (2017), reliance on management is crucial. If it is 

nonexistent digital leadership cannot blossom. 

 

The presented digitalization process, its strong impact on the already changing industrial 

environment, the enormously growing amount of data, due to cyber-physical systems and the 

increasing network of IT systems, and taking advantage of those results organizations, use artificial 

intelligence (AI) methods more and more frequently (Peifer et al., 2022). AI combines aspects of 

cognitive and engineering science (Peifer et al., 2022). Titareva (2021) summarizes key terms of 

AI to be: automation, big data, Industry 4.0, and machine learning and lists the fields AI is used in 

to be: accounting, agriculture, e-commerce, education, entertainment, finance, healthcare, and 

other service industries. 

To be able to discuss AI in financial services and banking King (2019) defined AI into three major 

phases: (1) algorithms and machine intelligence, (2) artificial general intelligence – human-

equivalent learning system and machine intelligence, and (3) hyperintelligence that surpasses 

human intelligence on an individual as well as a collective basis. Peifer et al. (2022) classify AI 

differently and include next to (2) + (3) artificial narrow intelligence, where human intelligence is 

not exceeded. Peifer et al. (2022) view (1) additionally as a separate segment of AI and extend it 

into different levels of complexity, where the most complex method is called deep learning. 

Titareva (2021) describes, as well as Peifer, on the one hand, artificial narrow intelligence as 

‘Weak AI’ and (2)+(3) as ‘Strong AI’. 

King (2019) describes AI to be a completely new skill set for banks and highlights the missing 

expertise compared to tech majors. Ernst & Young summarizes AI potentials for the financial 

services industry to be (1) customer experience optimization, (2) improved fraud detection, and 

(3) intelligent automation (Latinne, 2023). Latinne (2023) concludes by highlighting on the one 

side that AI-powered solutions enhance productivity, achieve added value, and enable 

management systems, and on the other side the entailing responsibilities and risks of introducing 

new technologies. 

A Forbes article generates six approaches to how AI helps to access more equitable financial 

services; (1) to restore and redefine personalize experiences without branches to (re)build 

consumer trust, (2) to utilize previously inaccessible relevant data to make more informed risks, 

(3) to prevent and/or reduce fraud, (4) to line up new industry players because the balance between 

traditional banks and FinTechs shifts, (5) to speed up services, and (6) to leverage human-AI 

relationships and partnerships (McKendrick, 2023). McKendrick (2023) concludes by highlighting 

machine learning and AI to predict consumer behavior and understand their purchase preferences. 

King (2019) proposes AI approaches to (1) massively affect marketing, (2) radically change 



 43 

customer expectations, (3) dominate the ability to engage customers, (4) operationalize 

organizational risks, and (5) revolutionize the way one views. 

Avolio et al. (2001) make assumptions and following recommendations on how to examine how 

AIT transforms traditional leadership at different levels and how it can be adapted to AI as the 

next level of digital transformation in the context of leadership. 

Therefore the latest leadership challenge is probably the possible influence of AI on leadership. 

The field of research on this topic is relatively new and, compared to the research on leadership in 

general, rare. As leadership is essential for the distribution of knowledge and knowledge is crucial 

to comprehend AI, the two are directly related (Moldenhauer & Londt, 2019). It is further 

discussed in the chapter ‘2.3.5 Substitutes for Leadership’. 
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2.2 Various Types of Expectation Management and Their Implications for the Banking 

Sector 
 

The second part of the literature review focuses on expectation management. The basis of effective 

expectation management is a clear vision of what one tries to achieve (Westerman et al., 2014). 

Before giving an overview of management/employer, employee, and customer expectations, a 

subsumption of experiences and a delimitation of expectancy is given. 

Höwer (2016) research focuses on bank relationships and their information asymmetries. Those 

are two aspects that are important for expectation management. Supplementary relationship 

research, Reydet & Carsana (2017) focus on customer experiences because positive and 

memorable experiences lead to affirmative behavior towards the brand and generate loyal 

customers. Those experiences are mostly emotional. Creating such an experience is crucial for 

differentiation. Another research from almost twenty years ago already highlighted the possible 

issue of disconnectedness in the banking relationship due to technological platforms (Durkin & 

Kerr, 2006). They further explain that the customer’s attitude determines the quality of the ultimate 

experience. 

Expectancy can misleadingly be assumed as expectation but the expectancy theory can be 

described as a general concept whereas expectations can be described as specific applications and 

are used to identify particular examples of expectancy (Janzen et al., 2006). The strength of an 

individual’s belief that a particular outcome is possible is another definition of expectancy 

(Ramlall, 2004). Ramlall (2004) continues the definition by explaining that expectancy as the 

fortitude of a tendency to act in special ways is dependent on the fortitude of an expectation that 

this certain act is followed by an attractive outcome for the person. Burawat (2015) defines 

expectancy theory as a framework for analyzing employee behavior, motivation, attitude 

formation, and decision-making, and its goal is to understand motivation at work. The most 

popular expectancy theory, called VIE theory, suggests that employees feel motivated by three 

conditions: valence, instrumentality, and expectancy (Burawat, 2015). 
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2.2.1 Management/Employer Expectations 

 

On this first expectation type, out of the three aspects, has been found the least research. 

Management or employer expectations might be the most simplistic expectation of the three 

viewed because employer’s expectations are mainly concerned with the company’s well-being. So 

they expect their customers to buy and stay loyal and their employees to work willingly and hard, 

to nurture the company’s well-being and to stay loyal. To accomplish the company’s main concern, 

research focuses strongly on corporate social responsibility (CSR) and its effects on customers and 

employees (Sen & Bhattacharya, 2001). 

To maintain the company’s well-being it is also important to have an agile and digital 

organizational strategy. That concerns customers, and employees but also the organization itself 

and its corporate culture. The digital transformation demands fast-paced adaptability to new, 

digital, and rapidly changing needs or other changes (AlNuaimi et al., 2022). Another aspect 

created by the digital era is the expectation of constant connectivity, exacerbated by digital 

technologies and remote work, which blurs the boundaries between personal life and work and 

potentially leads to privacy infringements and mental health concerns (Eneh et al., 2024). 

A company’s competitive success is mainly achieved through its people; i.e. through employees’ 

opportunities for growth and progress. A company’s management needs to know what employees 

value, satisfy their needs, and calculate expectancies (Iqbal et al., 2013). Iqbal et al. (2013) 

conclude their research by summarizing employer expectations as superior performance and job 

retention. Al-Shehab et al.’s (2020) research focuses on the employability skills of business 

graduates meeting employer expectations. Employer expectations highlighted in this research are 

i.a. decision-making, leadership, lifelong learning, analyzing information skills, and problem-

solving (Al-Shehab et al., 2020). 

 

Another big pillar in this field of research is management and leadership. Managers and leaders 

are of utmost importance and they should be approachable at all times. This research field is 

analyzed in the third part of this literature review in the chapter ‘2.3 Leadership and its Implications 

for the Banking Industry’. A reason this is the smallest research field out of the three expectation 

types might be that employer expectations are included within leadership. Leadership is a complex 

process bearing the most responsibility for the obtained results (Drewniak et al., 2020). 

One example connecting employer expectations with leadership styles is leader creativity 

expectation (LCE). Nabi et al. (2022) describe LCEs as leaders’ expectations that their employees 

will be creative, directly linked to charismatic, creative, and encouraging aspects of 
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transformational leadership. Drewniak et al. (2020) add to this example by highlighting the trend 

to include suggestions for inducing positive expectations among employees.  
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2.2.2 Employee Expectations 
 

Due to the current transformations the world of work, companies, leadership culture, and 

employees’ expectations of their management is changing. The literature describes today often as 

VUCA (volatile, uncertain, complex, ambiguous), and therefore employees are looking for the 

possibility to shape change themselves as well as orientation and guidance actively (Andelfinger 

& Hänisch, 2017). 

Employee expectation is very complex because the ideals, motivation, morals, inducement, and 

emotions of employees differ drastically in their emphases. Next to the complexity of employees 

Gardner et al. (2005) highlight another importance of employees because they are constantly the 

people in a company at the bottom of the traditional hierarchy and therefore know the most about 

vendors, implementations (e.g. technology or change), variations in performance, customers, or 

changes in markets. Disconfirmation of expectations can lead to higher employee turnover and 

lower well-being (Willems et al., 2023). 

Shah et al.’s (2017) research focuses on change management. Also, this field in a company is 

highly dependent on its employees. The organization may announce the change, but the employees 

must carry out the implementation. It is essential to take employees’ attitudes and behaviors into 

account, and Shah et al. (2017) further recommend considering employee readiness factors and 

job satisfaction for those change implementations. Complementary research by Ramlall (2004) 

describes a positive correlation between higher employee satisfaction and the feeling of equitable 

rewards that can predict satisfaction. 

 

Organizations work with different motivators to fulfill employee expectations. For example, career 

growth opportunities are an important factor for employees and additional help for organizations 

to strengthen the relationship with the affected employees (Iqbal et al., 2013). Iqbal et al. (2013) 

research continues with the importance of organizational rules in building employee expectations. 

It summarizes employee expectations with the following keywords: growth opportunities, 

empowerment, reward, and organizational rules. Burawat’s (2015) research contributes to the 

strong positive relationships between each pair of perceived employer branding, employee 

engagement, and employee expectation. It states that organizations with a solid understanding of 

their employees’ expectations could request the prospect of employer branding to increase 

employee engagement to result in high performance. 

To get an idea of job satisfaction or how the motivators mentioned earlier work for one’s 

employees, organizations need to be able to recognize the importance of an individual’s (1) 

emotional well-being and (2) life evaluation. (1) represents the emotional quality of the intensity 
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and frequency of everyday experiences, such as affection, anger, joy, sadness, and stress and (2) 

refers to the individual’s thoughts about their own life (Kahneman & Deaton, 2010). Kahneman 

& Deaton (2010) find that both factors have different correlates. The researchers oppose the factors 

with income and conclude that low income is associated with low emotional well-being (1) and 

low life evaluation. In contrast, (2) high income might buy life satisfaction but never happiness. 

Another aspect of work-life balance is that conflicts from work influence the private life much 

stronger than the other way around (Kaiser et al., 2010). 

Alananzeh et al. (2023) describe employee’s expectations with the following examples: the desire 

to continue working, the opportunity to obtain a promotion, management cooperation with 

employees, expectations related to wages, participation in decision-making, and a leadership style 

that influences employee success, expectations, and the progress in the organization. 

 

The complexity of employee expectations and their interconnectedness with other aspects, such as 

the named motivators, the importance of emotional well-being and life evaluation, and i.e. job 

satisfaction is huge. Gibson et al. (2023) discuss if employees should be required to return to the 

office after the COVID-19 global pandemic (Chapter 2.1.5). The expectations for where and when 

work should take place changed radically for workers through this pandemic. This is one example 

representing the complexity of expectations because, before the pandemic employees did not 

question the five-day in-person work week or suboptimal office environments and management’s 

as well as employees’ perspectives have changed significantly (Gibson et al., 2023). 

Another component of the facet of employee expectation manifests through the different views of 

for example age differences and different genders in generations. Thirty years ago in the human 

capital theory that Becker (1993) refers to, the issue of gender gap earnings is, like today, an 

important and crucial topic. Although Becker’s (1993) research describes positive alignment 

change, this alignment has not been reached. Work-life balance i.e. has different importance for 

different generations. To the generation of the ‘Baby Boomers’ work-life balance obligations are 

less important than to younger generations (Kraak et al., 2017). 

As an example of a younger generation, Generation Z is the first global generation with overall 

technical knowledge and high ambitions. It has grown up in a complex and uncertain environment 

which shapes their viewpoint about the world, work, and studying (Bencsik et al., 2016). Those 

factors forge them into excellent workforces. Therefore they have strong expectations of their 

workplaces, such as efficient communication, integration into the organizational culture, and 

existing community (Bencsik et al., 2016). Löffler & Giebe‘s (2021) research on Generation Z and 

their characteristics gives a broad overview of how strongly and in which aspects they differ from 

previous generations. Chillakuri’s (2020) research contributes to the onboarding process of 
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Generation Z and their expectations in the early days of their career. The respondents of this study 

weigh ‘Meaningful Work’, ‘Performance Management’, and ‘Work-Life Balance’ as the most 

important and ‘Leadership’, ‘Supportive Team’, and ‘Office Events’ as the least important 

(Chillakuri, 2020). 

The research of Stana et al. (2018) records that mindset differences between generations could 

pressure companies’ leadership systems. Not only leadership systems are under pressure but 

according to Kraak et al. (2017) also the HR departments and their practices. Kraak et al. (2017) 

findings suggest age-conscious HR policies and imply making realistic promises regarding HR 

practices to ensure the delivery of those obligations. Kraak et al. (2017) further recommend 

investing sufficient time in communication to prevent misunderstandings and to establish 

appropriate HR practices. They underline that the established HR practices need to be up to the 

employees’ expectations and conclude by advising individualized HR practices instead of 

standardized ones.  
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2.2.3 Customer Expectations 
 

Customer expectations represent the third and last expectation type viewed in this work. Customer 

expectations of leadership are to undergo the best possible customer experience. Almsalam (2014) 

describes customer expectation as pretrial beliefs about a service or product. Customers have many 

different sources of information that lead to certain expectations about an upcoming purchase or 

service encounter with a company. The sources of information are communication controlled by 

the particular company, like an advertisement, price and personal selling, expert opinion, word of 

mouth, publicity, and prior exposure to competitive services (Almsalam, 2014). Almsalam (2014) 

further distinguishes between (1) predictive expectation, which can be described as customer 

beliefs, and (2) normative expectation which represents customer ideals. 

 

Digitally engaged customers expect that information, products, and services are tailored to their 

needs. They want them on whatever platform they are using and are looking for them now 

(Westerman et al., 2014). Westerman et al.’s (2014) research continues by explaining the digital 

age has amplified and informed customer expectations. It describes that the expectation gap is 

increasing because customers do not separate their physical experiences from their online ones. 

Westerman et al. (2014) state that data should be the essence of designing the most compelling 

customer experiences and focus on the complexity and importance of customer experiences. Table 

10 visualizes an example of customer expectations while making the experience during the 

different purchase stages. 

 

Table 10: Customer Expectations and their Influences on Consumer Decisions based on the Three 

Phases of Purchase 

Source: Author’s elaboration, adapted from Almsalam (2014) 
Purchase Stage: Pre-purchase stage During consumption Post-purchase stage 
Expectations towards 
Purchase: 

Brand, type of product, 
service 

Attitude of service 
personnel, other 
customers, equipment 

Expectations form the 
basis of evaluations for 
the degree of satisfaction 

 

Through recommendations or word-of-mouth communication, customers adjust and influence 

others’ expectations. Lived experiences help to calibrate new customers’ expectations to a more 

realistic level (Jaakkola & Alexander, 2014). 

In the process of customer expectations and experiences, service quality is very important. To 

better understand service quality, it can be subclassified into (1) technical quality, which describes 

i.e. the quality of effectiveness, and (2) functional quality which represents the quality of how the 
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services have been delivered or the manners and care of the person delivering the service, (3) 

product quality, and (4) service quality (Almsalam, 2014). 

Johnson et al. (1996) already distinguish between different views of the effects of perceived 

performance and expectations on satisfaction and state customer satisfaction as the difference 

between customer expectation and perceived performance. Although the research of Johnson et al. 

(1996) gives some valid points, some aspects, like stating that customer expectation is an artifact 

and has no effect on satisfaction or that customers hold weak expectations towards money lending 

services, are outdated. 

Also, Almsalam’s (2014) research indicates that perceived service quality and customer 

expectation significantly affect customer satisfaction. High service quality results not only in 

customer satisfaction but also in customer loyalty and a greater willingness to recommend, 

improving customer retention rates and the reduction in complaints. The research advises 

organizations to meet or exceed expectations to avoid dissatisfaction and defection. To provide a 

personalized customer experience customer acquisition and retention is crucial which has high 

competition in every industry. Consumers prefer more and more often different financial 

institutions to fulfill their needs in the variety of fintech companies. A good customer management 

is therefore essential (I. Lee & Shin, 2018). 

Vollero et al. (2021) focus their research on customer expectations in omnichannel environments 

using Amazon as an example. Aligning to Table 10, they highlight the agreement of customer 

satisfaction deriving from the alignment between the pre-purchase expectation and the post-

purchase experience. Other aspects of this research focus strongly on e-retailers aspects and are 

not taken into account for this work. 

 

Bank-specific literature on customer expectations focuses on service quality because financial 

institutions are part of the service industry. High service quality leads to positive word-of-mouth, 

lessens complaint tendencies and the bank-customer relationship continues (Almsalam, 2014). 

Löffler (2022) highlights the three controlling factors of customer expectation: (1) anonymization 

of the customer-bank relationship, (2) intensity of competition, and (3) cost pressure. And although 

the industry is flooded with different technologies and FinTechs, the human element is still 

important. Due to the inclusion of FinTech-based channels and customers becoming more and 

more tech-savvy, banks have an even greater need for integrated client service management (I. 

Lee & Shin, 2018). Although customers are not disrupted by digital tools and retail banking has 

faced the development of digital technologies for many years, customers often still prefer face-to-

face services and banking branches remain one of the most important modes of distribution 

(Reydet & Carsana, 2017). Reydet & Carsana (2017) further elaborate that long-established banks 
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need to make improvements, such as integrating new digital technologies, in their branches to 

attract customers because branches are one of the few tangible available elements and therefore 

customers must perceive it as positively as possible (Reydet & Carsana, 2017). Next to branches 

is the service quality of digital services, such as mobile apps or online banking, also crucial. Trust 

plays an important role in customers swapping from offline to online transactions (Gomber et al., 

2018). The findings of Fungáčová et al. (2017) also focus on trust in banks and include i.e. that 

customers’ trust increases with low income and access to television and decreases with high 

income, education, age, and internet access. Their findings also state that trust in banks differs 

from country to country. They observed that in countries that recently faced a financial crisis 

and/or have higher income per capita trust in banks is lower. Concludingly, it can be said that their 

research showed that sociodemographic aspects shape trust in banks. 

Arnold et al. (2016) explain the bank trust of German savers by showing that German savers are 

known for preferring long-term and safe investments and that they are content with slow-growing 

capital and often use bank deposits. They mostly hold their deposits even when banks get into 

trouble and do not demand shorter maturities or higher interests. 

Concludingly Almsalam (2014) recommends banks understand customer expectations to narrow 

the gap between recovery performance and customer expectation. The author further advises bank 

managers to strengthen customers’ confidence and pay attention to customers’ views by (1) paying 

more attention to customer needs, (2) employees offering professional services, and (3) avoiding 

sharing customer information with competitors. 

  



 53 

2.3 Leadership and its Implications for the Banking Industry 

 

The last, biggest, and most important part of this literature review is about leadership. Although 

Medeiros et al. (2022) assume that leaders’ true impact and importance on society is limited, the 

immense body of theoretical and empirical literature supports the importance of leadership and 

leaders. 

Leadership is, philosophically spoken, like beauty: difficult to describe but instantly understood 

when encountered (Antonopoulou et al., 2021). Leadership is never merely academic because 

leadership can be found in every aspect of our lives. Every human civilization is led and formed 

by leadership. Those national leaders can send family members to war and determine the future 

our children and grandchildren live in. Corporate leaders mostly have as much power to shape 

lives positively or negatively because they i.e. might impoverish employees or create stress 

(Antonopoulou et al., 2021),(Bennis, 2007). Next to the demarcation of the leadership dimensions 

of national and corporate leadership, there need to be further limitations within corporate 

leadership dimensions. Bolte et al. (2018) differentiate between (1) company leadership and (2) 

employee leadership. (1) focuses on leadership behavior and influences the company indirectly 

through corporate identity, company culture, and goals. Whereas (2) designs the communication 

and relationship between leader and employee and describes the direct leadership of each 

employee. This work only focuses on leadership in companies. 

 

The field of research is huge because leadership is essential for an organization’s success 

(Westerman et al., 2014),(Bencsik et al., 2016). To achieve success, a shared understanding of the 

organization’s meaning and goal is important in times of rapid change and high competition. 

Organizational participants, like leaders, need socialization. In this process leaders play a dual 

role; (1) they influence the socialization of every employee below them and (2) leaders need to 

socialize themselves to their role in bringing the organization’s vision to fruition (Conger & 

Benjamin, 2000). Leaders are not only indispensable in instilling an organization’s vision and 

values or socializing employees but employees are also more committed when they are supported 

by leadership (Wallace et al., 2013). Leadership affects four different areas; (1) the individual, (2) 

peers, (3) the organization, and (4) the environment in which the organization operates. Those 

areas cannot be separated from each other because they influence each other and might even be 

interleaved (Andelfinger & Hänisch, 2017). 

From Sims et al.’s (2009) statement about leadership being categorized into typologies and a 

variety of theories to choose from for one’s fundamental framework comes the structure of this 
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work; starting with a broad definition, categorizing different typologies, defining which to focus 

on, and implement into the methodology part to get people’s opinion on the selection. 

 

The definition of leadership is as broad as the field of research on leadership. In the following, 

different definitions are presented. Lord & Maher (1991) imbed the definition of leadership within 

the larger social organizational system as an implicit model regarding how people should be 

influenced by others or influence others themselves, whereas Bass et al. (1987) describe successful 

leadership to be influencing the attitude, ability, and behaviors of one’s followers. And also more 

recent researchers define leadership similarly. Sims et al. (2009) explain leadership fundamentally 

as the ability to influence others including a wide variety of behaviors that intend to influence 

others. Jordan & Lindebaum (2015) describe leadership as a relational process and highlight the 

importance of a leader’s ability to interact with one’s followers which complements the former 

researchers. Contreras et al. (2020) also define leadership generally as an influence process and 

state that leaders must develop the ability to influence to be productive. 

Leadership does not only affect leaders and its definition does not only concentrate on its various 

characteristics and parameters but leadership focuses on work context and setting, the 

organization’s culture, peers, supervisors, and followers (Avolio et al., 2009). In addition, the 

research of Andelfinger & Hänisch (2017) records that leadership always needs to be seen in 

context with organizational, economic, anthropogenic, social, and business philosophical aspects. 

Those aspects cannot be restricted from each other because they account for each other. 

Antonopoulou et al. (2021) summarize the definition of leadership as the ability to control others’ 

actions while attempting to accomplish the organization’s goals. Complementary is the definition 

of Bennis (2007) and is replenished by (1) the aspect of leadership being a performance art because 

leaders’ visions need to be shared and conveyed so rhetoric is important as well and (2) regarding 

leadership more and more in the context of instant communication and globalization. Next to the 

organization’s goals, organizational agility is also strongly and vitally influenced by the leadership 

style and improves organizational agility through their ability to modify business situations 

(AlNuaimi et al., 2022). 

The research on behavioral genetics leadership states that 30% of a leader’s leadership style 

emerges from one’s genetic predispositions, while the remaining 70% are achieved by 

environmental influences (Avolio, 2007). This can be seen as confirmation that leaders can be 

created and shaped by their environment which is why the research on leadership is so important. 

The chapter ‘2.1 Current Transformation in the German Banking Sector’ reflects the need for 

leadership development. Conger & Benjamin (2000) already wrote about the problem that many 
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leaders are not capable of leading change because they are i.e. ill-prepared or rely on top-down 

command. Leaders must have the competence to form a new strategy and lead change. 

