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ABSTRACT 

Organizations and leaders are facing an era of hyperchange in the twenty-first century coping with 

a constantly changing, uncertain and complex business environment. It is expected that crisis will 

be more prevalent and it is critical to plan for structural disruption on a regular and proactive basis, 

therefore the ability to quickly adapt, remain calm under pressure, as well as to handle risks and 

quickly recover from setbacks are crucial the future success of organizations. Globalization, 

technological advancements, sustainability, new workforce entering the labour market, collective 

and systemic intelligence, human-centric approach drives the new paradigm of leadership forcing 

leaders to create new business models and innovate to stay ahead. In today’s modern world leaders 

now have to take a worldview and fulfill a social purpose not only leading organizations but 

dynamic and diverse communities, balancing the needs of all stakeholder groups to help architect 

a healthy ecosystem in which their businesses can thrive. Given the magnitude of changes in 

today’s modern world and the fact that the role of leaders is chaning there is a need for new 

knowledge and skills adapted to the new reality. The aim of this master’s thesis is to find out 

leaders needs in terms of new knowledge and skills, what kind of trainings are required and if the 

Estonian continuing education training market has followed to meet today’s leaders needs for new 

knowledge and skills.  

 

According to the Estonian continuous education training market research there is a gap in trainings 

related to competitive edge (know their markets and innovate to stay ahead) and inspirational 

leadership (inspire others to take action) compared to the new universal leadership eight-part 

capability model by Deloitte that was used as a basis for the training market research. The most 

crucial skills and knowledge needed by leaders today according to the online survey conducted 

among Estonian leaders are IT competencies, change management, self-management, 

collaboration, communication and strategic thinking to be able to see the big picture, how to 

innovate and be creative, how to motivate employees and knowledge related to sustainability, 

green economy and social responsibility. 

 

Keywords: leadership skills; agile leadership; leadership development; leaders mindsets 
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INTRODUCTION 

In the twenty-first century, organizations have to cope with a constantly changing, uncertain and 

complex environment (Ngayo Fotso, 2021; Hatami et al., 2020; Akkaya et al., 2022; Korn Ferry, 

2020). The world economy is becoming more global. Generation Z is currently entering the labour 

market, and millennials will account for ¾ of the global workforce in the near future (Ngayo Fotso, 

2021; Harvard, 2018; Korn Ferry, 2020; Deloitte, 2020). Technological advancements and the 

advancement of media technologies, facilitates the increasing digitization of the economy, making 

the world more virtual (Ngayo Fotso, 2021; Fontana et al., 2017; De Meuse et al., 2021; Bruni et 

al., 2019; Abid et al., 2020). As the sustainability agenda gains more attention, it is anticipated that 

every country and organization will adopt the triple-bottom-line approach, which will force leaders 

to create new business models (Ngayo Fotso, 2021; Müller, 2020; Breque et al., 2021; IISD, 2020). 

 

It is expected that by 2025, the majority of public companies are headquartered in emerging 

countries, necessitating leaders to cross cultural and physical borders as well as manage teams who 

also cross those borders (Harvard, 2018; Knoll et al., 2021). Companies expect that over the next 

decade more than one-third of their full-time, permanent employees will work remotely (Flood, 

2019). Why in today’s modern world, leaders have to take a worldview, build meaningful 

relationships, win support, and consistently be prepared for the unexpected? People are looking to 

businesses more than governments to address the world’s most pressing issues – such as the energy 

crisis and the need for workforce reskilling (Korn Ferry, 2020). If the society is demanding 

companies, both public and private, to fulfill a social purpose, is the role of leaders changing? 

Leaders are expected to lead dynamic and diverse communities, not simply companies – with their 

humanity and emotional intelligence, navigating apparently impossible paradoxes and conflicts, 

balancing the needs of stakeholders, redefining competition and cooperation, thinking not only 

about the success of their company, but also how they can help architect a healthy ecosystem in 

which their business can be successful (Hatami et al., 2020; James et al., 2021; Korn Ferry, 2020; 

Nedelko et al., 2020; Tornjanski et al., 2021). 
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Collective and systemic intelligence drives the new paradigm of leadership (Herbst, 2021; Renda 

et al., 2022; Nedelko et al., 2020; Tornjanski et al., 2021). The Fourth Industrial Revolution (4IR) 

is not just about technology, but also about how the human experience can be integrated with 

technology in order to build a more inclusive, human-centered future (Herbst, 2021). How does 

the human-centric approach place the fundamental human needs and interests at the center of the 

production process, moving from technology-driven progress to a thoroughly human-centric and 

society-centric approach (Müller, 2020; Breque et al., 2021)? A sustainable future in the context 

of Industry 5.0 can be defined as: “an innovative approach that encompasses and encourages 

simultaneous development and growth of both, economies and societies by introducing a concept 

of deep integration of humans and smart machines cognitive and emotional intelligence and open 

innovation, thereby empowering collective intelligence for the longterm well-being and prosperity 

of various stakeholder groups in the ecosystem” (Marinković et al., 2020; Tornjanski et al., 2021; 

Renda et al., 2022). Why is it important considering the speed how quickly technology and new 

business models transform entire industries to plan for structural disruption regurarly and 

proactively of key importance (Renda et al., 2022; Harvard, 2018)? It is stated that to be prepared 

for systemic transformation, corporations need to change to stay productive, and focus their action 

towards Industry 5.0 objectives (Lu et al., 2021; Renda et al., 2022; Nedelko et al., 2020). 

 

There is an urgent need to clarify the leadership skills for the new era (Grant et al., 2018; 

Moldoveanu et al., 2019; Mengel, 2021; Harvard, 2018; Sulieman, 2021; Gerolamo et al., 2020). 

Given the extent and significance of changes in today’s world, the problem is that leadership skills 

needed in previous industrial phases are not anymore enough. For sustainable leadership there is 

a need for defining the changes more clearly and the possibilities for acquiring new leadership 

knowledge and skills. New leadership knowledge and skills adapted to the new reality should 

ensure the long-term strength of organizations (Choo et al., 2022; Todnem, 2021; Clegg et al., 

2021; Ngayo Fotso, 2021). Traditional skills to predict and control results have become obsolete 

and instead resilience, agility and the ability to adapt quickly and recognise trends has become 

essential (Herbst, 2021; Korn Ferry, 2020).  

 

Leadership is deeply human and interpersonal process. Becoming a better leader follows the same 

process as becoming a better person. This necessitates broadening the definition of 

“transformation” from a process that primarily applies to the external environment of institutional 

structures, systems, and processess, including the consciousness from where these structures, 

processes, systems and institutions emerge – the inner world of the individual leader. A shift in 
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leaders consciousness is needed and how leaders perceive and think about their world, moving 

from an assumption of predictability, stability, continuity, and reliability – to an assumption of 

volatility, uncertainty, change and ambiguity (VUCA) (Herbst, 2021). Strong firms and leaders 

who can turn volatility into vision, uncertainty into perception, complexity into solution, and 

ambiguity into agility will be able to turn the VUCA world’s crises and dangers into opportunities 

(Herbst, 2021; Mangipudi et al., 2020; Akkaya et al., 2022). The threat of disruption is also the 

greatest opportunity that a leadership team will ever face (Harvard, 2018; Anthony et al., 2017; 

Korn Ferry, 2020). 

 

The aim of this thesis is to find out leaders needs in terms of new knowledge and skills, what kind 

of trainings are required and if the Estonian continuing education training market has followed to 

meet today’s leaders needs for new knowledge and skills. To achieve the aim of this master’s thesis 

the author is seeking to answer the following research questions: 

1) What kind of leadership knowledge and skills is needed in the changed world of work? 

2) How the perceived changes in society and in economics are connected to the needed new 

knowledge and skills? 

3) How well does the continuing education training market meet the needs of today’s leaders 

for new knowledge and skills? 

To describe and compare the perceived changes and the new needed knowledge and skills an eight-

part capability model is used, based on results of Deloitte research (Deloitte, 2020). 

 

This master’s thesis is divided into the following parts. The first part gives an overview of the 

theoretical background of the changes in leadership during the last five years and challenges that 

are lying ahead affecting leaders and leadership on a personal, organizational, community and 

global scale based on scientific research and peer-reviewed publications. The methodology part 

describes the research methods used in this master’s thesis and its design. A mixed method 

approach consisting of quantitative (deductive) and qualitative (inductive) analysis was used to 

find answers to the research questions. The results and data analysis part consists of two subgroups. 

First providing a comparison of Estonian continuous education training providers (Äripäev, 2022) 

and skills required in the changed world of work according to Deloitte eight-part capability model 

(Deloitte, 2020). Secondly the results gained from an online questionnaire survey conducted 

among Estonian leaders. The last part of this master’s thesis presents the discussion, limitations 

and conclusion of the current research. 
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1. THEORETICAL BACKGROUND 

This master’s thesis theoretical part explains the changing characteristics of leadership and the 

need for leadership development to acquire new knowledge and skills to lead in a complex and 

challenging business environment influenced by digital transformation, the transition from 

Industry 4.0 to 5.0, and the changing role of leaders on a global scale. 

1.1. Leadership characteristics and styles 

The majority of traditional and modern leadership theory and research focuses almost solely on 

individual leaders and their asymmetrical impact on followers toward the accomplishment of 

shared goals (McCauley et al., 2021). In more contemporary research leadership is being described 

as a collective phenomenon that is dispersed or shared among multiple individuals, possibly 

flexible, and produced through interaction (McCauley et al., 2021), moving beyond individualist 

and heroic conceptions (Fairhurst et al., 2018). 

 

In the literature, leadership is described in terms of either personal traits and behaviors, interactions 

with followers and other stakeholders, administrative roles, or other people’s perspectives. Other 

characteristics of leadership include intellectual stimulation, role modeling, and coaching 

(Alblooshi et al., 2021). Leadership is a process whereby an individual influences a group of 

individuals to achieve a common goal (Choo et al., 2022; Northouse, 2021; Hudson, 2019; Clegg 

et al., 2021; Todnem, 2021). Leadership as a process means that it is not a trait or characteristic 

that a leader possesses, but rather a transactional event that takes place between a leader and their 

followers. A leader both influences and is influenced by followers. It highlights the fact that 

leadership is an interactive process rather than a linear, one-way event. It is not limited to the 

formally designated leader in a group (Northouse, 2021). Everyone may contribute to leadership, 

and everyonewho does so is leading, and everyone who leads is a leader (Todnem, 2021). In other 

words, leadership is essentially collective by nature and involves initiating, developing, deciding, 

supporting, challenging, and executing actions as concurrent and interdependent parts (Todnem, 

2021). 
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Scholars Clarke et al. (2019) state in recent years a growing interest in shared leadership, as a way 

of enabling team-based organizations to function effectively in complex business situations. 

Shared leadership is defined as „a dynamic interactive influence process among individuals in 

groups for which the purpose is to lead one another to the attainment of group or organizational 

goals or both“ (Clarke et al., 2019). In the case of shared leadership, businesses are seen to function 

better when more people are brought into leadership roles, especially those in today’s knowledge-

based enterprises. There is more knowledge available for complicated work, and individuals’ 

motivation and morale improve (Fairhurst et al., 2018). Leadership is decentered from individuals 

and shifted to relationships, but it remains humanly embodied, which means that it is easy to detect 

the origins of leadership within distinct relationships and patterns of interaction among concrete 

social actors (Fairhurst et al., 2020). 

 

There are several different leadership theories to be distinguished, including leadership trait 

theories (which seek to explain the distinctive characteristics that account for leadership 

effectiveness), behavioral leadership theories (which seek to explain the distinctive styles used by 

effective leaders), and contingency leadership theories (which seek to explain the best leadership 

style given the circumstances, followers, and leader). Leadership style is a combination of traits, 

skills, and behaviors that leaders use while interacting with followers (Erkollar et al., 2018). Traits 

are a group of distinguishing qualities, characteristics, or attributes that describe a person 

(Northouse, 2021; Erkollar et al., 2018). A person’s personality is a combination of traits that 

classify individual behavior (Erkollar et al., 2018). A skill is the capacity to use knowledge to 

produce the intended outcome (Brosi et al., 2018; Gerolamo et al., 2020). The development and 

enhancement of leadership skills is influenced by each persons individual differences in cognitive 

ability, personalities, capacity to control emotions, identities, and values coming from both 

personal experience and cultural contexts (Gerolamo et al., 2020). 

 

From research findings, competencies are composed of people’s knowledge, skills, personal 

characteristics, self-concepts, traits, and motives that are essential for leaders to lead companies 

successfully and effectively (Ngayo Fotso, 2021; Grant et al., 2018). According to some 

academics, competence refers to the traits and abilities that people need to succeed in professional 

jobs. Competence is also defined as a set of skills, knowledge, and characteristics that contribute 

to excellent job performance. Individual competencies include techniques, skills, abilities, 

attitudes, beliefs, values, dispositions, personal characteristics, self-perceptions, and motivations 
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that enable people to successfully meet diverse job demands (Sulieman, 2021; Siengthai et al., 

2019). Intelligence is an individual’s ability to acquire skills and knowledge and apply them to 

solve various tasks. Leadership intelligence relies on a leader’s capacity to develop, learn, and 

master new ways of leading others. The continuing influence of digitalization and globalization 

has raised the leadership intelligence expectations placed on most firms (Choo et al., 2022).  

 

The personal values that leaders possess directly result in their traits, attitudes and leadership 

styles. Leadership styles may therefore be understood as a systematic pattern of a leader’s standard 

and consistent behavior, which has direct influences on the shaping of organizational culture. 

Personal values have been acknowledged by many scholars as an important driver of leadership 

behavior. A company may be seen as a reflection of its top managers since a leader’s personal 

values as a result also shapes a broader organizational environment. As leaders drive the vision, 

purpose, and position of future organizations , entire organizations will reflect their personalities 

in the way they work (Nedelko et al., 2020; Tornjanski et al., 2021). 

 

In addition to Henri Fayol’s influence and his 14 principles of management, which were 

popularized in the early 1950s, a number of important leadership theories have had a significant 

influence on the competencies that determine current leadership development strategies (Fowler, 

2018; Ngayo Fotso, 2021) (Appendix 11). 