In addition to the collected and presented definitions the following two tables give an overview of 

leadership tasks and propositions: 

 

Table 11: Leadership Tasks 

Source: Author’s elaboration, adapted from Antonopoulou et al. (2021), Westerman et al. (2014), 

Bennis (2007) 
To create a clear vision and/or mission of and for the 
future 

To achieve creativity in operations 

To motivate others to follow that vision and/or mission To create a social architecture for one’s followers 
To engage with the employees To restructure internal procedures and systems 
To start critical and constructive initiatives To improve the working conduct and culture 
To adjust and/or extend ones’ vision and stay involved To generate optimism and trust 
To develop other leaders To achieve results 

 

Table 12: Leadership Propositions 

Source: Author’s elaboration, adapted from Contreras et al. (2020) 
1 No leader without follower 
2 No leader without the follower’s recognition as such 
3 Leadership is based on relationships and the interactive process of social influence 
4 Effective leadership results in employees making their highest effort to achieve the organization’s goals 

 

In addition to the topics of leadership tasks and propositions, leadership skills are also an essential 

part of the research field of leadership. Klus & Müller’s (2021) research focuses on adequate skill 

sets for different leaders; executives need human, conceptual, and technical skills, whereas the 

skill set for new and expert leaders differs from the level of experience. Novice leaders are more 

self-centered and more experienced leaders tend to develop other employees. Avolio (2007) 

describes achievement motivation, cognitive ability, drive, honesty, integrity, internal locus of 

control, persistence, self-confidence, and tolerance for ambiguity as universal traits associated with 

leaders of effective leadership. 

Agreeing with Sims et al. (2009) the use of styles is worthwhile because it helps to develop and 

maintain a quick way to think about leadership. To structure the viewed literature on leadership 

styles the idea of a concept map was used, adjusted, and hereafter shown in the form of the 

following table in which leadership styles are sorted alphabetically. 
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Table 13: Collection of Leadership Styles 

Source: Author’s elaboration, adapted from Avolio et al. (2009), Yammarino (2013), Dinh et al. 

(2014), Avolio et al. (1999), Bass et al. (1987), Avolio et al. (2004), Gardner et al. (2005), Uhl-

Bien (2006), DasGupta (2011), Sims et al. (2009), Hoch & Kozlowski (2014), Conger & Benjamin 

(2000) 
Forms of Leadership Definition Further Information 
Adaptive Leadership Brainstorming with others to overcome a 

challenge 
Part of the complex leadership 
model 

Administrative Leadership Formal planning Part of the complex leadership 
model 

Authentic Leadership Transparent and ethical leader behavior, 
encouraging to be open to share information 
and to accept followers’ input in the process 
of decision-making 
Authenticity traits: self-acceptance, self-
awareness and authentic actions 

Balanced processing, internalized 
moral perspective, relational 
transparency, self-awareness 
Lead by example 

Charismatic Leadership Is part of transformational leadership Connected to relational leadership 
Cognitive Leadership Emphasizing how followers and leaders think 

and process information and are summarized 
in a broad range of approaches 

The idea of a schema, organizing 
framework 

Collective Leadership - - 
Comparative Leadership Benchmarking leadership styles of different 

cultures/countries against each other 
Connected to global and cross-
culture leadership 

Cross-Culture Leadership Examination of leadership in multicultural 
contexts 

Connected to global and 
comparative leadership 

Digital Leadership Systematic use of digital data to achieve 
corporate goals and the process of social 
influence through technology 

Includes aspects of charismatic, 
transformational, and authentic 
leadership 

Distributed Leadership - - 
E-Leadership (Virtual 
Leadership) 

Team members are geographically dispersed 
and interactions are mediated by technology 

Virtual team is an attendant concept 

Empowering Leadership Developing creativity and flexibility, 
expecting high long-term performance, high 
follower self-confidence and development, 
and very high innovation; when established 
works well in the absence of the leader but 
might cause confusion or frustration in the 
beginning because of inexperience 

The organizational context must be 
considered because empowering 
leadership might be conflictive with 
the larger organizational culture 

Enabling Leadership Enhancing follower potential and minimizing 
the constraints of an organizational 
bureaucracy 

Part of the complex leadership 
model 

Ethical Leadership Interpersonal relationships, promotion to 
followers and personal actions demonstrate a 
normative appropriate conduct 

Impact through technological 
development like i.e.: automatic 
translation, bult-in video, integrated 
handheld devices, video walls, voice 
input and wireless networks 

Followership and 
Leadership (Romance of 
Leadership) 

Significantly affected by the way followers 
understand their leader by interpreting his/her 
behaviors, effectiveness, and personality 

- 

Global Leadership Effectively lead across a variety of cultures Leaders must live in different 
cultures to be prepared to lead; 
Connected to comparative and 
cross-culture leadership 

Inspirational Leadership Members receive a clear sense of purpose and 
are identifying with the leader and his/her 
vision 

Energizing; individualized 
consideration; role-model for ethical 
conduct 

Leader-Member Exchange 
(LMX) 

Focuses on different exchange relationships 
between leader and member and the quality 

Formal and informal influences on 
individual, network and team 
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alters the impact of important leader/member 
outcomes 

behavior; most prominent 
relationship-based approach; 
hierarchical leadership approach 

Network Leadership Focuses on dynamic interactions Connected to relational leadership 
New-Genre Leadership Emphasizing charismatic leader behavior, 

individualized attention, intellectual 
stimulation and transformational leadership 

High moral values, ideological, 
inspiring and visionary 

Organizational Leadership - - 
Relational Leadership Self and others are coevolving and cannot be 

separated; Perspectives: (1) entity: focuses on 
identifying individuals’ attributes as they 
engage interpersonal relationships and (2) 
relational: leadership is a process of social 
construction 

Human social construction; 
connected to LMX 

Servant Leadership Leaders work for their staffs; two broad 
attributes: (1) functional, e.g. honest, 
trustworthy, a role model, empowerment, 
having vision and (2) accompany, e.g. 
competent, credible, encouraging, teachers, 
good communicators and delegators 

Awareness, building community, 
commitment, conceptualization, 
empathy, foresight, healing, 
listening, persuasion, and 
stewardship 

Shared Leadership Team members collectively and interactively 
lead each other dynamically; team-level 
outcome 

Overlaps with complexity and 
relational leadership; not yet generic 
defined i.e. as transactional or 
transformational shared leadership 

Situational Leadership Attempts to match a particular circumstance 
with a specific leadership type 

Maintain an intuitive appeal 

Spiritual Leadership Creating a sense of fusion among heart, body, 
mind, spirit; are receiving high performance, 
increased organizational commitment, joy, 
motivation for peace and serenity 

Leaders and followers express 
appreciation for self and others, 
concern and genuine care 

Substitutes for Leadership Situational factors that neutralize, enhance 
and/or completely substitute leadership 

Connects to the romance effects; 
examples might be (advanced) 
artificial intelligence and robotics 
systems 

Team Leadership An individual leading a team - 
Transactional Leadership Emphasizes the clarification of assignments, 

equipment goals and work standards 
Contingent reward (more active 
leader); management-by-exception 
(less active leader) 

Transformational 
Leadership 

Leader’s behavior inspires and transforms the 
followers’ performance beyond expectations; 
followers transcend their self-interest for the 
good of the company 

Leaders will develop followership 
that (over time) takes on more 
leadership roles and responsibilities; 
individual; inspirational and 
intellectual stimulation; hierarchical 
leadership approach 

 

The traditional, hierarchical, and vertical models of leadership are not taken into account because 

they are outdated. Hierarchical and authoritative leadership styles are to be avoided. Table 13 

focuses on modern leadership forms, that have been recently – in the past twenty years – and highly 

researched. 

After accumulating the leadership forms the question arises of how to identify the forms that need 

to be taken into account for the further research of this work. Dinh et al. (2014) ranked established 

and emerging theories that were published in the ten top-tier journals between the years 2000 and 

2012. Taking only the leadership forms from rank 1 to 10 into account the following leadership 

forms evolve: 
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1) Transformational leadership 

2) Trait theories 

3) LMX 

4) Leadership in team and decision groups 

5) Leader and follower cognition 

6) Strategic leadership 

7) Charismatic leadership 

8) Upper echelons theory 

9) Leadership training and development 

10) Emotions and leadership 

Taking a deep dive into the ranking of Dinh et al. (2014) it becomes evident that trait theories are 

only highly ranked because they are investigated in combination with other leadership approaches. 

Trait theories and LMX are in any case not as often combined with leadership approaches as 

transformational leadership, whereas from (1) – (3) only transformational leadership will be 

involved in this research, (4) is considered as ‘Team Leadership’, (5) is embraced as 

‘Followership’, (6) is partly included in ‘Management’, (7) is involved in ‘Transformational 

Leadership’, (8) is not included, (9) is involved and (10) is included in ‘Followership’. This 

research focuses on the positive research and does not take the negative/toxic/bad leadership into 

closer account. 

The empirical research from Thompson & Vecchio (2009) gives evidence that employee 

performance and LMX and employee performance and leader consideration correlated 

significantly whereas employee performance and leader structuring do not correlate. The only 

noteworthy employee demographics were that older subordinates reported greater autonomy and 

organizational commitment. 

The past ten years also need to be highly considered. Through COVID-19 different leadership 

styles are necessary because of the new requirements e.g. members at different locations, home 

office, childcare problems, and quarantine struggle that have been presented in the first part ‘2.1 

Current Transformations of the German Banking Sector’ of the literature review. Therefore the 

following newer leadership forms will be included: ‘E-Leadership’, ‘Substitutes for Leadership’, 

‘Authentic Leadership’, and ‘Digital Leadership’, and hereinafter presented alphabetically.  
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2.3.1 Authentic Leadership 

 

Authenticity started to evolve in the early 90s. It can be defined as the ownership of one’s personal 

experiences and to express and behave according to them (Gardner et al., 2005). Gardner et al. 

(2005) further state that leaders need to achieve authenticity and surround themselves with 

authentic relations with followers and associates to implement authentic leadership. Once achieved 

authentic leaders lead others to help them to achieve authenticity themselves. Daraba et al. (2021) 

explain authentic leadership as a process that draws from a positive organizational climate and 

psychological capacities which finally results in positive self-development. They state that it is 

believed to be a desirable leadership style with a positive impact on employees’ performance. 

Daraba et al.’s (2021) definition of authentic leadership concludes that it develops over time 

because of experiences, the leader builds transparent and sincere relationships with one’s followers 

and adds to their self-awareness. Dinh et al. (2014) describe authentic leadership as part of the 

ethical leadership theory that builds on the social learning theory and focuses on leaders 

reinforcing their values by communicating about ethics, role modeling, and adding rewards, and 

punishments. 

Daraba et al.’s (2021) research highlights authentic leadership’s effect on the respective 

employee’s gender and the evolving circumstances in the surrounding workplace. Previous studies 

on this topic were summarized by Daraba et al. (2021) as inconsistent. Their study focused on the 

effect COVID-19 and the rapid changes it brought along had and still has on the employees. It 

showed that women might need more support from their leaders than men because they experience 

higher role conflicts and work-family conflicts while WFH. The implementation of WFH and to 

maintain a work-life balance is more challenging for female workers. Daraba et al. (2021) results 

suggest that authentic leadership can be significant support, restores psychological resources for 

(especially female) employees, and leverages employees’ performance. 

 

Table 14: Authentic Leadership Traits 

Source: Author’s elaboration, adapted from Daraba et al (2021), Dinh et al. (2014), Gardner et al. 

(2005) 
Confidence Hopefulness Optimism Resilience 
Integrity Future-oriented Ethics Transparency 
Honesty Self-aware Trust Openness 
Emphasis on follower 
development 

High moral standards Guidance toward worthy 
objectives 

Prioritizing associates’ 
development 

 

Next to authentic leadership traits presented in Table 14, Avolio’s (2007) and Daraba et al.’s 

(2021) research also focuses on the ‘Authentic Leadership Development Theory’ that underscores 
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the importance of a leadership view that considers the context and contributes as well as detracts 

from its development by displaying a positive, more open and fair work climate. Daraba et al. 

(2021) conclude by stating that employees’ performance in a stressful and demanding work 

environment might improve through authentic leadership traits. 

Another extension of authentic leadership is ‘Authentic Followership Development’ which is part 

of the ‘Authentic Leadership Development Theory’ to produce heightened levels of self-regulation 

and self-awareness of one’s followers to achieve positive outcomes (Gardner et al., 2005). Gardner 

et al. (2005) research results in their discussion of authentic relationships, which mirror the 

interactions of leaders and followers.  
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2.3.2 Charismatic Leadership 

 

Charismatic leadership can be seen as a branch of transformational leadership, connected to 

inspirational leadership, and can be defined as followers wanting to emulate their charismatic 

leaders (Avolio et al., 1999). The vision and values of the leader are met by the followers’ trust 

and confidence (Bass et al., 1987). Bennis (2007) reinforces this definition of charismatic 

leadership by comparing and merging heroic and charismatic leaders. In the past, both have 

commanded and generated a disproportionate amount of people’s attention but psychologists do 

not know enough about the leaders’ development, recruitment, and maintenance of their elated 

followers (Bennis, 2007). Bass et al. (1987) expect charisma to transition from leader to followers 

and state that charismatic leaders make their followers self-confident and they start to want to 

identify with their charismatic leader. In addition to the two former researchers, Avolio (2007) 

highlights that charismatic leaders emerge during the events of social crises. Next to the parallels 

to heroic leadership, ethical leadership, and charismatic leadership have strongly overlapping 

discussions and contexts (Avolio, 2007). 

Charismatic leadership is classified as relationship-based leadership. Charisma is a personal and 

social relationship between a leader and one’s followers (Uhl-Bien, 2006). From this research 

evolved the self-identity theory that examines the two types – socialized and personalized – of 

charismatic relationships and how followers’ self-concepts affect the individual relationship they 

form with their leader (Uhl-Bien, 2006). Uhl-Bien (2006) further states that followers affect many 

stages of the relationship process, especially the empowerment of the leader, responses to 

charismatic influence, consequences of the relationship in general, and susceptibility to 

charismatic leadership. 

Charismatic leadership theory evolves from the special branch of path-goal theory, reformulated 

path-goal theory (also called values-based leadership theory) (Dinh et al., 2014). Dinh et al.’s 

(2014) research presents the urge of academic literature to focus on those aspects in leadership 

development but they could not validate the demand by their investigated literature research. 

Further charismatic aspects of leadership will be discussed in the direct context of transformational 

leadership in that part of this work.  
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2.3.3 Followership 

 

Followership is very important when considering leadership because a leader without willingly 

following employees is irrelevant, useless, and meaningless. Employee expectation (which has 

already been discussed in chapter ‘2.2.2 Expectation Management’) is part of followership. 

Avolio (2007) states that followers’ qualities determine what kind of leader they are likely drawn 

to; i.e. more self-esteem, achievement-oriented, and risk-taking followers prefer transformational 

leaders. Avolio (2007) continues by explaining, against former research results, that a follower’s 

decision to follow a specific leader is more of an active process because the leader represents the 

follower’s identity and values. Additionally, Bennis (2007) records that followership and 

leadership have distinctive characteristics from one leadership style to another and therefore 

psychologists and researchers from other fields need to begin to master the different ways of 

perceiving leadership. 

Follower behavior is impacted by the facts of how leaders process, interpret, and categorize 

information, behave, and advance (Medeiros et al., 2022). Dinh et al.’s (2014) empirical study 

focuses on the relationship between follower and leader emotions including the practice and 

experience of leadership. Their results show strong influences of leader’s treatment on their 

subordinates i.e. destructive, abusive, or toxic leadership that harms and discourages the 

subordinate as well as the organization. They further suggest that it is a rather new but strong area 

of rising research (Dinh et al., 2014). Avolio (2007) mentions that most leadership research has 

only considered followers as a nonexistent or passive element while examining what aspects 

constitute leadership. 

A deeper understanding of Followership and Team Leadership is provided in the chapter  ‘2.3.7.3 

Virtual Teams Leadership’.  
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2.3.4 Management 

 

To present a valid literature review on different leadership styles, the phrases leadership and 

management need to be distinguished. Beforehand leadership and its basic parameters have 

already been described in the chapter ‘2.3 Leadership’. P. K. C. Lee et al. (2011) describe 

leadership as one of the most important research areas in the management literature, which has a 

long research history and produces an array of empirical findings and theories. English literature 

differentiates strongly between management, as the operation of the organization, and leadership, 

as the supervision of the employees. The managerial cognition also differs highly between 

managers and leaders. 

Leadership, as well as marketing, production and financial planning, and decision-making, are 

managerial role requirements (Bass et al., 1987). Further on management can be described as a 

formal and hierarchical discipline that emphasizes business administration, and integrates and 

manages current processes to ensure that those processes function optimally (Antonopoulou et al., 

2021). To empower employees Avolio et al. (2004) specify what tasks top management needs to 

fulfill; such as articulating a clear vision to inspire employees at all organizational levels to take 

responsibility, and clarifying specific goals, tasks, rewards, and roles. Wallace et al. (2013) explain 

that employees’ feelings toward their employer and their performance for and interaction with 

customers are influenced by managers setting a tone. Bolte et al. (2018) describe management as 

company leadership wherein a general framework is set to influence the company culture and does 

not focus on the company’s individuals because these aspects are important for every employee 

and impact every business partner, customer, and supplier. According to Mohan et al. (2017), 

upper-level management needs to nurture an innovative culture within the organization by 

encouraging decision-making, incentivizing the development of new ideas, and minimizing 

penalties associated with failures or unsuccessful ideas. Mohan et al.’s (2017) research concludes 

with the statement that managerial decision-making is related to an innovation culture. 

In the academic literature exists many different types of management. One of the most common is 

strategic management and hereinafter exemplary presented. Its main question is how to gain and 

sustain competitive advantages and to answer that question a capability needs to be strategic by 

being honed into (1) a specific need, (2) a unique product or service, and (3) difficult to replicate 

(Teece et al., 1997). Another important aspect of strategic management is discussed in Kim & 

Patel’s (2017) research; the influence of different ownerships on firm performance because 

different types of ownerships weigh differently on organizational behaviors and strategies that 

both result in and effect firm performance. Kim & Patel’s (2017) study focuses on employee 

ownership which represents the amount of company stock employees own from their employer. 
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Its effects on firm performance are small but significant and Kim & Patel’s (2017) results further 

propose an improvement in employees’ motivation and effort which enhances firm performance. 

Most management subtypes can be viewed strategically; for example, strategic cost management 

which represents an aspect of strategic management accounting. It is a deliberate alignment of 

organizations’ resources and associated cost structure with short-term tactics to reduce costs and 

long-term strategy by re-engineering the value chain (Henri et al., 2016). Henri et al.’s (2016) 

research defines strategic cost management into the following two central forms: (1) structural cost 

management is designed to build a cost structure that complies with the organization’s strategy 

and (2) execution cost management aims to improve performance for a given strategy. 

But this work focuses solely on management as in the definition of top management of an 

organization also referred to as managing board or executives. Ridge et al.’s (2017) research 

focuses on people, especially the top management team of a company, with different ways of 

thinking that shape their perceptions of opportunities and problems concerning the organization. 

Their findings confirm their understanding of how the formation of a top management team affects 

processes throughout the organization. Furthermore, their findings highlight the fact that the top 

management team is required to provide a series of resources and decisions that can only be given 

by the top of the organization. Ridge et al.’s (2017) findings conclude with the statement that a 

divergent top management team might provide additional insights into the mystery black box of 

the top management teams of organizations. 

 

Next to different management types exist different management techniques and tools for all 

different kinds of implementations of management. Thommen et al. (2020) present three of the 

most common management techniques that are (1) ‘Management by Objectives’, where employees 

receive guidance through management goals, (2) ‘Management by Exception’, where employees 

have huge freedom of action, and (3) ‘Management by Delegation’, where management provides 

assignments. (2) ‘Management-by-Exception’ can be split into the sub-factors (a) active vs (b) 

passive. (a) ‘Active Management by Exception’ focuses on monitoring assignment execution for 

any obstacle that might arise and adjusting those obstacles to maintain the current performance 

level (Avolio et al., 1999). It is often part of transactional leadership (Bass et al., 1987). 

Additionally, Antonopoulou et al.’s (2021) research explains (a) ‘Active Management by 

Exception’ as the monitoring of the success of one’s employees and taking decisive steps when 

the performance does not fulfill one’s expectations. Nguyen et al. (2017) present an example of 

employee motivation tools: an appropriate reward system. Managerial performance can be 

improved due to the close connection between performance targets and rewards. 
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In case to transform management due to digitalization into new working manners and business 

models, Bolte et al. (2018) summarize the following agile development and work methods: 

customer integration through close communication and collaboration, digital tools, flat hierarchies, 

flexible workplaces, innovation, and idea centers, introduction of digital experts and a Chief 

Digital Officer, knowledge exchange, lifelong learning possibilities, open mindset, self-

management opportunities, and transparent communication tools. Andelfinger & Hänisch (2017) 

present key skills of digital management to be: self-leadership, self-awareness, discipline, 

willpower, emotional intelligence, and willingness to learn and change.  
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2.3.5 Substitutes For Leadership 

 

Artificial intelligence (AI) has thoroughly been defined in the chapter ‘2.1.6 Further Leadership 

Challenges’ and can be further defined as an extension of previous digitalization (Peifer et al., 

2022). AI can sing, write, and act as well as our most talented musicians and actors and the question 

arises if AI’s impact will know a final point – probably not. Its impact on digital transformation is 

huge and it does not stop there. Also the breakneck speed AI proceeds with will further increase. 

In short, humans will be replaced by AI algorithms in any banking process a human can learn that 

does not require dependencies on social cues (King, 2019). 

The current literature on AI distinguishes between three main directions: (I) AI enhances existing 

leadership, (II) AI evolves into a substitute for leadership, and (III) AI is an overrated trend 

(Titareva, 2021). Hereinafter the current literature on AI in connection to leadership is viewed. 

Both aspects (I) + (II) are highlighted to be able to compare them easily. The direction (III) is not 

further highlighted in this work. 

(I) AI’s ability to identify, and address issues, like discovering changes, ramifications of new rules, 

insights, and/or managerial styles, and inform leaders of such issues defines knowledge leadership 

in the world of analytical complexities (Moldenhauer & Londt, 2019). As AI might replace whole 

fields of expertise within companies when implemented and used, management needs to analyze 

strategic aspects, i.e. implement training strategies and take into account to implement roles for AI 

(Moldenhauer & Londt, 2019),(Peifer et al., 2022). Moldenhauer & Londt (2019) conclude their 

research by explaining that to ensure leadership is current in 2030, partnering with AI efficacy 

within companies is critical and essential. Moldenhauer & Londt’s (2019) empirical research 

concludes with the guideline to develop a learning program for leaders to align to AI, which 

focuses on the engagement of leaders to understand, and focus on the changing world. 

Wang’s (2021) research focuses on AI in educational decision-making leadership, defines AI as a 

comprehensive term for various technical approaches, and highlights the request for enormous 

amounts of data, to train the algorithms so AI can learn and improve itself. 