 

According to Northouse (2021) although management and leadership have distinct differences, the 

two concepts are related. While leadership seeks adaptive and positive change, management seeks 

order and stability. Leadership is characterized by inner motivation, originality, strategic planning, 

tolerance of ambiguity, and the capacity to understand people. Rules orientation, short-term 

planning, external motivation, orderliness, safety considerations, and punctuality are 

characteristics of management. Managers use leadership when they influence a group to achieve 

its objectives. Management occurs when leaders are active in planning, organizing, staffing, and 

controlling. 
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1.2. Leading in complexity 

1.2.1. Crisis leadership 

In today’s fast-changing and uncertain world, the crisis is expected to be more prevalent. A crisis 

is described as „an unforeseen situation that disrupts the organization’s regular operations and 

requires immediate action.“ Natural catastrophes, terrorist attacks, or a global health crisis are just 

a few examples of the many possible causes of crisis (Siengthai et al., 2019; Wu et al., 2021; 

Ngayo Fotso, 2021). Leaders for the twenty-first century need to have competencies to handle the 

crisis from detecting the first signal to recovery and learning (Bhaduri, 2019). To manage the crisis 

leaders are expected to show strong organizational skills and concern for people coupled with 

strong emotional intelligence (Bartsch et al., 2020; Thwaite, 2022; Siengthai et al., 2019), being 

able to lead mostly based on a collaborative leadership style (Forster et al., 2020; Thwaite, 2022) 

but to adjust their leadership style to the situation (Bhaduri, 2019). Furthermore, they should also 

have strong communication skills (Abadi et al., 2020; Siengthai et al., 2019), demonstrate 

flexibility, self-awareness, and transparency (Forster et al., 2020), strategic decision-making and 

accountability (Abadi et al., 2020; Ngayo Fotso, 2021). 

 

Further research is needed, according to Wu et al. (2021), to understand such organizational 

processes and how leaders participate in emotion management and control. Effective crisis 

leadership, according to Wu et al. (2021), depends on the capacity to understand and pay attention 

to employees’ reactions as well as manage one’s own emotions in order to instill a resilient 

response despite extreme contextual challenges. There is a need for research that specifically 

addresses how leaders can lessen both negative emotions and hardships as well as how they can 

elicit positive emotions, encourage effective coping, and foster resilience after crisis events (Wu 

et al., 2021; Eid et al., 2022). Additionally, those who are in control of their emotions are more 

likely to be able to make faster decisions, deal with problems, understand and empathize with other 

people’s emotions, be self-directed and self-governing, be able to adjust to different contexts and 

rapidly changing situations, deal with conflict among their team members, and establish a leader-

subordinate relationship (Mangipudi et al., 2020). In organizational contexts, emotional 

intelligence is a critical predictor of effective and transformative leadership (Choo et al., 2022). 

Daniel Goleman popularized the concept of „emotional intelligence“ and released a number of 

research that demonstrate the connection between „emotional intelligence“ and people’s capacity 

to adapt to changing circumstances. Goleman even claims that an individual’s emotional 

intelligence influences for two-thirds of their leadership performance (Deloitte, 2020). The 
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personality system represents the complexities of who individual leaders are internally, including 

their traits, self-regulation skills, goals, values, mindsets, and emotions (Dubrow et al., 2018; 

Crane, 2022; Nedelko et al., 2020). 

 

Having leaders focusing on their mindsets to develop their effectiveness is one of the most 

powerful aspects that will help them to become more self-aware and mindful because it will force 

them to stand apart from themselves and think about their underlying mindsets, which typically 

operate at a subconscious level (Dubrow et al., 2018; Crane, 2022; Nedelko et al., 2020). 

Understanding that mindsets function as encoding processes for leaders makes it clear that a 

leader’s mindset is the most essential component of why they act the way they do (Gottfredson et 

al., 2021). As a result, when leadership development programs overlook mindsets, they overlook 

the most fundamental element of a leader’s effectiveness (De Smet et al., 2018). This is one of the 

reasons why modern leadership training can fail because it focuses on changing behaviors rather 

than understanding and changing the underlying beliefs, mindset, and motivation that drive 

behavior (Crane, 2022). It’s comparable to understanding and managing the elements of our 

internal environment and then integrating them to meet the needs of the external environment 

(Mangipudi et al., 2020). Leaders in the twenty-first century are required to understand their 

workforce and themselves in order to execute leadership roles effectively (Choo et al., 2022; 

Thwaite, 2022). 

 

The global pandemic of 2020 has made it clear that there is necessity of putting greater attention 

on creating leaders and followers who can lead in complexity (Uhl-Bien, 2021; Arena et al., 2018; 

Gerolamo et al., 2020). In this disruptive environment, leader’s abilities and skills, as well as their 

mental and emotional capacities, will be crucial. A leader with strong mental and emotional 

capacities will be more critical-thinking and able to take strategic action above the technological 

tool to emerge as a successful leader in this disruptive business environment. With the introduction 

of Industry 4.0 and the emergence of technologies like artificial intelligence, machine learning, 

blockchain, etc., the entire business environment as well as work settings are going through radical 

change (Mangipudi et al., 2020). 

 

Resilience is described as elasticity under pressure, or the capacity to change, adapt, and reinvent 

what an organization accomplishes. Thinking occurs by acting in a disruptive crisis, so being open 

to trying new ideas and spotting new chances is essential (Clegg et al., 2021; Brosi et al., 2018; 

Harvard, 2018; Barasa et al., 2018; Kniffin et al., 2022; Thwaite, 2022). According to research, 
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most adults spend the majority of their time „in the reactive“, especially when challenged, and as 

a result, traditional organizations are designed to operate on the reactive. Reactive mindsets, also 

known as socialized mindsets, are an outside-in way of experiencing the world based on reacting 

to circumstances and other people. Creative, or self-authoring, mindsets are an inside-out way of 

experiencing the world based on creating our reality by connecting with our actual selves, our 

inner passion and purpose (De Smet et al., 2018). In order to establish and lead agile organizations, 

leaders must make a personal transformation to operate mainly in the creative (De Smet et al., 

2018). This will provide the groundwork for leadership development, which will enable 

transformation leaders acquire, the competencies and attitudes required to be proactive and flexible 

in the face of change, as well as help establish and inspire an organization that will thrive in this 

new landscape (Harvard, 2018; Uhl-Bien, 2021). Initially, leaders must transform themselves to 

evolve new personal mindsets and behaviors, they need to transform their teams to perform in new 

ways and lastly, it is essential to develop the competencies needed to transform the organization 

by incorporating agility into the whole enterprise’s design and culture (De Smet et al., 2018; 

Tornjanski et al., 2021). 