Peifer et al.’s (2022) research focuses on leaders’ and leadership’s challenges and requirements 

from integrating and using AI. Leaders need to have a common understanding of AI, see it as a 

long-term strategic change process, develop a vision, and communicate appropriately about 

upcoming changes (Peifer et al., 2022). AI’s ability to develop conclusions and decisions 

independently will result in the shift of leadership tasks toward AI. Methodological competencies 

are extremely important for future leaders because they are becoming the designers of relationships 

and interactions (Peifer et al., 2022). To successfully implement AI, Peifer et al. (2022) further 

highlight the importance of culture leadership and corporate culture and state that partnering with 
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AI is not enough but that leaders need to be able to understand the individual strengths of 

employees and AI to use them the best possible way. 

Current leadership influences and concerns are given about algorithms’ effective and proactive 

impact or support on leadership and although this AI-supported leadership advancement does not 

exist yet, many start-ups offer technological solutions to aid leaders with their core responsibilities 

(Quaquebeke & Gerpott, 2023). Quaquebeke & Gerpott’s (2023) concrete examples are feedback 

dashboards including high-frequency insights into recommendations for action and team 

challenges, GPT-chat for advice on employee problems or inspiration about addressing employees 

more charismatically, and chatbots like Amber – where employees can talk about their feelings 

and highly frequented during COVID-19 or Woebot Health – that effectively helps to treat anxiety 

and/or depression. 

 

Looking upon the aspect (II) - AI viewed as a substitute for leadership - King, (2019) states that 

many traditional leadership processes become superfluous because of AI’s influence and that it is 

doubtful that financial institutions stay on top of technological change. They need to connect 

constantly with those players that are leading on the new emerging platforms (King, 2019). 

King (2019) evolves a McKinsey study and presents the following four agile leadership skills to 

be useful in the age of AI: (1) humility, (2) adaptability, (3) vision, and (4) engagement. Many 

other skills will soon be eclipsed by smart machines and strong leaders will be characterized by 

quickly adapting to rapid and constant change, having a clear vision, motivating others to embrace 

their vision, and embracing change themselves (King, 2019). 

Quaquebeke & Gerpott (2023) try to break with the traditional assumption that leadership and 

management need to be true human leadership because previous research has not focused strongly 

on AI as a substitute for leadership. Quaquebeke & Gerpott (2023) describe the substitution of 

human leadership as not farfetched and refer as an example to the movie ‘Her’ where a human 

being falls in love with an AI-based avatar. Initially starting with text-based AI, like Chat GPT 

embedded in Azure products or Microsoft Office 365, enriching the voice element, like Google 

Assistant, Alexa, or Siri, and finally integrating the visual part when switching from video calls to 

virtual reality experiences so an AI leader has an avatar like all other colleagues (Quaquebeke & 

Gerpott, 2023). Major differences in leadership will be (1) the improvement in communication, 

where AI leaders can address employees’ fundamental psychological needs, (2) the enhancement 

of employees’ autonomy through raising employees’ intrinsic motivation and broad range of given 

transparency, (3) the heightened sense of efficacy and competency through given transparency and 

individualized and automated feedback, and (4) the fulfillment of employees’ need for relatedness 

achieved through algorithms analyzing pattern and AI leaders introducing and connecting 
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colleagues who have a very high chance of getting along (Quaquebeke & Gerpott, 2023). 

Quaquebeke & Gerpott (2023) conclude by highlighting the given exponential development and 

that AI’s potential reach could be much broader than currently imaginable.  
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2.3.6 Transformational Leadership 

 

Transformational leadership entails inspiration, long-term vision, the transformation of the 

motivational state of the employees, incremental contributions of employees through huge effort 

beyond the call of duty, and a dominant, contemporary view (Sims et al., 2009),(Nguyen et al., 

2017),(P. K. C. Lee et al., 2011). When the vision differs greatly from the current reality, 

employees mobilize all their abilities to realize their transformational leader’s vision with which 

they identify (Nguyen et al., 2017). Sims et al. (2009) describe transformational leadership as 

useful in crises or when high performance is necessary. Through transformational leadership, a 

leader can generate excitement about a project and long-term motivation to exert effort to improve 

employees’ performance but on the other hand, create demotivation when being absent or create 

incorrect or unethical goals (Sims et al., 2009),(Nguyen et al., 2017). 

Transformational leaders appeal to the morals and ideals of their employees to inspire them to give 

their very best and to reach their highest levels of achievement (Nguyen et al., 2017). 

Antonopoulou et al. (2021) describe transformational leadership as the most successful and active 

leadership type because it instills a mission in employees and a sense of intent, increases self-

awareness, and a transformational leader’s action is strongly associated with productivity and 

improved team efficiency. Antonakis et al. (2003) describe transformational leaders as being 

proactive, raising employee awareness for collective interest, and helping employees achieve 

extraordinary goals. Transformational leadership stimulates individual creativity and can be 

positively associated with organizational innovation (Calisto & Sarkar, 2017). It also minimizes 

social loafing because it gets all employees to work for the collective. Groups in high-

transformational conditions are more flexible (Avolio et al., 2001). Charismatic leadership is part 

of transformational leadership (Sims et al., 2009),(Bass et al., 1987). 

 

The research on transformational leadership is extensive and includes contingencies that are often 

missing in the being of a new leadership style or theory and its research; examples are task and 

organizational characteristics, characteristics of followers, industry type or nature of the goals, and 

performance criteria (Avolio, 2007). Twenty years prior Bass et al. (1987) researched the unique 

traits of the cascading effects of transformational and charismatic leadership. But P. K. C. Lee et 

al. (2011) state that the extant literature still focuses primarily on top management teams and/or 

high-ranking executives. The research of Nguyen et al. (2017) suggests transformational 

leadership has significant, direct, and positive effects on managerial performance. P. K. C. Lee et 

al. (2011) expand the positive association between individual, group, and organizational 

performance, and followers’ motivation and attitudes. Transformational leaders do not only 
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articulate a clear vision or bond with their employees individually but are also role models, show 

concern for each individual, and encourage teamwork (P. K. C. Lee et al., 2011). P. K. C. Lee et 

al. (2011) further argue that the effectiveness of a leadership style depends on its circumstances 

and that transformational leadership is not equally effective in every context. 

The academic literature focuses strongly on transactional and transformational leadership (Stana 

et al., 2018). The work of Sims et al. (2009) is followingly used to differentiate between those two 

leadership styles, that they call the ‘transactional-transformational paradigm’. In contrast to 

transformational leadership, which has already been defined beforehand, transactional leadership 

distinguishes itself through the leader’s action to influence one’s followers by administrating 

rewards (Sims et al., 2009). Research verifies that transactional associates are less fulfilled and 

profitable than transformational leaders (Antonopoulou et al., 2021). 

 

Table 15: Overview of the Four Key Behaviors representing Transformational Leadership Skills 

Source: Author’s elaboration, adapted from Antonakis et al. (2003), Avolio et al. (2001), Bass et 

al. (1987), P. K. C. Lee et al. (2011), Purvanova & Bono (2009) 
Inspirational 
Motivation 

- Appeal to feelings and emotions of employees 
- Instilling confidence by expressing confidence in employees’ collective ability to get a 

task done 
- Express confidence about successful goal completion 
- Energize employees by viewing the future with optimism 
- Transmit an enthusiastic and idealized vision of the future 
- Communicating that the vision is achievable 

Idealized 
Influence/Charisma 

- Inspire loyalty and devotion 
- Emphasize the importance of a group mission 
- Display strong commitment to ideals 
- Being confident and powerful 
- Focuses on higher-order ethics and ideals 
- Charismatic actions are centered on a sense of mission, beliefs, and values 

Individualized 
Consideration 

- Attempt to recognize and satisfy unique and current abilities and needs of employees 
- Elevate and arouse their abilities and needs to attempt to develop those employees 

further by encouraging, mentoring, coaching, and supporting them and their 
competences 

- Treat employees as individuals 
- Develop and coach their employees 
- Instilling confidence through leaders’ and employees’ consideration of input provided 

by every team member 
Intellectual 
Stimulation 

- Help employees to think about old problems in a new way 
- Question assumptions 
- Challenge their employees intellectually 
- Encourage re-thinking of their and/or their leader’s beliefs, ideas and values 
- Employees learn to solve problems on their own and challenge assumptions and norms 
- Increase information exchange among employees 
à Intellectual Stimulation is positively related to service quality and team performance 

 
The following three factors can describe transformational leadership: (1) charisma, (2) 

individualized consideration, and (3) intellectual stimulation (Bass et al., 1987). Since Bass’s 

work, the academic literature has expanded those factors into four key behaviors, whereas P. K. 

C. Lee et al. (2011) and Antonakis et al. (2003) subclassified those factors into five categories. 
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They distinguish ‘idealized influences’ into two parts, but this work keeps them combined as the 

broad body of literature does. Table 15 summarizes and presents the four key components 

including the associated leadership skills.  
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2.3.7 Technologically Dependent Leadership 

 

Stana et al. (2018) summarize, like the chapter ‘2.1 Current Transformation in the German Banking 

Sector’, current challenges and changes in human mindsets, organizations, technology, and work, 

that call for new ways to discuss leadership. Digitalization affects not only employees but most 

notably leadership and management. Well-known procedures might not be helpful or useful in 

times of an organization’s transformation and digital leaders are needed (Andelfinger & Hänisch, 

2017). Transformational leadership is often used as a specific leadership style to guide 

technological changes within an organization (Stana et al., 2018). But those leaders also need to 

have the ability to manage (1) the new emerging digital organization and (2) the digital 

transformation process (Klein, 2020). 

Leadership goals have not changed and are still i.e. to address the issues of direction, inspiration, 

motivation, trust, and/or vision but a new medium to implement leadership goals has arisen 

(DasGupta, 2011). Therefore with special emphasis this part of the literature review focuses on 

technologically dependent leadership and presents ‘2.3.7.1 E-Leadership’, ‘2.3.7.2 Digital 

Leadership’, and ‘2.3.7.3 Virtual Teams Leadership’ sequentially.  
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2.3.7.1 E-Leadership 

 

Professional isolation, caused by COVID-19, boosted new technological work settings, WFH, and 

virtual teams. Although the pandemic is overcome, new work environments will never be as they 

once were. This situation asked for a different kind of leadership; electronic leadership or e-

leadership, that entails the development of abilities to strengthen organizational functioning in 

remote and virtual work conditions (Contreras et al., 2020). E-leadership emerged from two main 

fields of research: leadership and psychology (Stana et al., 2018), and is more than the extension 

of traditional leadership (Contreras et al., 2020). E-leadership requires leaders to communicate via 

electronic conduit supported by computers and to also lead computer-mediated (DasGupta, 2011). 

 

Contreras et al. (2020) further define E-leadership as implying a crucial change in the relationship 

between leaders and their employees within their organization and/or with stakeholders and 

making it inevitable for leaders to change their previous practices. Avolio et al. (2001) describe E-

leadership as a social influence process that might occur at any hierarchical level within a company 

and which is enhanced with AI to develop a change in thinking, attitudes, behavior, feelings, and/or 

performance with individuals, teams and/or organizations. To further describe and define E-

leadership, Table 16 gives an overview of E-leadership competencies. 

 

Table 16: E-leadership Skills 

Source: Author’s elaboration, adapted from DasGupta (2011), Contreras et al., 2020) 
Communicational and 
Technological Skills Team Building Skills Personal Skills 

Written communication (stronger 
than traditional leader) 

Stronger sensitivity towards 
employee’s state of mind 

Sense of trust 

Communication clarity Team motivation Honesty 
Manage different virtual 
communication platforms 

Social networking Consistency 

Avoidance of miscommunication Multi-cultural, global mindset Integrity 
24/7 orientation Team accountability Fairness 
Cover change techniques Team member recognition Support of diversity 
Blending virtual and traditional 
methods 

Work-life balance 

Technological knowledge and 
security 

 

To actively shape one’s employees’, customers’, or generally society’s view, an E-leader needs to 

take distance, time, and cultural aspects into consideration (Avolio et al., 2014). The importance 

of E-leadership is given when teams are geographically dispersed (DasGupta, 2011). Those teams, 

also called virtual teams, will be discussed in the part ‘2.3.7.3 Virtual Teams Leadership’. 
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As one of the first to introduce E-leadership into the leadership literature Avolio et al. (2001) 

examine how it should be measured, analyzed, and conceptualized using multi-level frameworks. 

Twenty years later Antonopoulou et al. (2021) highlight the need to improve E-leadership 

efficiency in Europe’s industry and Europe’s skill shortage in E-leadership. The following table 

represents further challenges and opportunities for E-leaders. 

 

Table 17: Opportunities and Challenges for E-Leaders 

Source: Author’s elaboration, adapted from DasGupta (2011) 
Opportunities Challenges 

Instant communication one-on-one Communicate effectively via electronic mediums 
Cherry pick talents Trust-building from afar 
Enhance organizational performance through multi-
functional teams 

Create a viable electronic presence 

Rising customer satisfaction by 24/7 service To be inspiring without seeing employees 
Cut costs Mentor employees digitally 
Higher knowledge management Control and monitor social loafing 

Maintain work-life balance 
 

Because remote and virtual work environments need more inclusive leadership styles, E-leadership 

represents a relevant and irreversible challenge for organizations (Contreras et al., 2020). 

The three levels of E-leadership are (1) macro level, which addresses strategic implications of 

digital leadership in transformation and change, (2) micro level, where digital leadership might 

emerge from multiple levels and can be transmitted through (a) cognitions, (b) one’s traits, (c) 

behaviors, and (d) emotions, and (3) meso level, where digital leadership is concerned with work 

context changes, by Avolio et al. (2014) were used by Stana et al. (2018) to describe the levels of 

digital leadership because both leadership styles are closely connected and, in the literature, often 

used synonymously. To further distinguish between E-leadership and digital leadership the 

following chapter focuses on digital leadership.  
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2.3.7.2 Digital Leadership 

 

Digital Leadership is currently a very important and complex leadership style. Antonopoulou et 

al. (2021) refer to digital leadership as the systematic use of a company’s digital data to achieve 

corporate goals and state that digital leadership applies to a personal and corporate basis. Stana et 

al. (2018) define digital leadership to be a process of social influence that can involve one-to-many 

as well as one-to-one interaction and can occur at any hierarchical level within a company. They 

specify their definition by explaining the influence of technology to produce a change in feelings, 

attitudes, mindsets, performance, and behavior in organizations, individuals, and groups. 

Andelfinger & Hänisch (2017) explain digital leadership among other aspects as charismatic, 

transformational, and authentic leadership. Whereas AlNuaimi et al. (2022) explain digital 

leadership to be a combination of digital technology and transformational leadership style. 

 

Digital leadership needs to be differentiated from leadership in general and leadership in the digital 

age. Stana et al. (2018) differentiate traditional leadership as leadership focused highly on face-to-

face interactions and is used in times of ‘Pre-E-Leadership’. Klein (2020) refers to ‘Pre-E-

Leadership’ as classical leadership. Because digital leadership is a comparatively new leadership 

research field many researchers like Stana et al. (2018) take inspiration from E-leadership. This 

work has a chapter for E-leadership (previous chapter) to dignify both leadership types with the 

emphasis that is necessary for this work. 

Wilson III et al. (2004) describe leadership in the digital age as embedded leadership in broader 

transitions toward a society with stronger knowledge intensive within any institution or sector. 

Whereas digital leadership is the leadership in core sectors of a knowledge society (Wilson III et 

al., 2004). Wilson III et al. (2004) criticize the lack of theories of leadership in the digital age and 

try to justify its lack by explaining that the interactions among the many business and non-business 

stakeholders in the transition to a knowledge society are too complex and refer to existing theories 

about a knowledge society to be too conceptual, static, macro and a-political. And until today most 

existing research and theories focus on digital leadership and not leadership in the digital age 

because their titles are confusing both leadership categories. 

 

Digital leaders are leaders with a digital transformational mindset (AlNuaimi et al., 2022). Araujo 

et al. (2021) highlight the need for digital leaders to understand how to integrate new modern 

technology into work life to achieve a higher quality of service, more efficiency, and higher 

productivity compared to traditional leadership. Digital leaders have to manage the organization’s 

digital transformation, manage disruptive changes, lead the organization in a digital environment, 
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and motivate employees (Klein, 2020). Araujo et al. (2021) continue their statement about digital 

leaders by explaining them to be experts in strategic thinking, creating new business opportunities 

through digital technology improvements, and that they differentiate themselves from traditional 

leaders through their professional and personal experiences, skills, knowledge, and attitude and 

they maintain a more result-oriented and egalitarian approach. 

Digital leaders need a special, new skill set to be able to effectively and successfully guide 

organizations through their digital transformation, which might be dynamic and uncertain (Araujo 

et al., 2021). This skill set includes all of the necessary abilities and expertise for a leader to direct 

and initiate IT-related creativity at all levels of the company (Antonopoulou et al., 2021). Table 

18 shows particularly relevant leadership skills in times of rapid technological change for digital 

leaders (Klus & Müller, 2021). 

 

Table 18: Digital Leadership Skills 

Source: Author’s elaboration, adapted from Andelfinger & Hänisch (2017), Klus & Müller (2021), 

Antonopoulou et al. (2021), Wilson III et al. (2004), Araujo et al. (2021) 
Strong 

Communication 
Skills 

Organization Skills Technological 
Skills Personal Skills/Traits 

Effective 
communication via 
different channels 

Policy commitment 
Subject-specific 
knowledge (e.g. 
increasing IT-skills) 

Self-reflection Exhilarant 

Foreign language 
skills 

Monitoring and 
benchmarking 

Technological 
affinity Flexibility Open-mindedness 

Motivational skills Stakeholder 
coordination 

Computer 
knowledge 

Changeable/ 
adaptable Calmness 

Social Media Research and 
training 

Continuously 
updating one’s 
knowledge 

Courageous/ self-
confident Visionary 

Transparent 

Disruption 

BDA Creativity Empathy 
Mobilize one’s 
social network (to 
gain knowledge) 

Cloud Computing Intellectual 
curiosity Diversity and 

cultural intelligence Innovation Multi-task 
 

Next to leadership skills, Antonopoulou et al. (2021) cover two digital leadership roles for the 

academic environment: (1) the promotion of an innovation plan, and (2) the guidance of said 

business innovation plan to success. Those rules are important because they assure the successful 

recognition of innovative IT and use it to achieve competitiveness and optimal performance. 

To be successful, a digital leader has to ensure organizational functions align with the external 

environment through the direction of the strategic level of human and organizational resources 

(Araujo et al., 2021). To Andelfinger & Hänisch (2017) self-development and the development of 

one’s managerial functions are of utmost importance to be a successful digital leader. Among other 

topics, Wilson III et al.’s (2004) research focuses on digital leadership innovation. They state that 
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it changes through time and due to the highly dynamic technology innovation requires leadership 

skills to change as well. Wilson III et al. (2004) conclude by explaining that successful digital 

leaders need a mutually reinforcing fitting package of attitudes, ethics, experiences, knowledge, 

and skills.  
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2.3.7.3 Virtual Teams Leadership 

 

The management literature describes ‘teams’ as a group of employees within an organization that 

combines various talents and skills to work together towards a common goal and/or purpose (P. 

K. C. Lee et al., 2011). P. K. C. Lee et al. (2011) analyze different studies and highlight teams (1) 

as key concepts in various management practices, such as ‘Just-in-Time’ or ‘Total Quality 

Management’ and (2) in service settings to provide the coordinated effort to improve internal and 

external service delivery and results in customer satisfaction. 

The team approach is, in leadership literature, often combined with more established theories, like 

transformational leadership or LMX, that represents the researcher’s appreciation of the social 

context the leader has to operate with and the leader’s effect on the team (Dinh et al., 2014). Dinh 

et al. (2014) further explain creativity, change, and innovation to be additional categories of team 

leadership and state that researchers detected the missing attention to the team, contextual, and 

general organizational effects of leadership. 

Because of rapidly changing customer demands, more work has to be done in temporary project 

teams. Those teams are often virtually assorted and the employees work from a distance from each 

other and might be from different countries and cultures. Those teams are called virtual teams 

(Avolio et al., 2001). They are connected by communication and information technology and every 

interaction between the team members and their leader is mediated by technology (DasGupta, 

2011). Hoch & Kozlowski (2014) state that virtual teams challenge what researchers know and 

should know about leading teams. 

Fueled by the advancement of new technologies in workplaces virtual project teams have been a 

rapidly spreading business practice (Purvanova & Bono, 2009). Twenty years ago, Martins et al. 

(2004) stated that every organizational team is virtual to some extent and it is not essential for 

research to focus on the comparison of virtual and face-to-face teams. 

Because of the challenges of computer-mediated communication and spatial dispersion leaders of 

such teams face special challenges, like establishing relationships with their employees and 

successfully influencing them (Purvanova & Bono, 2009). The leader might never physically meet 

one or more team members (DasGupta, 2011) and the whole team is probably never in the same 

place at the same time. Next to the advantage of composing a team without the need to take space 

into account, the cost savings from reduced travel and the flexibility to meet market demands 

increase (Hoch & Kozlowski, 2014). 

Martins et al. (2004) define virtual teams as teams whose team members use technology to 

differing degrees to accomplish interdependent tasks while working across relational, locational, 

and/or temporal boundaries. They further define teams to be teams at first and being treated with 
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‘virtualness’ as a team characteristic. ‘Virtualness’ is described as the extent of technologies, that 

are the main attributes of virtual teams and supplement face-to-face interactions, in (1) media 

richness as communication channels and (2) enablement of synchronous collaboration (Martins et 

al., 2004). The two technology categories and the extent of virtualness, that is affected by the 

extent of used technologies, have been visualized in Figure 6. 

Figure 6: Extend of Virtualness 

Source: Author’s elaboration, adapted from Martins et al. (2004) 

 

In the literature, the leading of virtual teams is referred to as remote leadership (Klus & Müller, 

2021) as well as virtual team leadership (Avolio et al., 2001). Zigurs (2003) suggests that virtual 

leadership and teamwork cannot be explained by traditional leadership models. 

Trust-building is one key challenge of virtual team leadership and Avolio et al. (2001) record two 

important components; (1) trust is so very important in this context because direct supervision is 

not feasible and (2) leadership is important to facilitate the formation of trust. Trust-building is 

without limitation negatively affected by the change in communication (Klus & Müller, 2021). 

Where Avolio et al. (2001) could not highlight the leadership style that impacts virtual teams 

positively, research literature evolved and Purvanova & Bono (2009) pointed out the importance 

of transformational leadership and its’ influence on virtual teams out but also, that the differences 

between virtual and face-to-face communication suggest less transformational leadership in virtual 

teams. Next to transformational leadership, researchers also suggest LMX for virtual teams (Hoch 

& Kozlowski, 2014). 
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Although today visual and auditory cues exist, virtual team leadership faces disadvantages in all 

transformational leadership behaviors compared to face-to-face communication because of the 

scattered team members (Purvanova & Bono, 2009). But Purvanova & Bono’s (2009) findings 

ascertain that transformational leadership has stronger effects on team performance in virtual 

teams compared to face-to-face teams which is in agreement with theoretical predictions at that 

time. Whereas traditional hierarchical leadership processes are disadvantageous in virtual teams 

because of the missing face-to-face contact (Hoch & Kozlowski, 2014). 

 

When leaders of virtual teams try to counteract the missing geographical proximity, they need to 

avert negative traits, such as micro-management and exclusively to-the-point and task-orientated 

communication instead of social-relational communication (Purvanova & Bono, 2009). 

 

Figure 7: Virtual Team Leaders Effective Leadership Practice 

Source: Author’s elaboration, adapted from Malhotra et al. (2007) 

 

Leaders of innovative problem-solving virtual teams are responsible for (a) articulating a team 

vision, (b) communicating the vision, (c) developing an execution plan to accomplish that vision, 

(d) building coalitions of believers, (e) gathering further employees behind the vision, and (f) 

articulating operating values that are included in shaping a team culture (Malhotra et al., 2007). 

Malhotra et al. (2007) continue by explaining that it is difficult to exercise some of the 
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responsibilities without physical presence. Malhotra et al.’s (2007) research identified six practices 

leaders of successful virtual teams use to overcome the special challenges of leading virtual teams 

that are represented in Figure 7.  
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2.4 Existing Empirical Studies on Leadership 

 

To not only give a view on the previous theoretical research on the selected topic but also the 

previous empirical research this chapter highlights empirical studies on leadership and focuses 

especially on Digital Leadership. This chapter can be seen as the literature review of the empirical 

methodology because other empirical studies on leadership are presented, differences and 

similarities are shown, and compared to this work’s empirical research. Table 19 summarizes 

every identified empirical research by naming the author, the industry and country (if known) the 

empirical research was conducted, the issue, and finishing with a short abstract. The empirical 

researches are presented in alphabetical order. 

 

Table 19: Existing Empirical Studies on Leadership 

Source: Author’s elaboration, adapted from: see column ‘Author’ 
Author Sector Issue Abstract 
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Results: Leaders with necessary digital skills and who exercise transformational 
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their salespeople periodically, and salespeople have to increase the coordination 
and access of organizational resources. 
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 The research evaluates the impact of structural supports, traditional hierarchical, 
and shared team leadership on team performance. 
Results: Shared team leadership and team performance are significantly related 
regardless of the degree of virtuality. With growing virtuality in teams the 
relations between team performance and hierarchical leadership weaken and 
strengthen between team performance and structural supports. 
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Three dimensions (team competence, team cohesion, team leader job satisfaction) 
of team performance and the effectiveness of transformational leadership in 
operational banking teams have been researched. 
Results: Team competence as a construct of the overall performance of a team is 
affected by the other two dimensions. 
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The examination of transformational leadership in the context of virtual teams 
using computer-mediated communication and traditional teams using face-to-
face communication. 
Results: Transformational leadership has a stronger effect in teams with 
computer-mediated communication, and the increase of transformational 
leadership behaviors in such teams achieve higher levels of team performance. 
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 Leadership spirituality’s impact on the organizational commitment of branch, 

area, and regional managers. 
Results: They verified a strong positive correlation between organizational 
commitment and aspects of spirituality. 
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 The authors developed a scale for digital leadership to assess self-perceived 

digital leadership skills and researched the associations with psychological well-
being. 
Results: Lower digital leadership skills in upper-level managers correlate 
negatively with their psychological well-being. 

 

Table 19 summarizes thirteen studies connected to the banking industry and/or leadership, 

especially digital leadership. In total five studies concentrate on the banking sector, eleven on 

leadership, and four on digital leadership. Comparing them to this work’s focus, two studies center 

on the German sector and digital leadership but not banking specifically. 

According to their findings, the work by Klus & Müller (2021) is the most similar to this work’s 

research when comparing all thirteen studies because (1) it is contemporary and (2) it focuses on 

Germany and especially on digital leadership skills/traits. Many differences are the questioned 

sector, that their study only questions executives and centers solely on the classification of 

leadership skills in the digital age. 
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This chapter verifies the research focus presented in Chapter 2.6 because no academic empirical 

studies exist. It also represents the end of the literature review and completes the foundation for 

the explanation of the research gap by further highlighting the research gap through the extracted 

empirical studies.  
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2.5 Formulation of the Hypotheses 

 

The literature review concentrates on the varying leadership challenges of digitalization in the 

German banking sector. The chapter ‘2.1.3.1 Digital Transformation’ focuses on the impact of 

digitalization and its transformations in general, especially on the banking sector and its leaders. 

To measure digital transformational impact the following two hypotheses (H1, H2) have been 

formulated. 

 

H1: To handle digital transformation is important for a digital leader. 

 

As shown in chapter 2.3.7.2, the current literature focuses strongly on digital leaders’ need to 

understand, guide, and enhance digital transformational processes and technological changes. 

Derived from the first hypothesis and the researched literature, the formulated second hypothesis 

was developed: 

 

H2: Major technological affinity impacts digital leadership positively. 

 

The next hypothesis was formulated based on the insights of the chapter ‘2.1.5 COVID-19’ and 

the previous ones. The question of how strongly recent crises are impacting everyday work-life 

changes arose out of the literature. This hypothesis questions the change in everyday work-life and 

its impact on leadership. 

 

H3: WFH influences digital leadership strongly. 

 

After the first three hypotheses focused on the first part of the literature review, the following two 

hypotheses conveyed the various types of expectation management. The fourth hypothesis is 

connected to the chapter ‘2.2.1 Management/Employer Expectation’ and analyzes the impact of 

management’s attitude towards digital transformations. Al-Shehab et al.’s (2020) and Eneh et al.’s 

(2024) research focus on expectations regarding lifelong learning and aspects of the digital era. 

The literature does not highlight any other connections to this hypothesis, which indicates it has 

not been researched yet. 

 

H4: Management’s attitude towards digital transformation affects employees positively. 
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The fifth hypothesis focuses on the importance of employees’ age and digital leadership. The 

chapter ‘2.2.2 Employee Expectation’ literature has discussed this topic generously. The research 

of Kraak et al. (2017), Stana et al. (2018), Chillakuri (2020), Bencsik et al. (2016), and Löffler & 

Giebe‘s (2021) focuses on the characteristics of working generations and especially the currently 

youngest working generation ‘Generation Z’. Highlighted are the technical knowledge, high 

ambitions of the Generation Z workforce, and different mindsets between the working generations. 

A connection between the acceptance of specific leadership styles and varying generations could 

not be found in the existing literature. 

 

H5: Followers’ age affects their acceptance of digital leadership negatively. 

 

The last two hypotheses have been extracted from the third and last part of the literature review 

‘2.3 Leadership and its Implications for the Banking Industry’. The chapter ‘2.3.4 Management’ 

guided to the formulation of the sixth hypothesis. It is important to clarify the difference between 

management and employees. P. K. C. Lee et al. (2011), Bass et al. (1987), Antonopoulou et al. 

(2021), Avolio et al. (2004), Wallace et al. (2013), Bolte et al. (2018), and Mohan et al. (2017) 

research on management as an important part of leadership, the focus of management on 

organizational structure, profitable goal orientation, corporate culture, suppliers, customers, and 

employees. The literature does not highlight differences or common ground regarding the 

management and employees’ views. 

 

H6: Executives and employees weigh the importance of specific leadership skills equally. 

 

The last hypothesis has been educed from chapter ‘2.3.5 Substitutes for Leadership’ and wants to 

capture the respondents’ mood about AI and how they estimate AI's future impact in the banking 

industry. While Peifer et al. (2022), King (2019), Titareva (2021), and Moldenhauer & Londt 

(2019) explain AI and describe its impact on the economy and our future in general, the research 

of Peifer et al. (2022), Quaquebeke & Gerpott’s (2023), and King (2019) focuses strongly on AI’s 

future impact on leadership. Because this part of the research field is new, no empirical research 

on employees’ or leader’s views on AI’s impact or possibility of substituting leadership could be 

found. 

 

H7: Employees believe that AI complements or replaces their direct supervisor shortly. 
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The above-formulated hypotheses aim to give new insights into the empirical research on 

leadership in the German banking sector and to clarify the impact of recent digital transformational 

processes and future indicators. The empirical results regarding the hypothesis are presented in 

Chapter 4.2.3 and discussed in Chapter 5.2.  
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2.6 Research Focus 

 

Through the first part of this work’s methodological approach, the literature review, various 

research gaps have been identified and are followingly presented: 

Araujo et al. (2021) describe traditional leaders leading digital transformation as having significant 

deficiencies in process management and technology dominance, compared to digital leaders. They 

continue with organizations’ underestimation of the importance of strong digital leaders due to 

digital transformation and conclude by stating the need for more academic and empirical studies 

on digital leadership styles and traits. 

Klein (2020) highlights that only a few researches report on implemented cases and rather predict 

visionary requirements for digital leadership so far. 

Additionally to the previous two researchers, Andelfinger & Hänisch (2017) focus on the 

necessary change and development of leadership and employees’ expectations regarding 

leadership during the current transformations. 

Stana et al. (2018) encourage researchers to amplify future research on digital leadership 

concerning multicultural digital teams and generational differences. 

P. K. C. Lee et al. (2011) focus on leadership in the banking sector and although they state, that 

not one single leadership style is universally applicable in every circumstance, banking managers 

still have to adopt an appropriate style. By selecting a specific leadership style, managers need to 

take the environment into account. 

As already stated in the chapter ‘2.1.5 COVID-19’, Daraba et al. (2021) implicate leadership’s 

essential role of supporting employees and scholar’s concern about leadership’s impact on 

employees’ performance in WFH. 

 

Next to the gathered rather broad research gap concerning various empirical research on digital 

leadership, the existing academic literature, and empirical research focusing on digital leadership 

and one specific market in one country is even less existent. 

 

The main goals of this work’s empirical contribution are: 

1. Highlight the needed leadership skills 

2. Compare them to the existing research 

3. Try to carve out contemporary characteristics of leadership in the German banking sector 

and 

4. Formulate leadership expectations for digital leadership in the German banking sector  
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3 METHODOLOGY 
 

In the initial phase of the research, a literature review was conducted to understand and present the 

current status of leadership and its challenges in the German banking sector. The methodological 

approach of the literature review has already been presented at the beginning of the literature 

review. Through this first methodological step, research gaps were identified and resultant 

hypotheses were formulated to be included in the following two methodological steps of this work. 

Because of the process of building both methods and the already identified hypotheses, research 

questions were formulated and need to be answered in the chapters ‘4 Results Section’ and/or ‘8 

New Scientific Results’. 

To be able to receive a thorough answer to hypotheses and research questions it is important to 

have an all-round view of the topic. The commonest method of primary data collection is surveys, 

which can be categorized into two groups (1) manual and (2) electronic (Nayak & Narayan, 2019). 

The two approaches of surveys have been used; firstly an expert interview was conducted to gain 

the opinion and point of view of executives, then create an online survey to receive the opinion of 

the employees, attain both perspectives, and discuss the results. 

These two methodological choices, procedures, measures, analyses, and results will be thoroughly 

explained and presented in the following chapters.  



 90 

3.1 Method I – Expert Interview 

 

Within the academic literature, Döringer (2021) summarizes the definition of the broad literature 

on expert interviews as a widely-discussed qualitative empirical research method that has been 

used since the early 1990s, that aims at collecting data about expert knowledge in a specific field 

of interest, and that highlights the scientists’ discussion about when someone is being reckoned as 

an expert. Döringer (2021) distinguishes expert interviews between (1) ‘the theory-generating 

expert interview’, which discusses and defines the term expert, distinguishes various types of 

expert knowledge, and aims at inductive theory building, and (2) ‘the problem-centred expert 

interview’, which provides a certain set of questions and interview design, proposes inductive-

deductive theory development, and highlights individual's perspectives. Trinczek (2009) describes 

the high degree of sensitivity to context as a crucial advantage of qualitative research methods 

compared to quantitative methods. 

The expert interview was conducted to receive information on the executive point of view, to use 

in the online survey’s buildup, and to be able to compare, verify, or falsify their views to the 

employees’ perspective.  
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3.1.1 Approach 

 

From the literature review, all three key themes guided the questions that have been included in 

the expert interviews. Because the main focus of this proceeding was to include the experts’ 

insights in the quantitative empirical research part, the questions focus strongly on transformations 

and leadership traits. The conducted expert interviews are possibly not representative because the 

experts work all in the same organization, but it was chosen on purpose to be able to show possible 

differences that already exist in the same organization. Those aspects will be highlighted and 

observed in the ‘4 Results Section’. 

The expert interview was conducted with eleven group executive managers from a German 

multinational bank between 11. November 2022 and 02. December 2022. Each person was asked 

eleven questions and the duration varied from 13 minutes to 25 minutes. Each interview was 

recorded, personally transcribed, and afterward reviewed by the particular expert and approved. 

Nine interviews can be used for this work, for one interview the written agreement has not been 

given and one interview had technical problems, the recording did not work properly and there 

was no time to repeat the interview fully. All nine interviews, including questions, answers, and 

the written agreement can be found in Appendix 3. The interviews were conducted in German and, 

as necessary for this work, translated into English. 

Six interviewees were executives and the other three managing directors. They take responsibility 

for an average of 1,187 employees and 10 leaders. Their area of responsibility is mainly customer 

and sales management in various areas, e.g. private clients, private banking, wealth management, 

fund management, corporate banking, banking advise centers, business customers, and digital 

banking (Appendix 3).  
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3.2 Method II – Online Survey 

 

An online survey is used to collect a relatively large amount of data that can be coherently 

evaluated and analyzed. This technique is suitable for descriptive, cohort, case-control, cross-

sectional, and evaluation studies (Nayak & Narayan, 2019). 

Various researchers like Jansen et al. (2006), Church (2001), Ball (2019), and Kaye & Johnson 

(1999) compare electronic surveys (E-Survey) with their traditional and laborious counterparts, 

the paper-and-pencil approach, and highlight the following three main advantages of E-surveys: 

(1) increased response rate, (2) faster response times, and (3) decreased costs. Further advantages 

are flexibility, ease, and automation (Ball, 2019). The disadvantages of online surveys can be the 

lack of an interviewer, no option for immediate follow-up questions, no further explanations for 

respondents who seek clarification, or deliberately making erroneous responses (Ball, 2019). 

Today electronic and online surveys can be seen as synonymous. The technology to develop an 

online survey is still evolving and young, but thanks to online survey services and survey software 

packages conducting online survey research is quick and easy (Nayak & Narayan, 2019). 

Additionally reaching respondents becomes far easier and quicker thanks to the use of social media 

and email (Ball, 2019). 

The typology of online surveys is described by Jansen et al. (2006), as well as Nayak & Narayan 

(2019), and emerging issues of online surveys, such as reliability, validity, sampling and 

generalizability, security and access, and ethics, including privacy, anonymity, and confidentiality.  
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3.2.1 Samples and Procedure 

 

The samples and procedure of Method II are followingly presented. Ball (2019) refers to 

Eysenbach’s (2004) ‘CHERRIES Checklist’ in the conclusion. This checklist’s goal is to give 

readers a better understanding of i.e. the sample selection of web-based surveys and provide a 

meaningful starting point for reporting the results of web surveys (Eysenbach, 2004). Table 20 

represents a modified CHERRIES checklist, to give a summarized overview of all the important 

aspects of the online survey. 

 

Table 20: The modified CHERRIES Checklist 

Source: Author’s elaboration, adapted from Eysenbach (2004), Appendix 4, Appendix 6 
Item Category Checklist Item Explanation 
Design Describe survey design The target population is German banking employees. 
Data protection Informed consent The information on the length of time of the survey, as well 

as the purpose of the study, was given at the beginning of 
the survey (Appendix 4.1) 

Data protection No personal information was collected or stored. 
Development and pre-
testing 

Development and testing The survey was developed by the previous methodological 
parts and was pre-tested two times before going live. 

Recruitment process 
and description of the 
sample having access 
to the questionnaire 

Open survey versus 
closed survey 

An open survey was used, that has been contained by a 
security question. 

Contact mode Sending the questionnaire link directly to various banking 
employees. 

Advertising the survey The survey has not been advertised in any special way. 
Survey administration Web/E-mail It is a web-based survey. 

Mandatory/voluntary It is a voluntary survey. 
Incentives No incentives were used. 
Time/Date The data was collected from 15.12.2023 to 15.01.2024. 
Number of Items The survey contains 19 questions. 
Number of screens The survey includes eight pages. 
Completeness check No item provided a non-response option. 
Review step No review steps (such as a Back Button) were given. 

Response rates Participation rate (ration 
of unique visitors who 
agreed to participate) 

56% 

Completion rate (ration 
of users who finished the 
survey) 

43% 

Preventing multiple 
entries from the same 
individual 

Cookies used No cookies were used. 
IP check No IP check took place. 
Log file analysis No other techniques to analyze log files for identification of 

multiple entries were used. 
Registration No registration was necessary. 

Analysis Handling of incomplete 
questionnaires 

Only completed questions (page 3 or 7) were analyzed. 

Questionnaires submitted 
with an atypical 
timestamp 

No cut-off point was used because the duration of the survey 
being online was limited. 

Statistical correction No adjustments have been used. 
 

Additionally, some aspects of Table 20 will be discussed more profoundly. 
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Samples can be categorized into (1) a random sampling, in which each individual of a population 

is selected casually, and (2) a defined population of interest (Ball, 2019). For this survey employees 

of the German banking industry were identified as defined population of interest. 

The online survey website SoSci Survey (https://www.soscisurvey.de) was used as a tool to help 

with the questionnaire preparation, design, distribution, reporting, and storing of data (Nayak & 

Narayan, 2019). The importance of validity and reliability, referred to by Ball (2019), describes 

the accuracy of precise questions to ensure that what wants to be measured is measured and the 

consistency of statements and questions in the survey. The validity and reliability of the 

questionnaire were tested and stressed by two pretests. Both pretests were conducted by five 

different people and took place between 09.-11.12.2023 (Pretest 1) and 12.-14-12.2023 (Pretest 

2). In total 14 data sets were generated, analyzed, and integrated into the final survey. Those data 

sets were deleted before the final questionnaire was distributed. 

The survey period was from 15.12.2023 to 15.01.2024. The author sent the survey to over 400 

different German bank employees and asked them to forward the survey to other bank employees. 

After the survey period had been finished, 137 people clicked on the survey. 77 participants started 

the survey, 4% were excluded by the security question because they are not bank employees and 

another 20% did not finish the survey out of reasons that are unreproducible. Resultingly the data 

set is n=59 (Appendix 6.1). No missing data is given in the data set because the participants were 

not able to refuse any question or answer possibility which might be the reason for the 20% drop-

out rate.  

https://www.soscisurvey.de/
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3.2.2 Measures 

 

To conduct a survey, the design of the online survey and the questionnaire preparation are 

essential. The wording of questions and answers for the questionnaire is significant for the 

following analysis of the gathered data. 

To figure out which variables to focus on in the online survey, and to be able to measure them 

afterward, was difficult and very time-consuming because the field of research on digital 

leadership is a new and well-established measurement, like the ‘Multifactor Leadership 

Questionnaire’ (MLQ) often used in connection with transformational and transactional 

leadership, like the work of Avolio et al. (1999), Avolio et al. (2004), does not fit properly. During 

the extensive literature review, the work of Zeike et al. (2019) was the first with empirical research 

on digital leadership and its effect on emotional well-being. Their method gave the idea for the 

structure of this online survey. 

The gathered variables will be grouped into three variable types. The dependent variable (1), which 

will be set in relation to the independent and control variables, represents different aspects, e.g. 

digital leadership skills. A four-point scale (0 = not connected; 1 = partly connected; 2 = connected; 

3 = strongly connected with digital leadership) will be used to determine the impact of the viewed 

leadership skills, extracted from the expert interviews and literature review, on digital leadership. 

The independent variables (2) of this survey focus on the different information of the hypotheses 

and research questions, summarized in the two parts (I) digital transformation and (II) expectation 

management. The control variables (3) for example age, gender, work experience in this sector (in 

years), educational level, and own leadership experience were included to be able to find 

confounding factors and/or other similarities or differences. Those are examples of how the 

variables could be grouped. In the chapter ‘4 Results Section’ the applied orders can be understood. 

Answering types used in the questionnaire were especially single-choice and Likert’s Scale. The 

collected and edited opinion statements were given to the respondents to rate the statements on a 

four-point continuum (Arul & Misra, 1977). Dissenting from the literature, which refers to a five-

point continuum, this questionnaire works with the four-point scale to avoid the respondent 

choosing the compromise. The respondents cannot only express their degree of personal agreement 

or disagreement but the Likert’s Scale can also measure the respondents’ attitude (Arul & Misra, 

1977). The individual attitude score is the sum of the respondent’s ratings of all the statements. 

Therefore the Likert Scale’s other name is the ‘Scale of Summated Ratings’ (Arul & Misra, 1977). 

 

Although Nayak & Narayan (2019) state, that researchers of web-based surveys are not able to 

ensure the sample population is primarily from the targeted population, this online survey includes 



 96 

a ‘security question’ to separate non-banking branch employees. The filter question verifies in 

which sector the participant works and if it is not the banking sector, the participant is 

automatically guided to an alternate end (Appendix 4.3, question 5). To be able to tell if this survey 

is relatively representative, the gender and age of German bank employees, shown in Table 21, are 

compared with the gender and age of the respondents of this online survey. 

 

Table 21: Age and Gender Distribution in the German Three Top Banks 

Source: Author’s elaboration, adapted from Commerzbank AG (2023), Appendix 5, Deutsche 

Bank AG (2023), DZ Bank (2023) 

German Top Banks Average Age Gender Distribution 
Female Male 

Commerzbank AG 46.64 50.8 49.2 
Deutsche Bank AG 42.5 46.4 53.6 
DZ Bank 46.0 46.0 54.0 
Total 45.0 47.7 52.3 

 

The average age of the participants is 42.2, and 45.8% of the participants are female and 54.2% 

male. The boxplot shown in Figure 8 visualizes these two variables and indicates that the female 

participants are younger and the male participants represent a wider age range. 

The survey’s results seem relatively representative according to the comparison of age and gender 

distribution. 

 
Figure 8: Boxplot Gender and Age in Years 

Source: Appendix 6.2  

 
4 The average age of Commerzbank employees was separately calculated approximately. The calculations can be 
found in Appendix 5. 
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3.3 Analysis Strategy 

 

To reduce complexity and to be able to visualize the concept of this work, including research 

questions, hypotheses, and main topics of the literature review, Figure 9 shows the developed 

conceptual model. Mylopoulos (1992) describes conceptual modeling as the purpose of 

understanding, that requires the adoption of formal notations, captures relevant aspects, 

communicates a common view, and supports inferential and structuring facilities. Robinson (2008) 

developed a framework for designing conceptual models and concludes by saying that there is no 

‘right’ conceptual model because the author defines it as art and it is an agreement between several 

people. 

 

 
Figure 9: Conceptual Model 

Source: Author’s elaboration, adapted from Table 24 and Table 28 

 

The analysis of generated data serves to answer the assembled research questions and hypotheses. 

Ball (2019) describes the purpose of data analysis of online surveys as a summary of the collected 

data and providing understandable answers to the research questions. 

The applied software used for the data analysis is SPSS Statistics Version 29.0.1.1. To be able to 

analyze the data set first, the data was converted from SoSci Survey’s website into an Excel sheet, 

the variables were checked, redundant and unnecessary variables deleted, and imported to SPSS. 

In SPSS the process to check the variables restarted. Variables received labels, values were added, 

the right measure (scale, ordinal, nominal) was chosen, and new variables were computed. 
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Followingly the used statistical methods will be introduced. The results are presented in the chapter 

‘4 Results Section’. Descriptive analysis obtains comprehensive, informative, and objective data, 

that is a versatile source of product information in government, industry, and research settings 

(Kemp et al., 2018). Kemp et al. (2018) summarize various descriptive analysis methods, weigh 

their advantages and disadvantages in different settings, and highlight descriptive analysis as a 

successful, flexible, and useful tool. 