1.2.2. Agile leadership  

As organizations develop future-fit teams prepared to deal with increasingly frequent change, 

there’s an emphasis on ensuring agility is a priority (Skillsoft, 2020; Brosi et al., 2018; Tornjanski 

et al., 2021). In academic literature, the concept of agility is defined as the overall ability to respond 

quickly to rapidly changing circumstances, as well as a set of specific tools and methods 

(Mangipudi et al., 2020). According to recent surveys, the adoption of learning agility is becoming 

more popular in the business world (De Meuse et al., 2021). It is defined as „the ability and 

willingness to learn from experience and then apply that learning to successfully perform under 

new or first-time conditions“ (Korn Ferry, 2017; Hudson, 2019; De Meuse et al., 2021). For those 

in leadership roles, the ability to quickly adjust and learn new things is crucial. Learning agility 

focuses on human behavior, high-level mental processing, and the ability to translate lessons 

learned in one situation and apply them quickly in another. It encompasses experimentation, risk-

taking, self-reflection, constant development, mindfulness, resilience, and cognitively integrating 

experiences acquired in one situation to different challenges in another. Individual and 

organizational behavioral changes necessitate courage, a great deal of effort, focus, discipline, and 

determination (De Meuse et al., 2021).  
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Individual learning agility is the capacity of an employee to learn and evolve as a leader – in 

official positions of supervision or informal responsibilities on a team. It turns into a fundamental 

component of talent management. Individual agility is a mindset and mindfulness (for example 

growth mindset, curiosity) as well as a set of skills (for example asking questions, taking 

acceptable risks), observing others, being resilient, experimenting with new ideas and activities, 

and evaluating what worked and what did not. Learning agile businesses are forming more and 

more high-performing teams that concentrate on market opportunities. These businesses also give 

those autonomous teams the freedom to act independently in order to complete their tasks quickly. 

However, agile organizations go further to ensure that independent teams are connected to other 

teams. The integration of autonomous teams into interconnected ecosystems institutionalizes 

agility. In a setting of hyperchange the terms defining this response are: transform, innovate, adapt, 

flex, change, reinvent, re-engineer, shift, pivot, renew and so forth. Learning agility assessment is 

frequently linked to the identification and development of high potential leaders (De Meuse et al., 

2021). 

Table 1. High professionals and high potentials characteristics and differences 

High professionals High potentials 
High performers High performers 
Dedicated learners Dedicated learners 
High in self-awareness and results 
orientation 

High in self-awareness and results 
orientation 

Seek depth Seek breadth 
Value certainty Embrace the unknown 
Refine existing solutions Create new solutions 
Seek status and recognition Seek exposure and new experiences 
Rely on knowledge and proven expertise 
(„We should ...“) 

Rely on intuition and willingless to 
experiment („What if we ...“) 

Clearly defined problems Ambiguously defined problems 
Sufficient facts Insufficient facts 
Best or right solution Many possible solutions 
Following established practices Devising own practices 
Answering questions Generating new questions 

Source: Hallenbeck et al. (2019); compiled by author 

 

An organization can develop leaders who are prepared for the future, capable of proactively seeing 

business possibilities, and fast to move when faced with unexpected difficulties by understanding 

how to recognize and promote learning agility. 
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1.2.3. Innovative leadership 

The capacity to adapt to the changing environment is essential for organizational survival, 

therefore innovation is priority (Arena et al., 2018; Tornjanski et al., 2021). Organizational 

innovation is the ability to produce and adopt new ideas or behaviours and is crucial to enhance 

productivity and improving company performance (Chen et al., 2018). One of the key factors 

influencing organizational innovation is leadership, which is also a key factor in determining the 

amount of support given to innovation within an organization. As one of the most significant 

predictors of innovation, various human variables such as personality and motivation, as well as 

contextual factors such as organizational environment and leadership style, drive innovation 

(Alblooshi et al., 2021; Chen et al., 2018). To achieve organizational innovation, leaders must be 

proficient in key organizational-related hard and soft skills, as well as actively listen to all members 

of the organization in order to manage conflicts and analyze data. Leaders should be able to 

constantly improve their decision quality by analyzing all alternatives, considering all sources of 

feedback, and promoting a learning culture. Leaders should concentrate on inspiring people, 

providing incentives for better performance, and ensuring that everyone is working toward the 

same goals (Alblooshi et al., 2021; Tornjanski et al., 2021; Todnem, 2021). 

 

Organizations are challenged in achieving innovation ambidexterity, which requires involvement 

in both exploratory or radical activities that aim to meet new market and customer needs and 

exploitative or incremental activities that address current customer needs and market conditions 

(Fu et al., 2018; Alblooshi et al., 2021; Asadullah et al., 2021; Love et al., 2018; Tornjanski et al., 

2021; Scheepers et al., 2019). For these reasons, organizations that manage innovation in the 

traditional manner will struggle to survive. Success, on the other hand, depends on a company’s 

ability to understand the new factors of the environment that, combined with business model 

innovation, will release initiative, imagination, and creativity (Akkaya et al., 2022) and innovation 

needed to survive (Tornjanski et al., 2021). Innovative leadership is described as the process of 

inventing radical changes to solve problems and therefore benefit people. Innovative leaders are 

characterised as visionary and having the ability to shape the future and communicate shared 

visions (Alblooshi et al., 2021; Tornjanski et al., 2021). 
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1.3. The need for new leadership knowledge and skills 

In an era of hyperchange, leaders regularly find themselves in new and first-time situations on a 

near-daily basis, and need to execute at the edge of their competence (De Meuse et al., 2021). 

Standard leadership approaches frequently fail in these challenging, complex situations, therefore 

in order to understand and deal such complex trends, leaders need to possess new kinds of 

knowledge and skills (Choo et al., 2022; Todnem, 2021; Clegg et al., 2021; Ngayo Fotso, 2021; 

Grant et al., 2018; Moldoveanu et al., 2019; Mengel, 2021; Harvard, 2018; Sulieman, 2021; 

Gerolamo et al., 2020). Now, the challenge is to help leaders continuously learn, grow, and adapt 

(De Meuse et al., 2021). 

 

The new era leaders needed knowledge and skills shape the company and prepare for new changes 

to face complexities of the business environment. According to Mangipudi et al., (2020) leaders 

are using traditional and conventional methods for learning new skills, and as a result, leaders are 

not fast enough to keep up with the new normal for business (Mangipudi et al., 2020). Leaders 

must learn to let go of a variety of old habits and skills that helped them succeed in the past. At 

the same time, they must embrace and develop new ones that are now required to perform 

effectively (De Meuse et al., 2021; Ngayo Fotso, 2021), that are genuinely matched to the demands 

of that environment (Sulieman, 2021). 

 

The need for organizations to develop this new kind of leader places more emphasis than ever on 

learning and development. Organizations must develop leaders who can not only drive rapidly 

necessary change, but also align employees with the business vision and strategy (Harvard, 2018; 

Alblooshi et al., 2021; Todnem, 2021). Great leaders create a clear connection between what 

employees are expected to perform and how the changes will affect them and the organization 

(Harvard 2018). While things are continuously changing, leaders need to be more capable of 

handling changes on their own and expressing stability and consistency to their employees (Brosi 

et al., 2018). 

 

Given the importance of global business development, it is becoming increasingly necessary for 

leaders in practically every local industry to possess crucial qualities like flexibility, mindfulness, 

openness, and readiness in order to achieve organizational success and build a sustainable 

competitive advantage (Sulieman, 2021). Future leaders will need to exhibit curiosity, agility, 

humility, and interest for learning unlike any generation before them. All of this requires courage, 
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intelligence, grace, authenticity, and self-awareness as they achieve the results and execute 

strategy at the same time. It necessitates emotional intelligence qualities such as openness, 

vulnerability, and collaboration. In other words, leaders must be deeply rooted in their own 

humanity (Korn Ferry, 2020; Tornjanski et al., 2021). The finest future leaders will possess vision, 

clarity, and agility, according to study by Mangipudi et al. (2020). Visionary leaders that have a 

clear vision of where they want their businesses to be will make business decisions to counteract 

the upheavel while keeping the organization’s vision in mind. Clarity of thought and understanding 

of the situation will overcome the ambiguity of the situation. Leaders who can quickly and clearly 

identify themselves with the situation will make stronger and more powerful business decisions. 