Descriptive analysis methods are used to examine the peculiarities of single variables, two, or more 

than two variables and are implemented in this work in various ways. First, it is important to gain 

an extensive understanding of the data set. Different univariate statistics help to understand the 

characteristics and specificities of the selected data. Without limitation frequencies, the range, 

variance, minimum, maximum, mean, median, quartiles, quantiles, distribution, including kurtosis 

and skewness, and the test of normality have been utilized. 

Second, bivariate statistics analyze the possible connection of two variables and their intensity if 

existing. The bivariate correlation of the two variables explains their interdependent 

characteristics. To be able to interpret the correlation coefficient, the work of Asuero et al. (2006) 

serves as guidance. They interpret the correlation coefficient as shown in Table 22. 

 

Table 22: Interpretation of the Correlation Coefficient 

Source: Author’s elaboration, adapted from Asuero et al. (2006) 
Very high correlation +/- 0.90 to +/- 1.00 
High correlation +/- 0.70 to +/- 0.89 
Moderate correlation +/- 0.50 to +/- 0.69 
Low correlation +/- 0.30 to +/- 0.49 
Little to no correlation +/- 0.00 to +/- 0.29 

 

The correlation coefficient can only be used and interpreted if the correlation is significant. The 

given significance level for the following analysis is 0.05. 

Lastly, multivariate statistics analyze three or more variables. Next to the bivariate correlation, 

partial correlation measures the correlation of two variables, which is adjusted by a third variable 

or for which it is checked. 

When the correlation between two variables is significant, as given in the testing of RQ3.1, RQ4.3, 

and H2, carrying out a regression can provide further explanations and interpretation options for 

the existing data set. As a statistical tool, regression analysis investigates the relationship between 

variables (Sykes, 1993). Sykes (1993) further describes regression as the employment to estimate 

the effect of the independent variable(s) upon the dependent variable(s) that shall be influenced. 

SPSS calculates various regression tables in the case of simple linear regression. In the 'Model 

Summary' table, the R2 is included and can be interpreted. In the case of multi-linear regression, 
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the adjusted R2 must be viewed. The R2 describes how much proceeds from the dependent 

variable(s) can be explained by the independent variable(s). The difference to 1 represents the 

proportion of the variance, which cannot be explained by the regression model. The ‘ANOVA’ 

table is important concerning the null hypothesis test. The mathematical formula can be derived 

from the ‘Coefficients’ table. This is also shown on the scatter plot by SPSS. In addition, the 

‘Coefficients’ table states that if the t-value of the dependent variable(s) is not zero and significant, 

the variable can be included in the regression model. 

To set up a valid regression model, certain requirements must be met. It must be ensured that (1) 

the residuals are normally distributed and there must be no (2) autocorrelation, (3) 

heteroscedasticity, and (4) multicollinearity. As soon as one requirement cannot be validated the 

regression model is not tenable. 

As an important concept in the evaluation of questionnaires, Cronbach’s Alpha is mandatory to be 

estimated, to add accuracy and validity to the interpretation of the data set (Tavakol & Dennick, 

2011). Table 29 represents Cronbach’s Alpha values and in chapter ‘4.2.3 Analysis to answer the 

Hypotheses’ is the interpretation of the calculated values given.  
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4 RESULTS SECTION 
 

Following Avolio et al.’s (2009) statement that for studying leadership quantitative methods have 

been used over the past hundred years and now the increasing attention on cases and qualitative 

research should be integrated with quantitative approaches, this work’s methodology is divided 

into qualitative and quantitative approaches. 

Hereinafter the first chapter presents the results of the expert interviews and the second chapter 

presents the results of the online survey. This second chapter is divided into three parts, to visualize 

the results perspicuously, maintain the structure of the literature review, and establish a pattern for 

the ‘Discussion Section’.  
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4.1 Method I 

 

The results of Method I are followingly presented in the succession of the interview questions. 

According to the experts, the most current and biggest transformations in the German banking 

sector are digitalization (6x), changing customer behavior (4x), sustainability, 

generation/demographic change, and geopolitical issues (Appendix 3.1-3.9, question 2). 

To the experts, the biggest difference between leadership and management can be summarized as 

leadership being part of management and being 100% involved with the employees by convincing, 

involving, developing, and helping them and management dealing with known and unknown 

problem areas using a classic, professional, and strategical processing logic to develop own’s area 

with overall responsibility (Appendix 3.1-3.9, question 3). 

Before asking the interviewees about leadership skills and their importance, the interviewees were 

requested to explain why they are extraordinary leaders and they mentioned the following 

attributes: listening (4x), approachable (3x), positive mood (2x), empathic (2x), passionate to work 

with people (2x), communicative, authentic, quick apprehension skills, trusting, being a role 

model, and a good storyteller (Appendix 3.1-3.9, question 4). 

Next to the difference between leadership and management, agile leadership types have been 

conducted in the interviews. The respondents agree unitedly to use agile leadership types in their 

everyday work lives. Two of the executives were not sure about the definition of agile leadership 

and defined it for themselves to be adaptable and flexible. The executives with project management 

experiences all agreed that agile methods could only be exercised partly because many agile 

methods do not make sense in customer and sales management environments. They emphasize 

that they are extremely flexible in adapting to new surroundings and tasks (Appendix 3.1-3.9, 

question 5). 

 

Table 23: The most important Characteristics of a Leader 

Source: Author’s elaboration, adapted from Appendix 3.1-3.9, question 6 
Characteristics Characteristics Characteristics 

Ability to motivate others Capacity to take criticism Capacity to take conflicts 
Communicative (4x) Competence to listen (Cheerful) Composure 
Confidence Content perspective Convincement 
Cooperative Courage (2x) Curiosity 
Decisiveness Empathy (7x) Enthusiasm 
Expert know-how Fairness Goal orientation 
Highest performance commitment Inspiration Intrigued 
Optimism Overview of the workflow Personnel belief 
Personnel interest Personnel work Reliability 
Resilience (2x) Robustness Strong determination 
Truthfulness Visionary Well organized Willingness to compromise 
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Representative to the gained insights, Table 23 shows the most important leadership traits 

alphabetically in the opinion of all experts and to be empathic, communicative, resilient, and 

courageous are the most common ones. 

This table’s insights have been an important part of the elaboration of various answering options 

in the online survey. 

As most obsolete leadership manners within their company, the experts mentioned hierarchy (4x), 

hierarchy-related decision-making processes, status symbols, setting constraints, closed doors, HR 

methods (i.e. salary ranges), missing approachability and transparency, only thinking within your 

area of responsibility, and outdated forms of communication (Appendix 3.1-3.9, question 8.1). 

Why they have not changed the named obsolete manners so far has been answered by stating that 

they are working on the process (3x), cultural change is needed (3x), and that a proper alternative 

is still missing. Two executives underlined that traditional hierarchy-powered leadership prevents 

the abolition of old behavior patterns (Appendix 3.1-3.9, question 8.2). 

At the end of the interview, each expert was asked to mention the most important aspect of 

leadership that has not been mentioned yet. The high impact and importance of direct leadership 

have been explained by the interaction between people, the discovery and development of talent, 

and encouraging people. As well as the importance that leadership personality needs to evolve and 

develop on-the-job, to be able to solve, learn, and grow interpersonally and professionally. 

Furthermore, respect, appreciation (2x), trust, approachability, and fun (2x) were mentioned next 

to the challenge to bind talents to the company in the long term in an increasingly competitive job 

market (2x) (Appendix 3.1-3.9, question 10).  
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4.2 Method II 

 

The methods to generate the online survey’s results are multifarious. To ensure a structured and 

comprehensible submission of the statistical results, they are presented in sequence with the three 

main topics of the literature review. 

Firstly, in the chapter ‘4.2.1 Introduction and Outline’ the univariate and bivariate descriptive 

statistics will be presented including demographic characteristic evaluations. Followed by the 

chapters ‘4.2.2 Analysis to Answer the Research Questions’ and ‘4.2.3 Analysis to answer the 

Hypotheses’. These chapters focus on the results of digital transformation and expectation 

management, each set into comparison with digital leadership. They are designed to answer the 

research questions summarized in Table 24 and the hypotheses shown in Table 28. Various 

analyzing methods are used, as presented in the chapter ‘3.3 Analysis Strategy’. 

The results as to whether the research questions and hypotheses could be verified, falsified, or not 

answered at all, will be evaluated, interpreted, and answered in the ‘5 Discussion Section’.  
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4.2.1 Introduction and Outline 
 

As written in the literature review and highlighted in the chapter ‘3.2.2 Measures’ of Method II, 

Andelfinger & Hänisch (2017) describe the demographic development in Germany as being 

dominated by people older than sixty. 

This survey was answered by banking employees. The average age is 42.2 years. 54.2% of the 

questioned banking employees are male and 45.8% are female. The distribution of education 

among the participants shows 44.1% having an apprenticeship, 37.3% a Master’s or Diploma 

degree, 16.9% a Bachelor’s degree, and 1.7% a PhD. They have an average work experience of 

22.4 years varying from 3 to 41 years. 66.1% state to have leadership experience and 33.9% are 

currently in a leadership position. The mean of WFH is at 40% of the working hours (Appendix 

6.2). 

While testing univariate descriptive statistics the normal distribution for all variables was tested. 

The complete table is provided in Appendix 6.3.  
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4.2.2 Analysis to answer the Research Questions 

 

In order to ensure that the following analysis and evaluations are easy to understand and follow, 

the formulated research questions from Chapter 1.2 have been specified and subdivided into sub-

questions in the following table: 

 

Table 24: Research Questions 

Source: Author’s elaboration 
RQ1.1 Is leadership still needed in the German banking sector? 
RQ1.2 Is management alone sufficient? 
RQ1.3 Do we just need leadership so someone has the responsibility? 
RQ2.1 Do employees of the banking sector see the importance of digital transformation? 
RQ2.2 Do employees transform that importance into expectations regarding their company and supervisor? 
RQ3.1 Do different expectation levels from new or old working generations towards leadership exist? 
RQ3.2 Do GenZ employees rate the importance of digital leadership and AI higher than other employees? 
RQ3.3 Does the pace of digital transformational implementation impact fulfilled expectations? 
RQ4.1 What leadership skills are emerging? 
RQ4.2 How different are executives’ views of leadership within one organization? 
RQ4.3 Is there a relationship between the importance of digital leadership and digital leadership skills? 

 

RQ1.1: Digital leadership has a mean of 3.4 out of 4 and 86.4% of the respondents state digital 

leadership to be important or very important, while the AI’s mean manifests at 1.8, and only 13.6% 

of the participants believe mostly or completely in the replacement of the direct supervisor. The 

acceptance of digital leadership’s importance and the question if AI will complement or replace 

the direct supervisor in the next five years are ordinal variables and their correlation was measured 

with Spearman’s rho. They show a positive significant correlation at the 0.05 level. The correlation 

coefficient is 0.239 (Appendix 6.4). 

 

RQ1.2: The AI’s mean manifests at 1.8, and only 13.6% of the participants believe mostly or 

completely in the replacement of the direct supervisor. Whereas 49.2% of the participants believe 

in a partial complement or replacement and 37.3% think that it will not happen at all in the next 

five years (Appendix 6.4). 

 

RQ1.3: Table 25 summarizes the affinity towards the technology of the respondent’s employer, 

executive(s), supervisor, colleagues, and the respondent’s themselves. No respondent selected ‘No 

Affinity’ and therefore it was not included in the table. In summary, the respondents ranked the 

technological affinity of their own as strongest, followed by their company, and executive(s), 

whereas their supervisor and colleagues are rated weakest. Colleagues and supervisors are also 

ranked with the lowest affinity. The ‘Medium Affinity’ has the smallest range, varying from lowest 
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to strongest only between 6.9%, colleagues having the strongest part with 59.3% and the 

respondents representing the lowest with 52.4%. 

 

Table 25: Working Environment’s Affinity towards Technology 

Source: Author’s elaboration, Appendix 6.4 
 Your Company Your 

Executive(s) 
Your 

Supervisor 
Your 

Colleagues Your Own 

Low Affinity 10.2% 8.5% 15.3% 23.7% 1.7% 
Medium Affinity 54.2% 57.6% 54.2% 59.3% 52.4% 
Strong Affinity 35.6% 33.9% 30.5% 16.9% 45.8% 

 

The respondents’ expectations towards their supervisor are strongly fulfilled concerning 

‘Individual Responsibility’, ‘Integration into the Organization Culture’, and ‘Receiving Praise’ 

and least fulfilled in ‘Salary Increase Opportunities’, ‘Career Growth’, and ‘Work-Life Balance’ 

(Appendix 6.4). 

 

RQ2.1: The respondents rated ‘Digitalization’s’ impact as the strongest current transformation in 

the German banking sector, followed by ‘Regulatory Forces’, ‘Cost Efficiency’, and ‘Competitors 

(esp. FinTechs)’. The lowest impact has ‘Ageism’, ‘Bank Mergers’, and ‘Geopolitical Issues’. 

Within the experienced digital transformation in the respondents’ organization and how fast it 

implements or reacts to transformation ‘Regulatory Forces’, ‘Pandemic’, and ‘Cost Efficiency’ are 

the highest-rated variables. The least rated are ‘Generational Change’, ‘Ageism’, and ‘Bank 

Mergers’. The average value of the thirteen mean values is 2.52 and the mean of ‘Digitalization’ 

is 2.51 (Appendix 6.4). 

 

RQ2.2: To measure the importance of digital transformation in connection with the expectations 

regarding supervisor and company, a partial correlation has been conducted. To be able to correlate 

the variables, the variables of ‘Expectation Supervisor’ and ‘Expectation Company’ have been 

transformed into a new target variable computing the means and have been named ‘MEAN 

Expectation Supervisor’ and ‘MEAN Expectation Company’. 

H01: The correlation between EW01MEAN and DT01_04 is zero. 

The correlation is 0.046 and the 2-tailed significance is 0.728 ≮ 0.05 (Appendix 6.4). 

H01 needs to be accepted. 

H02: The correlation between EW02MEAN and DT01_04 is zero. 

The correlation is -0.099 and the 2-tailed significance is 0.454 ≮ 0.05 (Appendix 6.4). 

H02 needs to be accepted. 



 107 

Computing the question concerning the impact of digital transformation (DT01) into a new 

variable ‘MEAN Impact of Change’, does not change the outcome. 

H03: The correlation between EW01MEAN and DT01MEAN is zero. 

The correlation is -0.040 and the 2-tailed significance is 0.765 ≮ 0.05 (Appendix 6.4). 

H03 needs to be accepted. 

H04: The correlation between EW02MEAN and DT01MEAN is zero. 

The correlation is -0.182 and the 2-tailed significance is 0.167 ≮ 0.05 (Appendix 6.4). 

H04 needs to be accepted. 

 

RQ3.1: To test this hypothesis the following zero hypothesis has been formulated: 

H0: The correlation between SD03_01 and EW01MEAN is zero. 

The correlation is -0.340 and the 2-tailed significance is 0.008 < 0.05 (Appendix 6.4). 

H0 needs to be rejected. 

To be able to build a valid regression model, the variables need to be normally distributed. 

H01: SD03_01 is normally distributed. 

The Shapiro-Wilk test displays a significance of 0.018 < 0.05 (Appendix 6.3). 

H01 needs to be rejected. 

H02: EW01MEAN is normally distributed. 

The Shapiro-Wilk test displays a significance of 0.049 < 0.05 (Appendix 6.3). 

H02 needs to be rejected. 

 

RQ3.2: According to the review of Löffler & Giebe (2021), Generation Z employees were born 

between 1995 and 2010, which means that they are currently between 14 and 29 years old. 

Whereas employees of Generation Y were born between 1980 and 1994 and are today between 30 

and 46 years old, and Generation X employees were born between 1979 and 1965 and are between 

47 and 63 years old. The variable ‘Age’ was recorded into different variables to be able to differ 

between the generations and the variable SD01_03_GEN has been conducted. Figure 10 illustrates 

the distribution of the newly created age groups. The histogram shows that the distribution is not 

normally distributed. The graph indicates a skewness. The distribution is skewed to the left and 

steep to the right. The numbers confirm the visual indication. 16.9% of the respondents are born 

as Generation Z, 45.8% as Generation Y, and 37.3% as Generation X (Appendix 6.4). 
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Figure 10: Histogram of the Distribution of Generations 

Source: Author’s elaboration, Appendix 6.4 

 

The following table presents the results of the acceptance of digital leadership and AI by the newly 

conducted age groups. 

 

Table 26: Age Groups and How They Rate Digital Leadership and AI 

Source: Author’s elaboration, Appendix 6.4 
 Age Recorded 

14-29 30-46 47-63 

Artificial 

Intelligence 

will 

complement 

or replace 

your direct 

supervisor 

in the next 

five years. 

not at all Acceptance 

of DL 

not important 0% 1.7% 0% 

partly important 0% 5.1% 3.4% 

important 1.7% 6.8% 3.4% 

very important 0% 6.8% 8.5% 

partly Acceptance 

of DL 

not important 0% 0% 0% 

partly important 0% 0% 1.7% 

important 5.1% 10.2% 5.1% 

very important 8.5% 8.5% 10.2% 

mostly Acceptance 

of DL 

not important 0% 0% 0% 

partly important 0% 0% 0% 

important 1.7% 0% 0% 

very important 0% 1.7% 3.4% 

completely Acceptance 

of DL 

not important 0% 0% 0% 

partly important 0% 0% 1.7% 

important 0% 0% 0% 

very important 0% 5.1% 0% 
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RQ3.3: A partial correlation has been conducted to measure the impact of digital transformational 

implementation pace on fulfilled expectations. The control variable ‘Digitalization’ (DT03_04) 

has no significant impact on the correlation of the two variables (‘MEAN Expectation Company’ 

and ‘MEAN Expectation Supervisor’) but their correlation is insignificant. The significant 

correlation of the two variables is already known from RQ2.2. Including the control variable, the 

significant correlation changes from about -0.005 points to 0.489. Computing the question 

concerning the experienced digital transformation (DT03) into a new variable ‘MEAN 

experienced DT’, does change the outcome slightly because the new control variable alters the 

significant correlation about -.050 points to 0.454. The correlations between each expectation 

variable and the control variable are insignificant (Appendix 6.4). 

 

RQ4.1: According to the respondents of Method II, Table 27 exemplifies the emergence of 

leadership skills by ranking each mean. Additionally the computed variable ‘MEAN Digital 

Leadership Change of Skills’ indicates the average mean of all answers to question DF02. 

 

Table 27: Emerging Leadership Skills ranked by Means 

Source: Author’s elaboration, Appendix 6.4 
Leadership Skills Mean Ranking 
Adaptable 3.12 2 
Innovative 3.05 4 
Technological Affinity 3.29 1 
Social Network 2.59 10 
Disruptive 2.25 16 
Resilient 2.83 5 
Willingness to Compromise 2.46 12 
Performance Commitment 2.47 11 
Convincing 2.64 9 
Decisive 2.66 8 
Motivational 2.81 6 
Strong Communication Skills 3.10 3 
Monitoring the Workflow 2.00 19 
Enthusiastic 2.20 17 
Composed 2.17 18 
Courageous 2.37 13 
Empathic 2.46 12 
Intrigued 2.32 15 
Visionary 2.71 7 
Continuously growing Know-How 2.34 14 
MEAN Digital Leadership Change of Skills 2.59 - 

 

RQ4.2: Table 23 highlights the most important characteristics of a leader according to the 

questioned experts in Method I. Each expert specified five characteristics. Out of 49 possible single 

answers, 34 are presented in the table. 31.9% are overlapping values represented by ‘Empathy’, 
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‘Communicative’, ‘Courageous’, and ‘Resilience’. 68.1% of the named characteristics are single 

answers. 

 

RQ4.3: To test this hypothesis the following zero hypothesis has been formulated: 

H0: The correlation between DF03 and DF01MEAN is zero. 

The correlation is 0.210 and the 2-tailed significance is 0.045 < 0.05 (Appendix 6.4). 

H0 needs to be rejected. 

The acceptance of digital leadership and the computed variable ‘MEAN Digital Leadership Skills’ 

have a significantly low positive correlation at the 0.05 level. To be able to build a valid regression 

model, the variables need to be normally distributed. 

H01: DF03 is normally distributed. 

The Shapiro-Wilk test displays a significance of <0.001 < 0.05 (Appendix 6.3). 

H01 needs to be rejected. 

H02: DF01MEAN is normally distributed. 

The Shapiro-Wilk test displays a significance of 0.119 < 0.05 (Appendix 6.3). 

H02 needs to be accepted.  
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4.2.3 Analysis to answer the Hypotheses 

 

To ensure that the following analysis and evaluations are easy to understand, the formulated 

hypotheses from Chapter 2.5 have been summarized in the table below: 

 

Table 28: Overview of the Hypotheses 

Source: Author’s elaboration from the chapter ‘2.5 Formulation of the Hypotheses’ 
Literature Review Number Hypotheses 
Part 1 – Digital 
Transformation 

H1 To handle digital transformation is important for a digital leader. 
H2 Major technological affinity impacts digital leadership positively. 
H3 WFH influences digital leadership strongly. 

Part 2 – 
Expectation 
Management 

H4 Management’s attitude towards digital transformation affects employees 
positively. 

H5 Followers’ age affects their acceptance of digital leadership negatively. 
Part 3 - Leadership H6 Executives and employees weigh the importance of specific leadership skills 

equally. 
H7 Employees believe that AI complements or replaces their direct supervisor 

shortly. 
 

To be able to answer the seven hypotheses, first of all, Likert’s Scale reliability and validity have 

been calculated and summarized in Table 29. Cronbach’s Alpha provides a measure of the internal 

consistency of a scale or a test. It is important to determine the internal consistency before a scale 

can be employed for examination purposes. Internal consistency ensures validity and reliability as 

shown by the amount of measurement error (Tavakol & Dennick, 2011). This is summarized as 

‘Error Variance’ in Table 29. Tavakol & Dennick‘s (2011) research of Cronbach’s Alpha 

summarizes the acceptable values of alpha from 0.70 to 0.95. Out of the seven scales represented 

in Table 29, only DT02 is not satisfactory. As indicated by Tavakol & Dennick (2011), DT02’s 

variables will be used exclusively individually. 

 

Table 29: Likert’s Scale Validity and Reliability Statistics 

Source: Author’s elaboration, Appendix 6.5, error variance calculation adapted from Tavakol & 

Dennick (2011) 
Scales Cronbach’s Alpha N of items Error Variance 
DF01 0.888 20 0.21 
DF02 0.812 20 0.34 
DT01 0.722 13 0.48 
DT02 0.574 5 0.67 
DT03 0.777 13 0.4 
EW01 0.910 9 0.17 
EW02 0.826 9 0.32 
all 0.890 89 - 

 

H1: To test this hypothesis the following two zero hypotheses were formulated: 
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H01: The correlation between DT01MEAN and DF03 is zero. 

The correlation is -0.005. The 2-tailed significance is 0.959 ≮ 0.05 (Appendix 6.5). 

H01 needs to be accepted. 

H02: The correlation between DT01MEAN and DF01MEAN is zero. 

The correlation is -0.052. The 2-tailed significance is 0.697 ≮ 0.05 (Appendix 6.5). 

H02 needs to be accepted. 

 

H2: To test the major technological affinity and its impact on digital leadership the following two 

zero hypotheses have been formulated: 

H01: The correlation between DF01_03 and DF01MEAN is zero. 

The correlation is 0.528 and the 2-tailed significance is <0.001 < 0.05 (Appendix 6.5). 

H01 needs to be rejected. 

H02: The correlation between DF02_03 and DF02MEAN is zero. 

The correlation is 0.136 and the 2-tailed significance is 0.206 ≮ 0.05 (Appendix 6.5). 

H02 needs to be accepted. 

To be able to build a valid regression model, the variables need to be normally distributed. 

Subsequently, the variables of H01 will be tested if they are normally distributed. 

H01.1: DF01_03 is normally distributed. 

The Shapiro-Wilk test displays a significance of <0.001 < 0.05 (Appendix 6.3). 

H01.1 needs to be rejected. 

H01.2: DF01MEAN is normally distributed. 

The Shapiro-Wilk test displays a significance of 0.119 ≮ 0.05 (Appendix 6.3). 

H01.2 needs to be accepted. 

 

H3: To test this hypothesis the following two zero hypotheses have been formulated: 

H01: The correlation between SD19 and DF03 is zero. 

The correlation is 0.160 and the 2-tailed significance is 0.156 ≮ 0.05 (Appendix 6.5). 

H01 needs to be accepted. 

H02: The correlation between SD19 and DF01MEAN is zero. 

The correlation is -0.137 and the 2-tailed significance is 0.167 ≮ 0.05 (Appendix 6.5). 

H02 needs to be accepted. 

 

H4: To test this hypothesis the following two zero hypotheses have been formulated: 

H01: The correlation between DT02_02 and EW02MEAN is zero. 

The correlation is 0.39 and the 2-tailed significance is 0.719 ≮ 0.05 (Appendix 6.5). 
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H01 needs to be accepted. 

H02: The correlation between DT02_01 and EW02MEAN is zero. 

The correlation is 0.198 and the 2-tailed significance is 0.066 ≮ 0.05 (Appendix 6.5). 

H02 needs to be accepted. 

 

H5: To test this hypothesis the following three zero hypotheses have been formulated: 

H01: The correlation between SD03_01_GEN and DF03 is zero. 

The correlation is 0.23 and the 2-tailed significance is 0.850 ≮ 0.05 (Appendix 6.5). 

H01 needs to be accepted. 

H02: The correlation between SD03_01 and DF03 is zero. 

The correlation is 0.031 and the 2-tailed significance is 0.765 ≮ 0.05 (Appendix 6.5). 

H02 needs to be accepted. 

H03: The correlation between SD16_01 and DF03 is zero. 

The correlation is 0.024 and the 2-tailed significance is 0.821 ≮ 0.05 (Appendix 6.5). 

H03 needs to be accepted. 

 

H6: H0: The correlation between SD17 and DF01MEAN is zero. 

The correlation is -0.107 and the 2-tailed significance is 0.332 ≮ 0.05 (Appendix 6.5). 

H0 needs to be accepted. 

 

H7: The graph in Figure 11 indicates a skewness. The distribution is skewed to the right and steep 

to the left. This skewness is confirmed by the mean (1.83). With a minimum of 1 and a maximum 

of 4 the steep to the left is confirmed by numbers. 37.3% of the participants do not at all believe 

in the replacement or complement of their direct supervisor through AI in the next five years. 

49.2% of the participants believe in a partial complement or replacement and only 13.6% of the 

participants believe in a mostly or complete replacement or complement through AI. 
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Figure 11: Histogram of the Distribution of AI complementing Leadership 

Source: Author’s elaboration, Appendix 6.5  
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5 DISCUSSION SECTION 
 

This chapter focuses on this work’s findings. The results will be evaluated, discussed, and prepared 

for the final part of this work. 

Randolph (2009) states the beginning of problem formation with the determination of questions 

guiding the literature review and explains that these questions need to influence the goal and focus 

of the review significantly. Leaning against this statement, this work’s problem formation evolved 

in the literature review, was taken into account for the questionnaires, and the gained results will 

be evaluated, interpreted, and formulated into answers in this chapter. It starts with an adjusted 

overview of Figure 9, visualized in Figure 12, and continues with the detailed answering of the 

research questions and hypotheses. The analysis of the research questions and hypotheses are 

presented in the chapter ‘4 Results Section’ et. seqq. 

 

 
Figure 12: Adjusted Conceptual Model 

Source: Author’s elaboration, adapted from Table 24, Table 28, Figure 9, and the subchapters of 

the chapter ‘4 Results Section’  
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5.1 Research Questions 
 

RQ1.1 can be confirmed. The results of Method I and Method II underline the current importance 

of leadership in the German banking sector. The experts, as managers, still depend strongly on 

their direct leaders. 86.4% of the respondents to the online survey state digital leadership to be 

important or very important. On the other hand, 86.4% of the respondents cannot fathom AI 

replacing their supervisors shortly. Both percentages are significantly indicating the further need 

for leadership in the German banking sector. This result reinforces the result of Hypothesis 7 

because it reflects on the one hand the timeliness of the importance of leadership and on the other 

hand the lack of alternatives. It contributes to the current literature by stating the importance of 

leadership through the results of the empirical research. 

 

RQ1.2 cannot be supported. The experts clarify in question 3 (Appendix 3.1-3.9) the importance 

of leadership in comparison and addition to management. Knowing that management cannot or 

does not want to relinquish leadership, substituting leadership i.e. by AI is currently not yet 

possible and 37.3% of the participants do not believe in any complement or replacement of 

leadership by AI. This rather cautious attitude towards technology and change is reflective of past 

behavior in this traditional sector. The result aligns with the insights of Chapter 2.1 and subchapters 

such as Chapter 2.1.1 and the results of Hypothesis 7. 

 

RQ1.3 cannot be confirmed. As answered by the experts in question 3 (Appendix 3.1-3.9) 

management has the overall responsibility. For them, leadership is part of management. On the 

one hand, it is the operational business, i.e. implementing orders, handling day-to-day business, 

and making decisions that have a short-term impact. On the other hand, leadership is the first 

contact for the employees. They focus on employee development, giving orientation and guidance, 

convincing employees about content, helping, and involving them. The common goal is most 

important (Appendix 3.1-3.9). The results indicate that although leadership is not necessary for 

taking responsibility, it is relevant for the employees. However, the employees do not see their 

supervisor as a role model in technological affinity, they value them because they receive praise, 

become integrated into their organizational culture, and are supported in taking responsibility. The 

expert interview confirms and enriches the existing literature, as presented in Chapter 2.2.1 and 

Chapter 2.2.2, with these findings and highlights the importance of leadership and management.  

 

RQ2.1 can be supported because first, the experts named digitalization most frequently with six 

times as the most current and biggest transformation in the German banking sector (Appendix 3.1-
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3.9, question 2). Second, the respondents also rate ‘Digitalization’ as the strongest current 

transformation in the German banking sector. Both results confirm the research question and show 

that the employees see the importance of digital transformation. However, within the experienced 

digital transformation in the respondents’ organization, the parameter values of the variables differ, 

and ‘Digitalization’ is only mid-tier. This finding is beneficial for the existing academic literature 

because it has not been highlighted before and the assumptions needed to be verified. 

 

RQ2.2 cannot be supported. The variable ‘Digitalization’ impacts the correlation between the two 

tested variables insignificantly. To check if other variables of the question ‘Impact of Change’ 

might correlate with the expectation variables, it was also measured and stayed insignificant. The 

four zero hypotheses need to be accepted. There can be no evidence of the correlation between 

digitalization or digital transformation and the expectations toward their supervisor or company. 

Digitalization and digital transformation are not in connection with expectations toward their 

supervisor and company. The employees’ expectations are not impacted by any addressed 

transformation. The employees might be transforming the importance of digital transformation 

into their expectations regarding their company and supervisor, but it cannot be statistically 

proven. 

While testing the RQ2.2, a correlation between EW01MEAN and EW02MEAN with a correlation 

coefficient of 0.494 with a 2-tailed significance of <0.001 < 0.05 has been identified. SPSS does 

not indicate this correlation as significant (Appendix 6.4). 

Although employees see the importance of digital transformation, as highlighted in RQ2.1, they 

seemingly do not feel influenced by transformation. This finding contributes to the existing 

literature because employees do not see a connection between transformations and the motivators 

used for employee expectations, as described in Chapter 2.2.2. 

 

RQ3.1 can be confirmed because of the significant correlation with a correlation coefficient of -

0.340. A low negative correlation is indicated and implies growing expectations towards the 

supervisor with falling age which means the younger the employee the higher the expectations. 

For further testing, a linear regression model was calculated. To validate the model, the variables 

were tested for normal distribution and the hypotheses had to be rejected because they are not 

normally distributed. This is visualized in Figure 13. The Scatterplot and integrated linear fit line 

show most of the values being far away from the line. 
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Figure 13: Scatterplot of Age and Expectation 

Source: Author’s elaboration, Appendix 6.4 

 

The R2 displayed in Figure 13 is not satisfactory and validates only 11.6% of the cases. The 

calculated significance of the p-value of the ANOVA test significant is 0.008 < 0.05 (Appendix 

6.4). However, the significantly low negative correlation indicates a connection between age and 

expectations toward their supervisor, a regression model is not tenable. This finding is beneficial 

for the existing literature because it highlights a specific difference between the working 

generations. As explained in Chapter 2.2.2 and summarized in Chapter 2.6, the existing literature 

focuses on varying working generations and tries to extract and analyze their differences and 

common ground. Another finding for this specific research field is presented in Hypothesis 5. 

 

RQ3.2 cannot be supported. As shown in Table 26 Generation Z has a strong and important 

acceptance of digital leadership but is selected within AI ‘partly’ most frequently. GenY 

employees rated the importance of Digital Leadership and AI higher than the other two 

generations. But this distribution might lead to a contorted result. It still enriches the existing 

literature because it represents the complexity of this topic and supports the results of Hypothesis 

5 that follower’s age does not affect their acceptance of digital leadership negatively. 

 

RQ3.3 cannot be confirmed. The variable ‘Digitalization’ impacts the correlation between the two 

tested variables insignificantly. To check if other variables of the question ‘Experienced Digital 

Transformation’ might correlate with the expectation variables, it was also measured and stayed 

insignificant. The employees might be transforming the impact of digital transformational 
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implementation pace into their expectations regarding their company and supervisor, but it cannot 

be statistically proven. This finding confirms the results of RQ2.2 and reinforces the assessment 

for the existing literature. 

 

RQ4.1 can be supported because leadership skills are emerging. Every skill above a mean of 2.00 

is emerging. Therefore just the leadership skill ‘Monitoring the Workflow’ does not change and is 

therefore not emerging. The other 19 skills have had a stronger focus in the past five years and 

range from a mean of 3.29 to 2.20. The four skills with the highest means >3.00 are closest to the 

strongest focus. They are ‘Technological Affinity’, ‘Adaptable’, ‘Strong Communication Skills’, 

and ‘Innovative’. The total mean is 2.59 (Appendix 6.4). Although the author tried to avoid the 

respondents answering centric and as neutral as possible by choosing a four-point Likert Scale, the 

total mean might indicate an almost centric and therefore neutral answer. This finding contributes 

strongly to the existing literature because based on the leadership styles and the literature evaluated 

in Chapter 2, no other empirical study has been conducted, analyzed, and emerging leadership 

skills extracted. 

 

RQ4.2 can be confirmed by the variety of answers given by the executives. Although they often 

agree very much in the areas of digital transformations, agile working methods, and corporate 

strategy, there are numerous mentions and therefore differences when it comes to the topic of 

leadership. 68.1% of the most important characteristics of a leader are single answers which 

explains that their views of leadership skills are truly quite different. When comparing their named 

most important characteristics of a leader in Table 23 and their answers as to why they are 

extraordinary leaders, fewer differences are addressed. Out of the eleven named attributes, four 

(36.4%) are overlapping. Those are ‘Competence to listen’, ‘Empathy’, ‘Passionate to work with 

people’, and ‘Communicative’. This indicates a connection between the experts’ leadership 

characteristics and the characteristics they wish to see in their leaders. Lastly, at the end of each 

expert interview, the question was asked what important aspect of leadership has not been 

addressed yet. Seven different aspects were mentioned, three of them twice. In both comparisons, 

Table 23 and the executive attributes, three characteristics are doubled. The executive attributes 

doubled with the important leadership aspects that have not been addressed yet are ‘Trust’, 

‘Approachability’, and ‘Fun’. Whereas the overlapping aspects between Table 23 and the lastly 

mentioned important aspects are ‘Courageous’, ‘Fun’, and ‘Talent Management’. Concludingly, 

two of the seven have not been mentioned yet. Only ‘Respect’ and ‘Appreciation’ should have 

been mentioned in the last question. This empirical part is new to the existing literature and 
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enriches it by giving an example of managerial views and presenting a new analytical approach 

that might be helpful for future researchers. 

 

RQ4.3 can be supported because of the significant correlation. The low positive correlation 

indicates a relationship between the importance of digital leadership and digital leadership skills 

which means the more important digital leadership is the higher the skills are rated. According to 

Table 22, the correlation might not be low positive but could be nonexistent. However, because 

SPSS identified the correlation as significant, the assumption has been made that due to the 

significant correlation, it is low positive and not nonexistent. For further testing and the creation 

of a regression model, the variables have been tested if they are normally distributed. Whereas the 

acceptance of digital leadership is not normally distributed, the variable ‘MEAN Digital 

Leadership Skills’ is normally distributed. The scatterplot visualizes the answering option of DF03 

and thereby the nonexistent normal distribution (Appendix 6.4). Additionally, the low R2 value 

and the p-value significance of ANOVA with 0.759 ≮ 0.05 add to the fact that a linear regression 

model is not tenable (Appendix 6.4). These findings are new in this research field and enrich the 

existing literature. They also align with the findings of Hypothesis 2 and strengthen each other’s 

declarations.  
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5.2 Hypotheses 
 

H1 cannot be supported. The 2-tailed significance is 0.959 ≮ 0.05 (H01) and 0.697 ≮ 0.05 (H02) 

(Appendix 6.5). H01 and H02 need to be accepted. There is no connection between DT01MEAN 

and DF03 and between DT01MEAN and DF01MEAN. There can be no evidence of the correlation 

between the importance of managing digital transformation and digital leadership. Handling digital 

transformation is not in connection with a digital leader. 

Although especially AlNuaimi et al. (2022), Araujo et al. (2021), Klein (2020), and Araujo et al. 

(2021) claim the importance of digital transformation for digital leaders, this research cannot 

support that digital transformation is important for a digital leader. 

 

H2 can be confirmed. The 2-tailed significance is <0.001 < 0.05 (Appendix 6.5). H01 needs to be 

rejected. There is a moderate positive correlation between ‘Technological Affinity’ (DF01_03) 

and ‘Digital Leadership Skills’ (DF01MEAN). For further testing and the creation of a regression 

model, the variables have been tested if they are normally distributed. Whereas the variable 

‘Technological Affinity’ is not normally distributed, the variable ‘MEAN Digital Leadership 

Skills’ is normally distributed. The scatterplot visualizes the answering option of DF01_03 and 

thereby the nonexistent normal distribution. The R2=0.369 might be acceptable, as well as the p-

value significance of ANOVA with <0.001 < 0.05 but due to the not normally distributed variable 

DF01_03 a linear regression model is not tenable (Appendix 6.5). This research confirms that 

major technological affinity impacts digital leadership positively. This verifies the focus of the 

current literature concerning digital leaders’ need to understand, guide, and enhance digital 

transformational processes and technological changes (Chapter 2.3.7.2). 

To compare the current digital leadership skills importance (DF01) with the digital leadership 

change of skills (DF02) H02 has been tested. The 2-tailed significance is 0.206 ≮ 0.05 (Appendix 

6.5). H02 needs to be accepted. There is no correlation between ‘Technological Affinity’ 

(DF02_03) and the ‘Digital Leadership Change of Skills’ (DF02MEAN). 

 

H3 must be rejected. Although the contingency table indicates an almost constant emphasis on the 

acceptance of digital leadership and WFH, this cannot be confirmed by a correlation test. Table 30 

shows that 31 participants work only 0%-40% from home of which four participants indicate 

digital leadership to be not or only partly important and 27 to be important or even very important. 

The other 28 participants work 40% between 100% from home and also four participants indicate 

digital leadership to be not or only partly important and 24 to be important or even very important. 



 122 

The 2-tailed significances are 0.156 ≮ 0.05 (H01) and 0.167 ≮ 0.05 (H02) and both zero hypotheses 

need to be accepted (Appendix 6.5). There is no correlation between SD19 and DF03 and between 

SD19 and DF01MEAN. There can be no evidence of the connection between or influence of WFH 

and digital leadership. 

 

Table 30: Contingency Table of WFH and Acceptance of Digital Leadership 

Source: Author’s elaboration, Appendix 6.5 

 
Acceptance of Digital Leadership 

not important partly 
important important very important S 

WFH 

0%-20% 1 2 9 8 20 
20%-40% 0 1 5 5 11 
40%-60% 0 1 4 7 12 
60%-80% 0 1 2 7 10 
80%-100% 0 2 0 4 6 
S 1 7 20 31 59 

 

As well as the correlation, does the percentage distribution of WFH not indicate a strong influence 

of digital leadership. However, is the general acceptance of digital leadership selected as 

‘important’ or ‘very important’ about all percentage distributions very high and implied a very 

high acceptance of digital leadership. The researched literature in Chapter 2.1.5 and previous ones 

indicate a strong influence of recent crises on everyday work-life and although the results of the 

WFH question show a high WFH quote the results are in line with the researched literature. The 

new contribution to the existing research is that WFH and the ‘Acceptance of Digital Leadership’ 

have no empirical demonstrable connection. 

 

H4 cannot be supported. The 2-tailed significance is 0.719 ≮ 0.05 (H01) and 0.066 ≮ 0.05 (H02) 

(Appendix 6.5). H01 and H02 need to be accepted. There is no connection between DT02_02 and 

EW02MEAN and between DT02_01 and EW02MEAN. There can be no evidence of the 

correlation between the management’s or the company’s attitude toward digital leadership and the 

expectations toward the company. The management’s and the company’s attitude toward digital 

transformation are not connected with employees’ expectations toward their company, and neither 

a negative nor positive affection could be derived. This result contributes to Al-Shehab et al.’s 

(2020) and Eneh et al.’s (2024) research regarding management’s attitude towards digital 

transformations. This research and the existing literature have not focused on other managerial 

attitudes and their effects on employees. 

 

H5 cannot be supported. The 2-tailed significance is 0.850 ≮ 0.05 (H01), 0.765 ≮ 0.05 (H02), and 

0.821 ≮ 0.05 (H03) (Appendix 6.5). H01, H02, and H03 need to be accepted. There is no correlation 
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between SD03_01_GEN and DF03, SD03_01 and DF03, and between SD16_01 and DF03. There 

can be no evidence between followers’ age or followers’ work experience and the acceptance of 

digital leadership. Due to the current transformations shown in the literature review, ageism is 

often indicated as a problem between age-mixed teams because younger employees are assumed 

to be more interested and more experienced in digital-related topics than older employees. These 

results show that age, as well as work experience, does not have a connection with the acceptance 

of digital leadership. The follower’s age does not affect their acceptance of digital leadership 

negatively. This finding enriches the existing literature by proving that employee age does not 

influence the acceptance of digital leadership. Further research is needed to determine in which 

aspects the mindset of the different generations differs or is similar. 

 

H6 cannot be supported. The 2-tailed significance is 0.332 ≮ 0.05 (Appendix 6.5). H0 needs to be 

accepted. There is no correlation between SD17 and DF01MEAN. There can be no evidence 

between leadership experience and digital leadership skills given. This research as well as the 

literature in Chapter 2.3.4 cannot highlight differences or common ground regarding the 

management and employees’ views. Further comparison between executives’ and employees’ 

weighted importance of specific leadership skills will be provided in the subchapters of ‘6 

Limitations and Implications’. 

 

H7 does not request bivariate or multivariate statistics but the interpretation of the univariate 

statistical results. Figure 11 as well as the percentage distribution clarifies that the employees do 

primarily not believe that AI will complement or replace their direct supervisor shortly (within the 

next five years). As discussed in the literature review is the idea of AI as a substitution for 

leadership still at the very beginning. This finding contributes to and aligns with the existing 

research. Because this field of study is new, no empirical research on employees’ or leaders’ views 

on AI’s impact or possibility of substituting leadership could be found. The mood transported by 

this research’s responses reflects the new and rather uncertain development.  
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5.3 Summary and further Derivations of the Scientific Results achieved 

 

The main goals of this work’s empirical contribution have been to (1) highlight the needed 

leadership skills, (2) compare them to the existing research, (3) try to carve out contemporary 

characteristics of leadership in the German banking sector, and (4) formulate leadership 

expectations for digital leadership in the German banking sector. 

The first, second, and third goals have each been answered thanks to the expert interviews and the 

online survey. The literature review gives a broad overview of the existing literature and the results 

have been included in the surveys. In order not only to present and interpret the results but also to 

continue to consider what they mean and how the findings can be used, the leadership skills are 

ranked below and the trend is indicated in Table 31 to then develop an adapted Kano model. Table 

18 and Table 23 have been the main sources for the answering options in the online survey. The 

adjusted Kano model serves as guidance for goal (4). 

 

Table 31: Digital Leadership Skills and Indicated Trends 

Source: Author’s elaboration, Table 27, Appendix 6.7 
 Leadership Skills relevant for 

Digital Leadership Trend Emerging Leadership Skills 

Leadership Skills Mean Ranking  Mean Ranking 
Adaptable 3.17 2 Û 3.12 2 
Innovative 3.15 3 ß 3.05 4 
Technological Affinity 2.92 6 ÝÝÝ 3.29 1 
Social Network 2.51 11 Ý 2.59 10 
Disruptive 2.31 15 ß 2.25 16 
Resilient 2.69 8 ÝÝ 2.83 5 
Willingness to Compromise 2.64 9 ßß 2.46 12 
Performance Commitment 2.54 10 ß 2.47 11 
Convincing 2.86 7 ß 2.64 9 
Decisive 2.80 8 Û 2.66 8 
Motivational 3.10 5 ß 2.81 6 
Strong Communication Skills 3.53 1 ß 3.10 3 
Monitoring the Workflow 1.83 16 ßß 2.00 19 
Enthusiastic 2.54 10 ßßß 2.20 17 
Composed 2.49 12 ßßß 2.17 18 
Courageous 2.64 9 ßß 2.37 13 
Empathic 3.14 4 ßßß 2.46 12 
Intrigued 2.42 14 ß 2.32 15 
Visionary 2.86 7 Û 2.71 7 
Continuously growing 
Know-How 2.47 13 ß 2.34 14 

Total Average Mean 2.88 - ß 2.59 - 

Legend: Û = indifferent     Ý= 1-3 interval 
ÝÝ = 3-5 interval     ÝÝÝ = 6 or more interval 

 

Table 31 summarizes the results of both online survey questions concerning digital leadership 

skills and indicates a trend based on the rankings. This trend does not explicitly show that a skill 
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is no longer relevant, but only how certain skills and their focus have changed over the last five 

years. 