The ability to be agile should enable the leader to deal with uncertainty (Mangipudi et al., 2020; 

Tornjanski et al., 2021). 

 

According to research by De Haan et al. (2017) seven essential leadership skills were identified 

for the twenty-first century leader, including digital skills, information management, 

communication, teamwork, creativity, critical thinking, and problem-solving. Chow et al. (2017) 

adds additional seven competencies which include adaptability, agility, visioning, strategic 

thinking, change, corporate leadership, and generating funds (Ngayo Fotso, 2021; Tornjanski et 

al., 2021). Based on interviews with successful leaders of large corporations, startups, and non-

profit organizations academics Ashkenas et al. (2018) identified six leadership skills which 

according to their study are creating a vision for concentrating and challenging the team; 

translating the vision into a clear plan for what action to take and what not to do; communicating 

the vision to others; hiring, developing, and rewarding a strong team; concentrating on quantifiable 

outcomes; encouraging innovation and learning in order to maintain the team or company; and 

leading yourself. According to the scholars Gerolamo et al. (2020), the main points for developing 

proficiency in these leader skills are based on ongoing practice and real-world experience, rather 

than reading books or attending courses or seminars. 

1.4. Leadership development  

According to many large-scale industry studies, more than half of senior leaders believe their 

people development activities do not sufficiently build crucial skills and organizational 

capabilities. The problem is that traditional approaches to leadership development no longer match 

the demands of businesses or individuals. The research points out three reasons: 
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1) It’s frequently challenging to apply the acquired knowledge obtained in class to the real 

world; 

2) The benefits of investing in leadership development for organizations aren’t usually as 

considerable as the benefits for individual learners; 

3) The soft skills required by companies aren’t being developed by providers (Harvard, 2018; 

Moldoveanu et al., 2019; Renda et al., 2022). 

 

In today’s faster-paced agile world the most successful people are actively seeking ways to 

improve their current skills and acquire new ones, to keep up with developing technologies, and 

to build their own leadership skills (Skillsoft, 2020). The most effective leaders are acquiring 

knowledge using a method known as network intelligence. Given the opportunity to acquire 

knowledge through one-on-one dialogue, the effort is worthwhile. In such environment, 

individuals frequently share observations they may not share with a big group, online, or in writing. 

Because learning through conversation is driven by individual questions, the lessons are delivered 

at learners’ level. The goal is to ensure that people are in charge of their own careers, exploring 

what they want to do and making their own decisions, allowing individuals to take responsibility 

of their own development (Moldoveanu et al., 2019; Nedelko et al., 2020). Learning is a mindset, 

not just an action, an individual’s dedication to a lifelong journey of development and self-

improvement (Skillsoft, 2020). 

 

The adoption of learning has increased, as has the desire for smarter and faster learning (Skillsoft, 

2020). The needs of learners and how they prefer to learn is changing. Instead of participating one-

size-fits-all programs, people choose to take control of their own learning (Harvard, 2018; 

McCauley et al., 2021). Learning and development has considerable impact in major 

organizational change, which also prepares the basis for successful transformation. As businesses 

shift toward deploying smaller, more temporary teams to complete tasks, and as teams and 

responsibilities become more flexible, learning experiences must adapt (Harvard, 2018).  

 

Millennials expect considerable improvements to leadership development programs. Poor content, 

insufficient thinking and expertise from outside sources, and a failure to make a convincing return-

on-investment argument were identified as the most biggest barriers to learning and development 

program effectiveness in their businesses. Making learning experiences relevant and offering 

reliable content that learners are able to eccess from anywhere and on any device will be crucial, 

especially for millennials and the oncoming Generation Z. The transition from courses to resources 
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to experiences is priority now. Learning and development must shift away from complicated 

competence frameworks toward omni-present learning in the form of experiences, while giving 

employees with frictionless access to knowledge at any time and from any location (Harvard, 

2018). That is the reason why the emphasis is shifting from what to learn to how to learn (Skillsoft, 

2020). Learning and development should provide the external and internal expertise that 

millennials desire, select the best content and approaches from executive-level development 

programs, provide opportunities for cross-functional peer learning, and leverage learning 

technologies that millennials readily accept (such as gamification, simulation, social platforms, 

mobile, and video). Examples include launching a program in a new market or developing on-the-

fly leadership training for managers on the fast track to advancement (Harvard, 2018).  

 

An increasing number of online courses, social networks, and learning tools from both established 

providers and upstarts are supporting the change. Employees can learn new skills on the „personal 

learning cloud“ (PLC), which is adaptable and available right away. It resembles on-the-job 

training in the twenty-first century. The industry is trending away from prepackaged, one-size-fits-

all content and toward the PLC as learning becomes personalized, socialized, contextualized and 

adaptive with opportunity to offer secure, trackable, and auditable verification of enrollment and 

success (Moldoveanu et al., 2019). Organizations that use online learning resources can more 

quickly develop the capabilities necessary for change throughout their whole organization. E-

learning, virtual classrooms, and massive open online courses are some examples of these tools 

(MOOCs). Change ready and collaborative organizational culture with a learning mindset is key 

to successful transformation (Harvard, 2018; Tornjanski et al., 2021). 

1.5. Digital transformation 

At the twenty-first century, the world is seeing the 4th industrial revolution and the digital 

transformation of the business world, referred to as Industry 4.0 (Ghobakhloo, 2020). Artificial 

intelligence, enterprise architecture, autonomous robots, simulation, horizontal and vertical system 

integration, the industrial internet of things, cybersecurity, the cloud, additive manufacturing, 

augmented reality, and big data and analytics are among the new technologies introduced by 

Industry 4.0 (Akkaya & Tabak, 2022; Tornjanski et al., 2021; Gerolamo et al., 2020). Industry 4.0 

was already taking shape, but the global pandemic of 2020 has significant impact and sped up the 

process. Optimized computerization, digitalization, and artificial intelligence are being applied in 
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a variety of areas of life in general and particularly in business with never-seen-before speed and 

impact (Akkaya et al., 2022). Even for businesses and industries that were still years away from 

it, digital transformation accelerated due to the global pandemic practically overnight (Skillsoft, 

2020). As businesses require both physical and virtual structures that enable collaboration between 

machines, devices, and people as well as quick adaption along the value chain, Industry 4.0 has an 

impact on all business sectors. Digital technologies have an impact not just on information 

technology but also on how firms are run and the types of leadership styles used (Erkollar et al., 

2018). 

 

According to Bekkers et al. (2019), hierarchical types of leadership are less suitable in virtual work 

contexts. Traditional leadership is supported by mechanisms of social influence. Yet in virtual 

settings, this impact is mediated by computer technologies, which alter worker’s behaviors, 

emotions, thoughts, and performance (Liu et al., 2019; Abid et al., 2020; Bekkers et al., 2019). 