This work extends the existing literature in a new direction, using an adjusted Kano model, 

presented in Figure 14, to visualize the methodological results, including the varying degrees of 

leadership skills and their importance and how they affect employees’ expectations and 

satisfaction. Kano et al. (1984) developed the theory of attractive quality to investigate various 

quality attributes and how they affect customer’s perception of quality and customer satisfaction. 

 

The Kano model has been used especially in the field of marketing and quality management with 

the assumption that certain quality attributes, that represent service or product elements, primarily 

create satisfaction, whereas other elements primarily impact the creation of dissatisfaction 

(Mikulić, 2007). The degree of satisfaction or dissatisfaction evolving from the degree of 

achievement of the specific quality attributes can be evaluated by different patterns of quality 

(Högström et al., 2010). 

 

 
Figure 14: Adjusted Kano Model 

Source: Author’s elaboration, adapted from Högström et al. (2010) 

 



 126 

Högström et al. (2010) and Paraschivescu & Cotîrleț (2012) further define these quality attributes 

as being classified into various categories based on the nonlinear relationship between the 

perceived satisfaction of a particular quality attribute and the performance, also known as the 

achievement or fulfillment of that quality attribute. They are described in Table 32. Witell et al. 

(2013) reviewed 147 articles researching the Kano model and concluded that the model has been 

accepted and well-adopted but not much enhanced. Paraschivescu & Cotîrleț (2012) support the 

enhancement of the model to the employees of a medical unit and state employees’ satisfaction as 

a critical issue in total quality management. 

 

The model which has been developed in this study and is shown in Figure 14 and Table 32, is 

based on the Kano model’s definitions and theories described above and has not been empirically 

tested in this work. Table 32 includes the results of Table 18, Table 23, and further empirical 

findings. Figure 14 and the examples from Table 32 identify employees’ leadership expectations 

for digital leadership in the German banking sector (goal (4)). 

 

Table 32: Leadership Skills as Attributes integrated in the Kano Model 

Source: Author’s elaboration, adapted from Table 18, Table 23, Appendix 6.7, Högström et al. 

(2010), Paraschivescu & Cotîrleț (2012) 
Category Description Examples 
Attractive Attribute 
 
Core Quality 

presence creates satisfaction and 
enthusiasm because they are not 
expected and surpass the 
expectations 
à key to employee satisfaction 

being a good storyteller(*), being a role model(*), 
empathy, employee engagement(*), exhilarant(*), 
innovative, quick apprehension skills(*), strong 
determination(*) 

One-
dimensional/Performance 
Attribute 
 
Core Quality 

satisfaction is proportional to the 
level of fulfillment; 
dissatisfaction is created if the 
expectations are not fulfilled 
à employees require explicitly 
performance attributes 

adaptability, appreciation(*), approachability, 
authenticity(*), composure(*), cooperative(*), 
employee development(*), flexibility(*), 
motivation and inspiration, personal skills (e.g. 
passionate to work with people)(*), reliability(*), 
robustness(*), self-reflection(*), strong 
communication skills and the ability to listen(*) 

Must-be Attribute 
 
Core Quality 

extreme dissatisfaction is 
created by missing fulfillment; 
when fulfilled, satisfaction is not 
necessarily guaranteed 
àrepresent basic requirements 

confidence(*), convincement, courage, 
decisiveness, diversity and cultural intelligence(*), 
fairness, open-mindedness(*), optimism(*), 
organizational skills(*), resilience, respect(*), 
technological affinity and skills, transparency and 
truthfulness(*), trust, visionary, willingness to 
compromise 

Indifferent/Neutral 
Attribute 
 
Additional Quality 

degree of expectation fulfillment 
is irrelevant; the attributes do not 
affect satisfaction or 
dissatisfaction 

composed, continuously growing know-how, 
creativity, disruption, enthusiasm, intrigued, 
performance commitment and goal orientation, 
policy commitment(*), social network 

Reverse Attribute 
 
Additional Quality 

attributes create dissatisfaction 
when fulfilled and satisfaction if 
they are absent 

monitoring the workflow 

 



 127 

The author categorized the leadership skills according to the findings and took the Likert’s Scale 

answer as the guiding principle (1-2 = reverse attribute, 2-2.5 = indifferent attribute, 2.5-3 = must-

be attribute, 3-4 = one-dimensional or attractive attribute) (Appendix 6.7). At points where no 

findings could help this categorization process assumptions have been made. They are marked by 

(*).  
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6 LIMITATIONS AND IMPLICATIONS 
 

The insights and results gained, are followingly interpreted and subdivided into the chapters ‘6.1 

Limitations and Future Research’ and ‘6.2 Theoretical and Practical Implications’. 

Next to the extended and interpreted presentation of the results, the faced limitations are important 

to be named to give future researchers indications and support to focus on the most relevant key 

aspects and to know how to weigh this work.  
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6.1 Limitations and Future Research 

 

This study has certain limitations. First, the limitation of country and sector refines the content. 

This work focuses solely on Germany and the German banking sector. Second, the literature 

review has been limited at the beginning by focusing on one kind of leadership and excluding 

management. To exclude other leadership styles, to focus on leadership theories, or to include the 

study of top leaders or management teams might change the outcome drastically. Third, this work’s 

results are limited to its chosen methodology. The choice of other methods might lead to different 

outcomes. Fourth, the banking employees answering the survey of Method II were randomly 

chosen. Their employer-employee relationship, motivation, and contentment have not been taken 

into account. 

Further limitations are related to the datasets. First, even if the demographic parameters seem 

relatively representative, the quantity of survey respondents in Method II is not thorough. Second, 

the data from Method I and Method II are each just a snapshot of a single point in time. The results 

cannot indicate the progression and development of leadership skills, the connected expectations, 

or transformational influences. Additionally, the dataset of Method I contains solely information 

of one multinational German bank. Third, the percentage of leadership experience and current 

leadership positions has been exceptionally high in Method II. It would be useful if a broader study 

would cover more respondents in general and a higher percentage of employees without leadership 

experience. Fourth, the author chose the questions based on her best conscience and research. 

However, there is a likelihood that a different question selection and questioning could lead to 

different and better results. Fifth, the author’s capability of statistical analysis is limited, and more 

experienced researchers can carry out more meaningful, more extensive, and complex calculations 

and interpretations. 

These are potential biases due to the elected approach and these are this work’s major limitations 

which do not mean that this listing is complete. Other readers might detect further limitations and 

weigh their importance differently. 

 

Seizing the suggestions acquired through the sweeping literature review and conducted 

methodology, future research needs to be extensive. Sims et al. (2009) correctly state, that 

leadership theories are very complex and, as soon as the academic literature has sufficient 

empirical research results on digital leadership traits, building a new leadership theory or adapting 

an existing one might be useful. The research on leadership training and development has been 

strongly focused on, as Dinh et al. (2014) highlight with previous and empirical research. 

Nonetheless is it important to develop leadership further and design new leadership training 
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adjusted to the needs of digital leadership. The literature review showed that previous research 

mainly focused on AI as an enhancement for leadership. Future research should focus strongly on 

AI as a replacement for leadership as well. Although the results of this work’s methodology do 

not indicate complementation or replacement shortly, the banking sector might be no pioneer in 

this field of AI but should try to become up-to-date with the developments. 

The summary of ‘Existing Empirical Studies on Leadership’ represented in Table 19, shows the 

complexity and variety of leadership research that needs to be taken into account for future 

research. Especially the works researching the foreign banking sectors or digital leadership and 

their results could be compared. Concluding with deducing conclusions from the comparisons 

might offer new insights and ideas on what to adapt from different sectors and countries. To 

exemplify this idea for future research, Klein’s (2020) research is compared to this work’s empiric 

results and gives implications in the chapter ‘6.2 Theoretical and Practical Implications’. 

Adapting from the named limitations, future research should additionally focus on the 

methodological comparison of the same research topic in different countries or address the same 

research topic in one country but through various similar sectors, like the named competitors in 

chapter ‘2.1 Current Transformations in the German Banking Sector’ et. seqq. The methodology 

used in Method I should be further studied and compared with insights from other German banks. 

Those comparisons might deliver useful input for the development of digital leadership and AI as 

a substitute for leadership. Second, future research should vary the choice of leadership styles, 

theories, and the inclusion of management to ensure the importance of each research field, how 

they influence each other, and which might have lost their significance (partly). The third and last 

part of future research is the major recommendation in the choice of methodology. Defining the 

target group is of utmost importance. When the survey respondents work in one specific sector 

and are questioned about leadership, this work’s results suggest excluding leaders from the 

questionnaire. Their participation can lead to an imbalance and fortify the representativeness. 

However, this problem might only occur if the quantity is too low. Otherwise, the desired target 

group can easily be selected while analyzing the generated data. Nevertheless, the selection of a 

specific target group is as important as a valid question selection. To be able to compare studies 

and their results, a question selection based on the questionnaires of the comparing studies is a 

necessity. Lastly, the idea to ask the same respondents not once to receive a snapshot of a single 

point, but over a longer period might lead to more insights on how and why their estimation 

changes.  
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6.2 Theoretical and Practical Implications 

 

This work underlines the significance of leadership in the German banking sector and the fast-

paced digital transformations. It shows that leadership is still necessary in the German banking 

sector and management alone is not sufficient. Leadership does not only mean taking 

responsibility. These assumptions about leadership will emerge when AI continues to evolve and 

should be taken into account for further research. 

This work’s research confirms that employees of the banking sector acknowledge the importance 

of digital transformation. Practitioners should integrate the employees in further digital 

transformational processes strongly, to be able to learn and benefit from their experiences, 

expectations, and outlook. 

This work contributes to the existing literature and highlights theoretical implications in the 

following three ways: (1) although employees acknowledge the importance of digital 

transformation, they do not transform that importance into expectations towards their company 

and supervisor. A more detailed questionnaire might give more insights and explanations for this 

part of expectation management. (2) Derived from (1), the pace of the introduction of digital 

transformation also has no influence on the expectations met which should be further surveyed 

because digital transformational processes influence employees’ work life and should therefore 

influence their expectations somehow. (3) Derived from (1) + (2), management’s attitude towards 

digital transformation does not affect employees’ expectations toward their company. This work 

reveals two more theoretical implications. First, the fact that the importance of managing digital 

transformation is not in connection with digital leaders. Second, this work’s research on WFH and 

digital leadership could not give evidence of the connection between those two aspects but a very 

high acceptance of digital leadership is implied by the results. The scientific findings of these five 

implications are clear and should be considered theoretically since from a practical point of view 

there should be a connection between the variables under consideration. 

This work provides useful insights contributing to the existing literature and discloses practical 

implications in the following three ways: (a) although different generations have varying 

expectations of leadership, (b) do younger generations not rate the importance of digital leadership 

and AI higher than older generations, and it could not be proven that (c) employees’ age affects 

the acceptance of digital leadership negatively. The results show that age as well as work 

experience does not have a connection with the acceptance of digital leadership. Practitioners need 

to take the varying expectations towards leadership into account. Further research, for example, 

an in-house questionnaire might provide deeper insights into the varying expectations, and 

managers, managing directors, and organizations could start or further adjust towards them. 
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This work identified employees’ leadership expectations for digital leadership in the German 

banking sector. The expectations have been highlighted by the adjusted Kano model (Figure 14 

and Table 32). Future research should examine and identify employers’ and customers’ digital 

leadership expectations as well, to enable an overview and comparison of the different points of 

view. 

King’s (2019) research states that a head of digital reporting to the executive team verifies that the 

bank is not digital. The CEO needs to be the head of digital. The digital CEO needs to give the 

organization a mission to be a digital player. King (2019) continues his theory by explaining that 

technology cannot be crammed into the previous ‘channel thinking’ because multi-channel, opti-

channel, and omni-channel are all built on the core belief that branch banking is the core 

distribution channel and all the other channels are add ons. King’s (2019) examples of a not digital 

bank are plastic cards for payment, branch products, and services squeezed into mobile or web 

applications, focusing on multi-channel capability or highlighting the benefits of human contact 

in-branch. On the other hand, digital banks have frictionless engagement, ultimate personalization, 

margins based on scale, and instant gratification. King (2019) bets that by 2025 technology players 

will be the biggest competitors, that banks still have a huge disadvantage, and need to change from 

the ground up. This work’s results confirm some of King’s (2019) assumptions and demonstrate 

that major technological affinity impacts digital leadership positively. However, this work’s results 

show that employees do not believe that AI will replace or complement their direct supervisor 

shortly. The experts of the expert interviews have been asked to take a stand to the following 

statement from King (2019): ‘Bankers of the future will no longer be bankers, but technology 

experts.' This statement was not confirmed or supported by any of the experts. 7 out of 9 experts 

do not agree with this statement (Appendix 3.1 – 3.9). They argue by stating that solely a 

technology expert is not enough, that it should not be the question that the banker becomes a 

technology expert but to be again a banker in its traditional form, that technology experts are 

necessary behind the banker but they will never be one because with rising customer complexity 

bankers are explaining the used technology to meet the customer’s need, and that this statement 

makes it too easy because the idea that everything is digitized and the digitalization will be easily 

orchestrated is not that simple (Appendix 3.1 – 3.9). The other two experts support the statement 

partly. They in turn claim that one needs to have a profound understanding of technology but does 

not have to be an expert, that personal interactions, especially in the premium customer business, 

are and will stay very important, and that the advisor must primarily remain the expert for advice 

on the customer and not for technology (Appendix 3.1 – 3.9). 
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Further implications evolved from the literature review. Comparing Klein’s (2020) research to this 

work’s empiric results produces various insights and a resulting implication. The leadership skills 

of digital leadership were weighted differently in Klein’s (2020) research than in this one. For 

example, ‘Strong Communication Skills’ and ‘Technological Affinity’ are two highly ranked 

skills, according to this work’s findings but are not part of Klein’s (2020) research. However, the 

four most highly ranked skills of Klein’s (2020) research are also part of this work’s research. 

Comparing this work’s twenty identified digital leadership skills, summarized and ranked in Table 

31, and 23 ones of Klein’s (2020) research, results in nine overlaps of both research results. These 

are listed below and show first the ranking of this work and then the ranking of the comparative 

work: adaptable 2½3, innovative 3½1, visionary 7½1, social network 11½2, willingness to 

compromise 9½8, motivational 5½4, decisive 8½13, courageous 9½13, and continuously growing 

know-how 13½22. The compared rankings show that Klein (2020) summarized two times two 

skills into one whereas this work viewed them separately. While ‘decisive’ and ‘courageous’ have 

conjoined rankings and are close to Klein’s (2020) ranking as well as ‘innovative’, ‘visionary’ is 

ranked far less important than in Klein’s (2020) research. Another big difference between the 

rankings can be seen in ‘social network’, whereas all the other skills are comparatively equally 

ranked. This comparison leads to the implication of grouping the character traits of digital 

leadership from Klein’s (2020) research and assigning the identified character traits to them. This 

creates clarity that can ensure a quicker understanding of the topic and more practical further 

processing and applicability. 

The survey by Bolte et al. (2018) concluded that the three most important potentials to improve 

leadership with the support of digitalization, are (1) communication, (2) expectation and 

orientation, and (3) methods and standards. They state that these categories have a main impact on 

all kinds of companies regardless of the type of company. This work can confirm those. The third 

potential, methods, and standards, are often integrated into the organization with external 

assistance. Examples of external assistance for practical guidelines, digital leadership, leading at 

a distance, and organizational development, are often given and bought into an organization 

through consultancies. The company Organomics for example helps with transformational 

leadership and leadership at a distance and guides various financial institutions in the German 

banking sector (Bittner, 2021). 

As mentioned in the chapter ‘6.1 Limitations and Future Research’, a well-established and further 

necessary practical implementation is the design and development of a new leadership training 

adjusted to the needs of digital leadership. Although Conger & Benjamin (2000) list various design 

elements of leadership development programs or training, like active feedback processes, content 

customized to promote strategic objectives, curricula designed to elicit collective dialogue, 
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learning organized around executive cohorts, sophisticated assessment processes, trained 

facilitators, and well-articulated strategic framework, they conclude with the statement that the 

asked managers name their leaders and job experiences to have been contributing the most to their 

leadership abilities, instead of the various attended leadership programs (Conger & Benjamin, 

2000). This is an interesting conclusion and should be further researched. This work did not focus 

on the creation or implementation of a leadership program to help evolve or extend the most 

important leadership skills of digital leadership. However, it implicates future research and 

practitioners to question existing leadership programs and to create and implement new ones in a 

useful and meaningful way. 

To ensure that the new scientific findings are easy to understand, they are summarized in bullet 

points in the chapter ‘8 New Scientific Results’.  
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7 CONCLUSIONS AND RECOMMENDATIONS 
 

In conclusion, this dissertation has strived to investigate how digitalization changes leadership in 

the German banking sector through a comprehensive analysis of the existing academic literature, 

expert interviews, and an online survey. The findings of this research highlight the importance of 

leading digital change, employees’ expectations in combination with leadership, technology-

dependent leadership forms, and required leadership skills. They contribute significantly to the 

existing body of knowledge in the field of leadership. Although the scientific research on 

leadership is very comprehensive, further research is necessary. As soon as people's views change, 

whether from the perspective of employees, customers, managers, or managing directors, 

leadership must adapt to these new expectations. These views are influenced by external factors 

such as digital transformations, as well as by changing your views and priorities. 

Furthermore, this work’s structure and motivation were essential for its success in addressing and 

answering the research questions and hypotheses. The number of digital transformations 

demonstrated in this work reflects the complexity for executive managers, leaders, and employees 

involved and indicates various influences and pressures for all parties. It has also opened new 

avenues for exploration. The limitations encountered during the research processes, which are 

emphasized in previous chapters, provide opportunities for future research. 

Returning to the question of ‘WHAT’ from Simon Sinek's Golden Circle, the question can be 

answered by saying that the previous chapters of this work clearly show which leadership 

characteristics are necessary for effective digital leadership behavior. Which aspects of this are 

already established and only need to be adapted or changed and which in turn should be completely 

added to the leadership behavior must be considered on a case-by-case basis. 

In addition to the results, conclusions, and implications from the past chapters ‘6 Limitations and 

Implications’ et seqq., the findings of Table 19 indicate further recommendations for future 

research and practical applications that are imperative to consider: 

 

- Knowing which leadership skills are most important, is crucial to face the strategic issues 

of the bank 

- Face the challenges of fast-paced change and an overwhelming overload of tasks, topics, 

and information 

- Never underestimate the power and importance of authenticity, expectations, and growing 

virtuality 

- Aim for great employee commitment in addition to the traditional view of employees’ job 

satisfaction 
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By building upon the insights gained from this dissertation, researchers can delve deeper into the 

chapters ‘6.1 Limitations and Future Research’, ‘6.2 Theoretical and Practical Implications’, and 

‘8 New Scientific Results’ to enhance our understanding of digital leadership. Additionally, 

practitioners in the German banking sector can leverage these findings into leadership training or 

programs as well as other potential applications and improvements highlighted in ‘6.2 Theoretical 

and Practical Implications’. 

 

In summary, this dissertation has made a meaningful contribution to the academic discourse 

surrounding leadership, and its implications extend beyond the theoretical realm. I hope that future 

research will build upon these foundations, contributing further to the field of banking and 

financial services, connecting theoretical considerations with practical implementation 

suggestions, and paving the way for continued advancements in our understanding of leadership 

in the banking sector, especially digital leadership and technology-driven transformations shaping 

leadership and the working world.  
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8 NEW SCIENTIFIC RESULTS 
 

This dissertation examines leadership skills in terms of digital transformation and expectation 

management in the German banking sector. Two surveys have been conducted to compare the 

existing literature with the dissertation’s topic; an expert interview and an online survey. The 

results of both surveys have been analyzed, discussed in the subchapters of the chapter ‘5 

Discussion Section’, and also partly interpreted in the subchapters of the chapter ‘6 Limitations 

and Implications’. Those are all new scientific results but the question evolves which ones are 

relevant and what should be done next. In the further course, all scientific findings are assigned to 

this chapter and are summarized in bullet points below: 

 

- Identified Employees’ Digital Leadership Expectations 

This work identified employees’ leadership expectations for digital leadership in the 

German banking sector. The expectations are highlighted and visualized by the adjusted 

Kano model. 

 

- A Kano Model adjusted to Digital Leadership Skills and resulting Employees’ 

Expectations and Satisfaction 

The Kano Model, presented in Figure 14 and Table 32, visualizes the methodological 

results, including the varying degrees of leadership skills and their importance and how 

they affect employees’ expectations and satisfaction. 

 

- Leadership is still needed in the German Banking Sector 

This work underlines leadership’s significance for this industry. For now, it cannot be 

substituted by management. 

 

- A Strong Integration of Employees in Digital Transformational Processes 

To include employees strongly in digital transformational processes is important to learn 

and benefit from their experiences, expectations, and outlook. 

 

- The Connection between the Importance and Characteristics of Digital Leadership 

The online survey’s results suggest a connection between the importance of digital 

leadership and digital leadership characteristics. However, it does not suggest a connection 

between the importance of managing digital transformation and digital leaders. 
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- The Prioritization of Digital Leadership Characteristics differ 

This work makes the following contributions to the debate on digital leadership skills. The 

applied empirical evidence suggests a connection between the importance of digital 

leadership and digital leadership characteristics and a distinction between the prioritization 

of digital leadership characteristics between executives and employees. It was to be 

expected that executives and employees weigh the importance of different leadership 

characteristics differently. As shown in the literature review, expectations also differ. 

 

- AI as Leadership Substitution 

The empirical results show that employees do not believe AI will replace or complement 

their direct supervisor shortly. The respondents were rather reluctant to use the future 

assessment. 

 

- Employees’ Expectations are not affected by Digital Transformation 

Although employees acknowledge the importance of digital transformation, they do not 

transform that importance into expectations towards their company and supervisor. The 

pace of the introduction of digital transformation also does not influence the expectations 

met. As the third example, management’s attitude toward digital transformation does also 

not affect employees’ expectations of their company. 

 

- Employees’ age does not affect the Acceptance of Digital Leadership negatively 

Although different generations have varying expectations of leadership, younger 

generations do not rate the importance of digital leadership and AI higher than older 

generations. It could not be proven that employees’ age affects the acceptance of digital 

leadership negatively. 

 

- Employees with a high WFH percentage have a high Acceptance of Digital Leadership 

Although this work’s research on WFH and digital leadership could not give evidence of 

the connection between those two aspects, the results imply a very high acceptance of 

digital leadership.  
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9 SUMMARY 
 

This final chapter summarizes the introduction, literature review, results, conclusions, and 

recommendations to give the reader a short overview of this work’s findings. 

In the beginning, the topic of the work is introduced by explaining that rapid digital transformation 

is omnipresent and can be intriguing, compelling, awesome, and overall life-changing. Thanks to 

digital transformation, past crises, and changes, the leadership in most sectors needs to be adjusted 

to different and new expectations, requirements, and fields of action. Traditional sectors, like the 

banking and financial service industries, have to change drastically to stay competitive and 

survive. To know which leadership style or traits are important to lead digitally, effectively, and 

prosperously in the German banking sector, this work was motivated by presenting current 

challenges, expectations, and previous research, evaluating existing research gaps, and working 

empirically to gain new insights into contemporary leadership traits. As guidance for the research 

aims, research questions and hypotheses were formulated. After presenting this work’s motivation, 

it concludes with the main goals of this work’s empirical contribution. They are to (1) highlight 

the needed leadership skills, (2) compare them to the existing research, (3) try to carve out 

contemporary characteristics of leadership in the German banking sector, and (4) formulate 

leadership expectations for digital leadership in the German banking sector. The four main goals 

are answered in the chapter ‘5.3 Summary and further Derivations of the Scientific Results 

achieved’. 