Industry 4.0 requires open leadership styles that foster a culture of learning and innovation with 

an emphasis on enhancing knowledge and creative problem-solving. While a unified definition of 

leadership 4.0 or leadership in the context of Industry 4.0 is still being developed, the synthesis of 

this issue according to many authors addressing leadership 4.0 features includes: responsive 

leadership, swarm leadership, learning and innovation leadership, open leadership, agile 

leadership, participative leadership, network leadership, trust leadership, digital leadership, and 

collaborative leadership (Gerolamo et al., 2020). 

 

Digital leadership is rapid, cross-hierarchical, team-oriented, and cooperative, with a strong 

innovation focus. In an Industry 4.0 environment personal skills, open mindsets, and the capacity 

to use new tools are essential (Gerolamo et al., 2020; Mangipudi  et al., 2020; Brosi et al., 2018; 

Bruni et al., 2019; Abid et al., 2020; Erkollar et al., 2018). Digital leadership requires new ways 

of thinking about business strategy, business model, IT function, enterprise platforms, mindset and 

skill set, and workplace. More than 90% of those surveyed regarding occupations in the digital 

age, including leaders and executives, underlined the necessity to upgrade skills at least once a 

year in order to function in the digital world (Gerolamo et al., 2020). 

 

Alongside technical and business capabilities, leaders need to have specific abilities for coaching, 

flexibility, career guidance, communicating, interpersonal relationships, and establishing cultural 

awareness (Flood, 2019; Tornjanski et al., 2021) to understand various cultures and their 

differences (Brosi et al., 2018; Abid et al., 2020). A virtual work setting provides opportunities to 
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connect and communicate with people from all over the world (Bruni et al., 2019, Abid et al., 

2020). Leading employees remotely is vastly different than in person (Flood, 2019). By scholars 

Liu et al. (2019) the following qualities are presented as the definition of digital leadership as the 

successful use and blending of electronic and traditional ways of communication: communication 

skills (communication clarity, avoidance of miscommunication, management of communication 

flow), social skills (leadership support), teamwork skills (encompassing team motivation, team 

accountability, and team member recognition), change management skill (covering change 

techniques), trustworthiness (sense of trust, honesty, consistency, follow-through, fairness, 

integrity, work-life balance, and support for diversity) and technological skills (correct use of 

relevant ICTs, blending traditional and virtual methods, technological knowledge, and 

technological security) (Liu et al., 2019; Bruni et al., 2019; Abid et al., 2020; Kim et al., 2020; 

Daniels et al., 2018; Kim et al., 2019). 

 

It is a digital leader’s competency to be aware of new technologies and technological developments 

(Kim et al., 2019; Bruni et al., 2019; Abid et al., 2020). Digital leaders are responsible not only 

for implementing computer technologies in their organizations, but also for raising knowledge 

about these technologies among their employees in order to make teleworking accessible and 

comfortable for everyone (Liu et al., 2019; Darics, 2020; Erkollar et al., 2018). According to Brosi 

et al. (2018), digital leaders should cultivate tolerance of ambiguity and use creativity while 

creating organizational structures and procedures to ensure that all members of virtual teams are 

pursuing a same goal (Bruni et al., 2019; Abid et al., 2020).  

1.6. The transition from Industry 4.0 to Industry 5.0 

However, due to the ever-increasing artificial intelligence capabilities, the need for human 

administration in the future might become obsolete. In a world of VUCA-RR (volatility, 

uncertainty, complexity, ambiguity, radicality and rapidity), artificial intelligence is becoming 

increasingly capable of making decisions. Many human tasks have been replaced by digital 

technologies in a business environment. An artificial intelligence-based algorithm, called „Leader 

Robot“, will be capable of making decisions in all divisions of a digital firm, including production, 

marketing, human resources, finance, and even management. Several research have been 

conducted on autonomous robots (Eiben et al., 2021), human-robot interaction (Cross et al., 2020), 

and robot decision making (Li et al., 2020; Akkaya & Tabak, 2022). Manager robots are likely to 
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be a key concept in future organizations. According to review Industry 5.0 is being defined 

differently than Industry 4.0 in terms of its objective. Industry 4.0 is considered to be more focused 

on automating and digitizing supply networks and value chains, whereas Industry 5.0 must be 

characterized in a wider framework of human, ecological, and societal factors (Lu et al., 2021). 

Consequently, it may be said that Industry 5.0 may be the period of successful and finished digital 

transformation that may require robot leaders. People could be willing to accept a robot as a leader, 

according to Ferrás (2019), and they might be able to follow directions from a robot. Due to the 

fact that digital automation will define the future of work, perhaps even paving the way for highly 

productive businesses run by robots (Akkaya & Tabak, 2022; Ferrás, 2019). 

 

The European Commission publicly called for the Fifth Industrial Revolution (Industry 5.0) in 

2021. Mindsets, skills, and competencies trained to understand complexity, think in systems, use 

complexity-friendly technologies and processes, design principles, experiential learning, action 

and reflection cycles, and iterations are all part of Industry 5.0. Curiosity, flexibility, empathy, and 

responsibility for interdependence and long-term results will need to become core qualifications 

and employment objectives (Lu et al., 2021; Renda et al., 2022; Nedelko et al., 2020; Uhl-Bien, 

2021). 

 

The humanistic perspective of Society 5.0 motivates creative business concepts and is primarly 

based on the three components of data, information, and knowledge, which are seen as the three 

elements that will shape society in the future (Deguchi et al., 2020; Hirai et al., 2020; Tornjanski 

et al., 2021). As a result, possibilities to develop, communicate, and generate new company ideas 

will increase (Ferreira et al., 2019). It is a society that will be formed by revolutions that will be 

driven by technological and scientific developments (Deguchi et al., 2020). Given the pace with 

which new technologies and business models affect entire industries, it is critical to plan for 

structural disruption on a regular and proactive basis. Corporations must adapt their perspectives 

and focus their actions on Industry 5.0 goals in order to establish a foundation for systemic 

transformation (Lu et al., 2021; Renda et al., 2022; Nedelko et al., 2020). 

 

The change from technology-driven progress to one that is wholly human- and society-centric 

places fundamental human needs and interests at the center of the manufacturing process. To 

respect planetary boundaries, the industry must become sustainable. It must establish circular 

methods for reusing, repurposing, and recycling natural resources, reducing waste and 

environmental impact, and ultimately leading to a circular economy with improved resource 
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efficiency and effectiveness. Resilience refers to the requirement to improve industrial 

production’s resilience, equipping it better against interruptions and ensuring it can provide and 

sustain key infrastructure in times of crisis. Future industries must be adaptable enough to quickly 

traverse geo- and political upheavals and natural disasters (Müller, 2020; Breque et al., 2021). 

 

According to the Society 5.0 definition, a sustainable future is „an innovative approach that 

embraces and encourages simultaneous development and growth of both, economies and societies 

by introducing a concept of deep integration of humans’ and smart machines’ cognitive and 

emotional intelligence and open innovation, thus by empowering collective intelligence for the 

long-term well-being and prosperity of different stakeholder groups in the ecosystem“ 

(Marinković et al., 2020; Tornjanski et al., 2021; Renda et al., 2022). New managerial skills and 

knowledge, as well as the development and adoption of novel leadership approaches, are required. 