 

This work’s literature review represented in chapter ‘2 Leadership Challenges of Digitalization in 

the German Banking Sector – A Literature Review’, is subdivided into three pillars. The first pillar 

is presented by the part ‘2.1 Current Transformation in the German Banking Sector’. It introduces 

the sector, past crises, competitors, digital transformation, and digital change. The second pillar 

summarizes the academic literature on ‘2.2 Expectation Management’, including 

management/employer, employee, and customer expectations. The third pillar represents the 

biggest research aspect of this work, ‘2.3 Leadership and its Implications for the Banking 

Industry’. It focuses on leadership, management, transformational leadership, E-leadership, digital 

leadership, AI, and substitutes for leadership. Within this pillar, various leadership styles are 

summarized, and some are thanks to a special selection method delved in. The strongest focus 

within this third pillar lies in the chapter ‘2.3.7 Technologically Dependent Leadership’ and its 

subchapters. 
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The methodology of this work is subdivided into three parts. The literature review represents the 

first. The second is a quantitative empirical method, the expert interviews and the third is a 

qualitative method, an online survey. Chapter ‘4 Results Section’ of this work is subdivided into 

the results of the expert interviews in Chapter 4.1 (Method I) and the results of the online survey 

in Chapter 4.2 (Method II). 

The results of Method I are presented and discussed in the succession of the interview questions. 

Two highlights are firstly the collection of the most important characteristics of a leader according 

to the experts summarized in Table 23 and secondly the naming of the most obsolete leadership 

manners to be hierarchy and hierarchy-related decision-making processes. 

The results of Method II are subdivided into two parts ‘4.2.2 Analysis to answer the Research 

Questions’ and ‘4.2.3 Analysis to answer the Hypotheses’. These chapters focus on the results of 

digital transformation and expectation management, each set into comparison with digital 

leadership. They are designed to answer the research questions summarized in Table 24 and the 

hypotheses shown in Table 28. Various analyzing methods are used, as presented in the chapter 

‘3.3 Analysis Strategy’. The results as to whether the research questions and hypotheses could be 

verified, falsified, or not answered at all, are evaluated, interpreted, and answered in the chapter 

‘5 Discussion Section’. Followingly each two highlights of the research questions and hypotheses 

in Method II are presented. Two highlights of the research questions in Method II are firstly that 

employees of ‘Generation Z’ do not rate the importance of digital leadership and AI higher than 

employees of other generations (RQ3.2) and secondly the collection of the merging leadership 

skills according to the online survey respondents in Table 27 (RQ4.1). Two highlights of the 

hypotheses in Method II are firstly that management’s attitude towards digital transformation does 

not affect employees (H4) and secondly that employees do not believe that AI complements or 

replaces their direct supervisor shortly (H7). 

The biggest lowlight of this work is the low response rate of the online survey (n=59). The 

limitations encountered during the research processes, which are emphasized in previous chapters, 

provide opportunities for future research and are collected in the chapter ‘6.1 Limitations and 

Future Research’. 

 

This chapter ends with a summary of this work’s ‘7 Conclusions and Recommendations’. The 

number of digital transformations demonstrated in this work reflects the complexity for executive 

managers, leaders, and employees involved and indicates various influences and pressures for all 

parties. This dissertation has strived to investigate how digitalization changes leadership in the 

German banking sector through a comprehensive analysis of the existing academic literature, 

expert interviews, and an online survey. The findings of this research highlight the importance of 
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leading digital change, employees’ expectations in combination with leadership, technology-

dependent leadership forms, and required leadership skills. In addition to the results, conclusions, 

and implications from the past chapters ‘6 Limitations and Implications’ et seqq., the chapter ‘7 

Conclusions and Recommendations’ adds further recommendations derived from the findings of 

Table 19. By building upon the insights gained from this dissertation, researchers can delve deeper 

into the chapters ‘6.1 Limitations and Future Research’, ‘6.2 Theoretical and Practical 

Implications’, and ‘8 New Scientific Results’ to enhance our understanding of digital leadership. 

Additionally, practitioners in the German banking sector can leverage these findings into 

leadership training or programs as well as other potential applications and improvements 

highlighted in ‘6.2 Theoretical and Practical Implications’. I hope that future research will build 

upon these foundations, contributing further to the field of banking and financial services, 

connecting theoretical considerations with practical implementation suggestions, and paving the 

way for continued advancements in our understanding of leadership in the banking sector, 

especially digital leadership and technology-driven transformations shaping leadership and the 

working world. 
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Appendix 6.3 – Test for Normality 

 
Tests of Normality 

 

Kolmogorov-Smirnova Shapiro-Wilk 
Statisti
c df Sig. Statistic df Sig. 

Adaptable .275 59 <.001 .796 59 <.001 
Innovative .238 59 <.001 .820 59 <.001 
Technological Affinity .260 59 <.001 .804 59 <.001 
Social Network .233 59 <.001 .869 59 <.001 
Disruptive .227 59 <.001 .867 59 <.001 
Resilient .283 59 <.001 .859 59 <.001 
Willingness to Compromise .302 59 <.001 .842 59 <.001 
Performance Commitment .326 59 <.001 .818 59 <.001 
Convincing .255 59 <.001 .859 59 <.001 
Decisive .305 59 <.001 .840 59 <.001 
Motivational .249 59 <.001 .825 59 <.001 
Strong Communication Skills .360 59 <.001 .687 59 <.001 
Monitoring the Workflow .275 59 <.001 .802 59 <.001 
Enthusiastic .326 59 <.001 .818 59 <.001 
Composed .219 59 <.001 .880 59 <.001 
Courageous .320 59 <.001 .830 59 <.001 
Empathic .271 59 <.001 .789 59 <.001 
Intrigued .222 59 <.001 .870 59 <.001 
Visionary .213 59 <.001 .846 59 <.001 
Continuously growing Know-How .222 59 <.001 .872 59 <.001 
Adaptable .381 59 <.001 .679 59 <.001 
Innovative .316 59 <.001 .786 59 <.001 
Technological Affinity .332 59 <.001 .746 59 <.001 
Social Network .255 59 <.001 .849 59 <.001 
Disruptive .280 59 <.001 .841 59 <.001 
Resilient .298 59 <.001 .784 59 <.001 
Willingness to Compromise .284 59 <.001 .804 59 <.001 
Performance Commitment .302 59 <.001 .825 59 <.001 
Convincing .274 59 <.001 .814 59 <.001 
Decisive .249 59 <.001 .842 59 <.001 
Motivational .226 59 <.001 .838 59 <.001 
Strong Communication Skills .243 59 <.001 .828 59 <.001 
Monitoring the Workflow .314 59 <.001 .808 59 <.001 
Enthusiastic .349 59 <.001 .745 59 <.001 
Composed .359 59 <.001 .783 59 <.001 
Courageous .271 59 <.001 .860 59 <.001 
Empathic .299 59 <.001 .837 59 <.001 
Intrigued .344 59 <.001 .805 59 <.001 
Visionary .246 59 <.001 .867 59 <.001 
Continuously growing Know-How .257 59 <.001 .862 59 <.001 
Acceptance of DL .320 59 <.001 .758 59 <.001 
Please rate how true the following statement is to you: The 
bankers of the future will no longer be bankers but 
technology experts. 

.369 59 <.001 .755 59 <.001 

Artificial Intelligence will complement or replace your direct 
supervisor in the next five years. 

.284 59 <.001 .776 59 <.001 

Ageism .288 59 <.001 .841 59 <.001 
Pandemic .221 59 <.001 .804 59 <.001 
Competitors (esp. FinTechs) .320 59 <.001 .748 59 <.001 
Digitalization .517 59 <.001 .387 59 <.001 
Cultural Change .224 59 <.001 .805 59 <.001 
Demographic Change .300 59 <.001 .763 59 <.001 
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Generational Change .241 59 <.001 .795 59 <.001 
Bank Mergers .280 59 <.001 .839 59 <.001 
Regulatory Forces .462 59 <.001 .559 59 <.001 
ESG .231 59 <.001 .800 59 <.001 
Changing Customer Behavior .273 59 <.001 .769 59 <.001 
Geopolitical Issues .271 59 <.001 .833 59 <.001 
Cost Efficiency .333 59 <.001 .731 59 <.001 
Your Company .535 59 <.001 .111 59 <.001 
Your Company .300 59 <.001 .771 59 <.001 
no affinity . 59 . . 59 . 
low affinity .540 59 <.001 .177 59 <.001 
medium affinity .405 59 <.001 .613 59 <.001 
strong affinity .414 59 <.001 .606 59 <.001 
Your Executive(s) .535 59 <.001 .111 59 <.001 
Your Executive(s) .324 59 <.001 .758 59 <.001 
no affinity . 59 . . 59 . 
low affinity .534 59 <.001 .312 59 <.001 
medium affinity .387 59 <.001 .624 59 <.001 
strong affinity .422 59 <.001 .598 59 <.001 
Your Supervisor .540 59 <.001 .177 59 <.001 
Your Supervisor .286 59 <.001 .791 59 <.001 
no affinity . 59 . . 59 . 
low affinity .510 59 <.001 .431 59 <.001 
medium affinity .379 59 <.001 .628 59 <.001 
strong affinity .439 59 <.001 .579 59 <.001 
Your Colleagues .540 59 <.001 .177 59 <.001 
Your Colleagues .305 59 <.001 .784 59 <.001 
no affinity . 59 . . 59 . 
low affinity .456 59 <.001 .556 59 <.001 
medium affinity .387 59 <.001 .624 59 <.001 
strong affinity .503 59 <.001 .454 59 <.001 
Your Own .540 59 <.001 .229 59 <.001 
Your Own .338 59 <.001 .690 59 <.001 
no affinity . 59 . . 59 . 
low affinity .535 59 <.001 .111 59 <.001 
medium affinity .379 59 <.001 .628 59 <.001 
strong affinity .361 59 <.001 .634 59 <.001 
Ageism .315 59 <.001 .819 59 <.001 
Pandemic .224 59 <.001 .805 59 <.001 
Competitors (esp. FinTechs) .437 59 <.001 .609 59 <.001 
Digitalization .345 59 <.001 .716 59 <.001 
Cultural Change .382 59 <.001 .741 59 <.001 
Demographic Change .442 59 <.001 .614 59 <.001 
Generational Change .428 59 <.001 .593 59 <.001 
Bank Mergers .324 59 <.001 .769 59 <.001 
Regulatory Forces .257 59 <.001 .798 59 <.001 
ESG .317 59 <.001 .776 59 <.001 
Changing Customer Behavior .347 59 <.001 .689 59 <.001 
Geopolitical Issues .336 59 <.001 .791 59 <.001 
Cost Efficiency .268 59 <.001 .803 59 <.001 
Efficient Communication .246 59 <.001 .846 59 <.001 
Integration into the Organizational Culture .220 59 <.001 .832 59 <.001 
Integration into the Existing Community .297 59 <.001 .823 59 <.001 
Work-Life Balance .245 59 <.001 .863 59 <.001 
Career Growth .240 59 <.001 .856 59 <.001 
Salary Increase Opportunities .240 59 <.001 .872 59 <.001 
Receiving Praise .236 59 <.001 .831 59 <.001 
Getting Orientation and Guidance .207 59 <.001 .858 59 <.001 
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Individual Responsibility .255 59 <.001 .752 59 <.001 
Efficient Communication .339 59 <.001 .793 59 <.001 
Integration into the Organizational Culture .281 59 <.001 .825 59 <.001 
Integration into the Existing Community .298 59 <.001 .762 59 <.001 
Work-Life Balance .296 59 <.001 .814 59 <.001 
Career Growth .326 59 <.001 .770 59 <.001 
Salary Increase Opportunities .348 59 <.001 .736 59 <.001 
Receiving Praise .326 59 <.001 .795 59 <.001 
Getting Orientation and Guidance .304 59 <.001 .782 59 <.001 
Individual Responsibility .284 59 <.001 .814 59 <.001 
Gender .361 59 <.001 .634 59 <.001 
Age in Years .127 59 .019 .951 59 .018 
Education .287 59 <.001 .766 59 <.001 
Security Question . 59 . . 59 . 
Work Experience in Years .133 59 .011 .945 59 .010 
Leadership Experience .422 59 <.001 .598 59 <.001 
Leadership Position .422 59 <.001 .598 59 <.001 
WFH .201 59 <.001 .864 59 <.001 
Total .093 59 .200* .970 59 .161 
SUM Digital Leadership Skills .124 59 .024 .968 59 .119 
SUM Digital Leadership Change of Skills .110 59 .072 .972 59 .196 
SUM Impact of Change .089 59 .200* .975 59 .258 
SUM Affinity of DT .167 59 <.001 .957 59 .034 
SUM experienced DT .132 59 .012 .965 59 .086 
SUM Expectation Supervisor .131 59 .014 .960 59 .049 
SUM Expectation Company .068 59 .200* .985 59 .697 
MEAN Digital Leadership Skills .124 59 .024 .968 59 .119 
MEAN Digital Leadership Change of Skills .110 59 .072 .972 59 .196 
MEAN Impact of Change .089 59 .200* .975 59 .258 
MEAN Affinity of DT .167 59 <.001 .957 59 .034 
MEAN experienced DT .132 59 .012 .965 59 .086 
MEAN Expectation Supervisor .131 59 .014 .960 59 .049 
MEAN Expectation Company .068 59 .200* .985 59 .697 
Age Recorded .241 59 <.001 .795 59 <.001 
MEAN Acceptance of DL .320 59 <.001 .758 59 <.001 
*. This is a lower bound of the true significance. 
a. Lilliefors Significance Correction 
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Appendix 6.4 – Analysis to Answer the Research Questions 
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Appendix 6.5 – Analysis to Answer the Hypotheses 
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Appendix 6.6 – SPSS Variable View 

 

Variable 
Posit
ion Label 

Measurement 
Level Role 

Column 
Width 

DF01_01 1 Adaptable Ordinal Input 11 
DF01_02 2 Innovative Ordinal Input 11 
DF01_03 3 Technological Affinity Ordinal Input 11 
DF01_04 4 Social Network Ordinal Input 11 
DF01_05 5 Disruptive Ordinal Input 11 
DF01_06 6 Resilient Ordinal Input 11 
DF01_07 7 Willingness to Compromise Ordinal Input 11 
DF01_08 8 Performance Commitment Ordinal Input 11 
DF01_09 9 Convincing Ordinal Input 11 
DF01_10 10 Decisive Ordinal Input 11 
DF01_11 11 Motivational Ordinal Input 11 
DF01_12 12 Strong Communication Skills Ordinal Input 11 
DF01_13 13 Monitoring the Workflow Ordinal Input 11 
DF01_14 14 Enthusiastic Ordinal Input 11 
DF01_15 15 Composed Ordinal Input 11 
DF01_16 16 Courageous Ordinal Input 11 
DF01_17 17 Empathic Ordinal Input 11 
DF01_18 18 Intrigued Ordinal Input 11 
DF01_19 19 Visionary Ordinal Input 11 
DF01_20 20 Continuously growing Know-How Ordinal Input 11 
DF02_01 21 Adaptable Ordinal Input 11 
DF02_02 22 Innovative Ordinal Input 11 
DF02_03 23 Technological Affinity Ordinal Input 11 
DF02_04 24 Social Network Ordinal Input 11 
DF02_05 25 Disruptive Ordinal Input 11 
DF02_06 26 Resilient Ordinal Input 11 
DF02_07 27 Willingness to Compromise Ordinal Input 11 
DF02_08 28 Performance Commitment Ordinal Input 11 
DF02_09 29 Convincing Ordinal Input 11 
DF02_10 30 Decisive Ordinal Input 11 
DF02_11 31 Motivational Ordinal Input 11 
DF02_12 32 Strong Communication Skills Ordinal Input 11 
DF02_13 33 Monitoring the Workflow Ordinal Input 11 
DF02_14 34 Enthusiastic Ordinal Input 11 
DF02_15 35 Composed Ordinal Input 11 
DF02_16 36 Courageous Ordinal Input 11 
DF02_17 37 Empathic Ordinal Input 11 
DF02_18 38 Intrigued Ordinal Input 11 
DF02_19 39 Visionary Ordinal Input 11 
DF02_20 40 Continuously growing Know-How Ordinal Input 11 
DF03 41 Acceptance of DL Ordinal Input 11 
DF04 42 Please rate how true the following statement is to you: The 

bankers of the future will no longer be bankers but technology 
experts. 

Ordinal Input 11 

DF05 43 Artificial Intelligence will complement or replace your direct 
supervisor in the next five years. 

Ordinal Input 11 

DT01_01 44 Ageism Ordinal Input 11 
DT01_02 45 Pandemic Ordinal Input 11 
DT01_03 46 Competitors (esp. FinTechs) Ordinal Input 11 
DT01_04 47 Digitalization Ordinal Input 11 
DT01_05 48 Cultural Change Ordinal Input 11 
DT01_06 49 Demographic Change Ordinal Input 11 
DT01_07 50 Generational Change Ordinal Input 11 
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DT01_08 51 Bank Mergers Ordinal Input 11 
DT01_09 52 Regulatory Forces Ordinal Input 11 
DT01_10 53 ESG Ordinal Input 11 
DT01_11 54 Changing Customer Behavior Ordinal Input 11 
DT01_12 55 Geopolitical Issues Ordinal Input 11 
DT01_13 56 Cost Efficiency Ordinal Input 11 
DT02_01_
CN 

57 Your Company Ordinal Input 11 

DT02_01 58 Your Company Ordinal Input 8 
DT02_01_
1 

59 no affinity Ordinal Input 11 

DT02_01_
2 

60 low affinity Ordinal Input 11 

DT02_01_
3 

61 medium affinity Ordinal Input 11 

DT02_01_
4 

62 strong affinity Ordinal Input 11 

DT02_02_
CN 

63 Your Executive(s) Ordinal Input 11 

DT02_02 64 Your Executive(s) Ordinal Input 8 
DT02_02_
1 

65 no affinity Ordinal Input 11 

DT02_02_
2 

66 low affinity Ordinal Input 11 

DT02_02_
3 

67 medium affinity Ordinal Input 11 

DT02_02_
4 

68 strong affinity Ordinal Input 11 

DT02_03_
CN 

69 Your Supervisor Ordinal Input 11 

DT02_03 70 Your Supervisor Ordinal Input 8 
DT02_03_
1 

71 no affinity Ordinal Input 11 

DT02_03_
2 

72 low affinity Ordinal Input 11 

DT02_03_
3 

73 medium affinity Ordinal Input 11 

DT02_03_
4 

74 strong affinity Ordinal Input 11 

DT02_04_
CN 

75 Your Colleagues Ordinal Input 11 

DT02_04 76 Your Colleagues Ordinal Input 8 
DT02_04_
1 

77 no affinity Ordinal Input 11 

DT02_04_
2 

78 low affinity Ordinal Input 11 

DT02_04_
3 

79 medium affinity Ordinal Input 11 

DT02_04_
4 

80 strong affinity Ordinal Input 11 

DT02_05_
CN 

81 Your Own Ordinal Input 11 

DT02_05 82 Your Own Ordinal Input 8 
DT02_05_
1 

83 no affinity Ordinal Input 11 

DT02_05_
2 

84 low affinity Ordinal Input 11 

DT02_05_
3 

85 medium affinity Ordinal Input 11 
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DT02_05_
4 

86 strong affinity Ordinal Input 11 

DT03_01 87 Ageism Ordinal Input 11 
DT03_02 88 Pandemic Ordinal Input 11 
DT03_03 89 Competitors (esp. FinTechs) Ordinal Input 11 
DT03_04 90 Digitalization Ordinal Input 11 
DT03_05 91 Cultural Change Ordinal Input 11 
DT03_06 92 Demographic Change Ordinal Input 11 
DT03_07 93 Generational Change Ordinal Input 11 
DT03_08 94 Bank Mergers Ordinal Input 11 
DT03_09 95 Regulatory Forces Ordinal Input 11 
DT03_10 96 ESG Ordinal Input 11 
DT03_11 97 Changing Customer Behavior Ordinal Input 11 
DT03_12 98 Geopolitical Issues Ordinal Input 11 
DT03_13 99 Cost Efficiency Ordinal Input 11 
EW01_01 100 Efficient Communication Ordinal Input 11 
EW01_02 101 Integration into the Organizational Culture Ordinal Input 11 
EW01_03 102 Integration into the Existing Community Ordinal Input 11 
EW01_04 103 Work-Life Balance Ordinal Input 11 
EW01_05 104 Career Growth Ordinal Input 11 
EW01_06 105 Salary Increase Opportunities Ordinal Input 11 
EW01_07 106 Receiving Praise Ordinal Input 11 
EW01_08 107 Getting Orientation and Guidance Ordinal Input 11 
EW01_09 108 Individual Responsibility Ordinal Input 11 
EW02_01 109 Efficient Communication Ordinal Input 11 
EW02_02 110 Integration into the Organizational Culture Ordinal Input 11 
EW02_03 111 Integration into the Existing Community Ordinal Input 11 
EW02_04 112 Work-Life Balance Ordinal Input 11 
EW02_05 113 Career Growth Ordinal Input 11 
EW02_06 114 Salary Increase Opportunities Ordinal Input 11 
EW02_07 115 Receiving Praise Ordinal Input 11 
EW02_08 116 Getting Orientation and Guidance Ordinal Input 11 
EW02_09 117 Individual Responsibility Ordinal Input 11 
SD01 118 Gender Nominal Input 11 
SD03_01 119 Age in Years Scale Input 10 
SD10 120 Education Ordinal Input 11 
SD13 121 Security Question Nominal Input 11 
SD16_01 122 Work Experience in Years Scale Input 10 
SD17 123 Leadership Experience Nominal Input 11 
SD18 124 Leadership Position Nominal Input 11 
SD19 125 WFH Ordinal Input 11 
Total 126 <none> Nominal Input 8 
DF01SU
M 

127 SUM Digital Leadership Skills Nominal Input 10 

DF02SU
M 

128 SUM Digital Leadership Change of Skills Nominal Input 10 

DT01SU
M 

129 SUM Impact of Change Nominal Input 10 

DT02SU
M 

130 SUM Affinity of DT Nominal Input 10 

DT03SU
M 

131 SUM experienced DT Nominal Input 10 

EW01SU
M 

132 SUM Expectation Supervisor Nominal Input 10 

EW02SU
M 

133 SUM Expectation Company Nominal Input 10 

DF01ME
AN 

134 MEAN Digital Leadership Skills Scale Input 10 
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DF02ME
AN 

135 MEAN Digital Leadership Change of Skills Scale Input 10 

DT01ME
AN 

136 MEAN Impact of Change Scale Input 10 

DT02ME
AN 

137 MEAN Affinity of DT Scale Input 10 

DT03ME
AN 

138 MEAN experienced DT Scale Input 10 

EW01ME
AN 

139 MEAN Expectation Supervisor Scale Input 10 

EW02ME
AN 

140 MEAN Expectation Company Scale Input 10 

SD03_01_
GEN 

141 Age Recorded Nominal Input 13 

DF03ME
AN 

142 MEAN Acceptance of DL Scale Input 10 
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Appendix 6.7 – Further Evaluations 
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