Specifically, talent recognition and valuation as the most valuable asset, fusion skills, creativity, 

innovation management, ability to empower people, developed cognitive and emotional 

intelligence, leading by heart paradigm, development of soft-based skills, and empowerment 

throughout the entire organization (Daugherty et al., 2018; Tornjanski et al., 2021; Nedelko et al., 

2020; Thwaite, 2022). 

1.7. Global leadership  

Companies, both public and private, are required by society to have a social purpose (Korn Ferry, 

2020). Whether that means influencing geopolitical regulations and trade agreements, leading on 

carbon-neutral climate initiatives, or advocating for health benefits for frontline workers, leaders 

have a powerful voice, and they are increasingly using it to speak out for policies that benefit their 

stakeholders – including employees, customers, and shareholders. As a result, leaders are in charge 

of dynamic, diverse communities, not simply businesses. Whatever the industry, there is a growing 

understanding that corporate executives, and leaders in particular, are required to act as societal 

leaders. According to research by Korn Ferry (2020) future leaders are navigating seemingly 

insurmountable paradoxes and contradictions, balancing stakeholders needs, redefining 

competition and cooperation, and considering not only how to make their company successful but 

also how they can help architect a healthy ecosystem in which their business can thrive. This is a 

significant mindset shift for successful leadership (Hatami et al., 2020; James et al., 2021; Korn 

Ferry, 2020; Nedelko et al., 2020; Tornjanski et al., 2021). 
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Leading social transformation will take the change challenges and responses to a societal or even 

global level. The necessary changes are multi-issue, multi-level, multi-organizational, and cross-

sectoral in nature, and they may cross national borders (Nedelko et al., 2020; Berberg et al., 2021; 

Renda et al., 2022). It is predicted that by 2025 most publicly traded firms will have their 

headquarters in developing economies. As a result, leaders will be required to manage teams that 

are capable of crossing cultural and geographic boundaries (Harvard, 2018; Knoll et al., 2021). 

Companies predict that more than one third of their full-time, permanent personnel will work 

remotely during the next ten years (Flood, 2019). According to research, openness, resilience, and 

integrity are the three most important and reasonably consistent personality traits linked to global 

leadership. Resilience is necessary to remain persistent and emotionally stable in complex, 

ambiguous and diverse global business context that can lead to high stress levels. Integrity is linked 

to acting in a fair and respectful manner, being honest and reliable, and the requirement to uphold 

the highest ethical standards while working with all stakeholder groups (Knoll et al., 2021; Uhl-

Bien, 2021; Gerolamo et al., 2020). Learning orientation, motivation to lead, drive for results, 

change orientation, and customer orientation are the five key traits attributed to global leaders. 

Emotional stability and the ability to remain calm under pressure and in difficult situations as well 

as the capability to handle risks and to quickly recover from setbacks are considered as important 

factors in deciding who should become a future global leader (Knoll et al., 2021). The main 

competencies globally active companies are looking for in future global leaders are intercultural 

competence, interpersonal competence, leadership competence, cognitive complexity, learning 

competencies, and change competencies (Knoll et al., 2021; Gerolamo et al., 2020). 

 

It is important to be aware that effective leadership within international settings needs knowledge 

of oneself as a global citizen (Flood, 2019; Hains et al., 2023). Global citizenship has a significant 

impact in successful international leadership and can be defined as how one sees oneself fitting in 

to the world setting ona global scale. But being a global citizen entails more than being open-

minded (Flood, 2019) or learning a specific set of leadership skills (Hains et al., 2023). It involves 

changing one’s mindset to acknowledge that anything one does might have an effect on society at 

large (Flood, 2019). Leading requires then to be relational, visionary, political, and adaptable, 

embracing emergence, holism, dynamism, and boundary issues (Clegg et al., 2021; Berberg et al., 

2021; Tornjanski et al., 2021). The 2030 Agenda for Sustainable Development, which includes 

the Sustainable Development Goals, was adopted by more than 150 world leaders at the UN 

Sustainable Development Summit on September 25, 2015. The performance of any country in 

pursuing the SDGs will largely depend on its leadership. Therefore, strong leadership, a well-
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thought-out implementation strategy and unified efforts of governments, the business sector, 

society, and individual citizens are required to achieve the SDGs at national and international 

levels (IISD, 2018). 

 

In a research by Deloitte (2020) more than 23,000 senior leaders and high potentials were assessed 

from a variety of businesses over the years, researching the differences between how leaders 

operate in different industries and functional specialities. According to the research it was found 

that there was very little that distinguished one kind of leader from another. Actually, they were 

all doing the same fundamental tasks, but the way how they expressed those activities were 

interpreted into their contexts. Whether it’s captured in 30 competencies or 5, almost everyone has 

similar content at the core and the list of crucial leadership skills was relatively short. Shifting to 

a leadership capability model that is clear, more concise, and easier to understand than a traditional 

model can help businesses to focus on results rather than defining and aligning definitions that 

already exist. There is a need to define norms and expectations for all leaders, which according to 

the research by Deloitte are universal to all leaders, that is unified rather than fragmented 

development of leadership theory and practice moving forward (Deloitte, 2020; Todnem, 2021). 

A comprehensive, large-group, organizational, community, and global strategy is required 

(Todnem, 2021). A universal leadership capability model, on a more practical level, enables global 

organizations to unify the efforts of people on every continent in order to access a common set of 

skills while connecting to their local markets and communities. This new approach may also assist 

firms in adapting more rapidly as their operations, locations, capabilities, and technology develop 

(Deloitte, 2020).  

 

Deloitte eight-part capability model contains the following capabilities: 

1) Inspirational leadership – inspire others to take action; 

2) Execution – get teams to achieve results; 

3) Influence – persuade and influence in all directions; 

4) Collaboration – collaborate with others; 

5) Direction – set vision, direction, and a compelling course of action; 

6) Business judgment – make business decisions that drive positive bottom-line performance; 

7) Competitive edge – know their markets and innovate to stay ahead; 

8) Building talent – develop people for competitive advantage. 
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A universal leadership capability model empowers leaders with the knowledge they need to react 

rapidly for more immediate effect at a lower cost and to focus an the end user to improve 

capability-model understanding, impact, and resilience. A universal leadership paradigm 

emphasizes all of the diversity and uniqueness that leaders have at the same time also providing a 

shared knowledge of what works on a fundamental level for everyone (Deloitte, 2020). 

 

The findings from the literature review show that leadership is moving towards collective 

leadership enabling organizations to react more quickly to the changes. Considering the extent of 

changes in the society and in the world impacting business environment developing agility and 

innovation is important for organizational survival as well as human-centric approach and the 

ability to empower people in addition to cognitive and emotional intelligence to be able to make 

powerful decisions and to achieve triple-bottom-line objectives along with social responsibility. 
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2. METHODOLOGY 

The methodology part gives an overview of the research methodologies and approaches used in 

this master’s thesis. 

2.1. Research design 

In order to research how the Estonian leaders sense the changes in the business environment, how 

this has influenced leaders and their work related activities, including what kind of knowledge and 

skills are needed to remain successful and to be prepared to operate in an uncertain business 

environment, an online questionnaire survey was combined and conducted. To understand if the 

Estonian continuing education training market has followed and how well the trainings meet the 

needs of Estonian leaders today, a qualitative research was conducted based on the list of Top 

Estonian educators published in November 2022 by Äripäev (Äripäev, 2022). The combination of 

these research methods has provided valuable information from two perspectives, from one side 

what are the needs of today’s leaders and on the other side if these needs are supported by the 

continuous education training institutions. To create a deeper understanding of the situation on the 

training market and to conduct a qualitative study, the author became acquainted with the 

continuous education training market in Estonia and how it is coordinated, its legislation and 

governing association, including the development of the training market in general. 

 

Moreover, the research based on continuous education training market revealed the aspects for 

future research to develop new trainings that provide the new knowledge and skills needed in the 

changed world of work. 
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2.2. Sampling procedure and sample size 

2.2.1. Online questionnaire survey 

The online questionnaire survey approach used in this research was due to the aspects that online 

questionnaire ables to reach a wider group of respondents in order to make sufficient conclusions 

related to required trainings and the skills needed by leaders in order to successfully work in 

VUCA (volatile, uncertain, complex and ambiguous) business environment. The advantages of 

online questionnaire are that respondent can answer the questionnaire at a convenient time, 

respondent can take as much time as they need to response questions, respondent can complete 

survey in multiple sessions (Paudyal et al., 2017; Sagar et al., 2021). Additionally online 

questionnaire surveys enables question diversity (e.g. dichotomous questions, multiple-choice 

questions etc.) and collect an open-ended questions through a free text box (Paudyal et al., 2017). 

The questionnaire design and the survey questions are presented in Appendix 1.  

 

The online questionnaire survey was sent through Google Forms to general lists of 33 Estonian 

chambers and associations, whose members include entrepreneurs and companies and their leaders 

and shared via author’s personal contacts (Appendix 9). 

2.2.2. Continuous education institutions survey 

Data collected and published by Estonian business field newspaper „Äripäev“ was used as the 

basis for this analysis. Each year in November a list of Top educators is compiled for each previous 

year based on the following data: 

1) Sales revenue, profit before income tax and added value per employee in 2020 and 2021; 

2) Number of employees three or more in 2021, two or more in 2020; 

3) In order to get to the top of the field, the share of the corresponding field in the company’s 

turnover had to be at least 51% and the company had to have operated for two consecutive 

full financial years; 

4) The data of the companies with the largest turnover in the field based on last year’s 

financial results was retrieved from the Business Register; 

5) Companies whose financial results were available in the Business Register at the time of 

data collection were chosen to participate in the Top educators list (Äripäev, 2022). 

 

The Top educators list consists of 73 organizations (Appendix 3). In total 34 organizations were 

selected based on the description of the trainings to create a comparison table. 



30 
 

2.3. Methods and data collection 

2.3.1. Mixed methods analysis of online questionnaire survey 

The data for research analysis was collected from online questionnaire survey consisting of mixed 

methods approach – closed ended questions (quantitative) and open ended questions (qualitative). 

The input to form the questions originates from the findings of literature review: due to the changes 

in the past years that have disrupted the economy and companies forcing leaders to quickly adapt 

to changing circumstances and find new ways to solve complex situations, including acquiring 

new skills to stay successful. As learning is becoming more personalized, contextualized and 

practical, it is necessary to investigate what kind of learning methods leaders prefer. Also which 

trainings leaders considered crucial to participate during the past two to five years and what kind 

of skills/traits do leaders consider as their strenghts today and if these match the research results 

from literature review. 

 

The online questionnaire contained a section of respondents general information and affiliation, 

following the questions regarding the changes in the economy and adoption with them, skills 

needed in the changed world of work, preferred learning methods and questions related to the 

trainings leaders have completed in the last two to five years, including their main strenghts as a 

leader today. 

 

The first data collection period was during 13th until 20th of February 2023 and the second part 

only via author’s personal contacts during 7th until 17th of April 2023. Because of the modest 

response rate as a result from the first survey period (9 answers), the survey was repeated in April 

and only via personalized e-mails and contacts to increase the response rate. As a result from the 

first survey attempt, the author received feedback from associations with reference that they are 

unable to send such an appeal to their members and suggested to write directly to the 

companies/company leaders and ask them to answer the questionnaire. Other reasons mentioned 

were that security rules do not allow the desired cooperation within the organization and the 

association has agreed with the members that they will only forward information that is directly 

important to them and this study does not qualify for this. On the other hand one association agreed 

to share the questionnaire via their social media platform and made a post with reference to fill in 

the questionnaire among their members. Despite the fact that the questionnaire was shared by some 

of the associations and organizations, the downside of online questionnaire survey approach is that 

online surveys are completed only by those who are interested in the subject (Andrade, 2020). 
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Therefore the second attempt to share the questionnaire was based on snowball method and via 

author’s personal contacts, which received also a better result, 21 answers. The survey was 

conducted anonymously, and no other personal data was collected, besides e-mail address that 

could be added voluntarily by the respondent in case of to carry out an in-depth interview. The 

data has been stored by the author in Google Drive without any access of third parties. The personal 

e-mail addresses added by the respondents in case of in-depth interview have been removed to 

keep the respondents identity anonymous (Appendix 10). 

2.3.2. Qualitative analysis of continuous education institutions 

The method of this analysis is based on qualitative approach. Altogether 73 organizations were 

included in the research according tothe list of Top educators of 2021 by Äripäev (Äripäev, 2022). 

Every organization in the list was searched in Google (research was conducted in April 2023) and 

their webpage was researched according to services and trainings provided. Taken into account 

the findings from literature review and the research made by Deloitte (Deloitte, 2020) the eight-

part capability model was used to make the final selection among the institutions from the Top 

educators list. In total 34 organizations were selected to create a comparison table. The comparison 

table is based on the following criterias: organization name and name of the training(s) divided 

into groups based on Deloitte eight-part capability model, which are: inspirational leadership, 

execution, influence, collaboration, direction, business judgment, competitive edge and building 

talent (Appendix 4). The main aim for the use of this information was to research if the trainings 

offered by continuous education institutions meet the needs of leaders today compared to the 

results gained from online questionnaire survey and if the training market supports the 

development of leaders to cope with the changes in the business environment according to the 

literature review. The outcome of this research is described in the results and data analysis part of 

this thesis. 



32 
 

3. RESEARCH RESULTS AND DATA ANALYSIS 

This part of master’s thesis is composed of two parts. First part consists of an analysis based on 

trainings provided by training institutions for leaders and compared with Deloitte eight-part 

capability model from literature review (Appendix 4). Second part consists of research results from 

online questionnaire survey conducted among Estonian leaders and a mixed methods (quantitative 

and qualitative) analysis. 

3.1. Deloitte eight-part capability model comparison 

This part of master’s thesis paper explores private continuing education institutions in accordance 

with Äripäev’s Top educators of 2021 (Äripäev, 2022) and compares them to Deloitte’s eight-part 

capability model (Deloitte, 2020) as the most important capabilities for future leaders. Out of 73 

institutions 34 were selected for the purpose of this research that were featured in the Top educators 

list (Appendix 3). From the results it is shown that most of the trainings among continuing 

education institutions are offered related to collaboration (23 institutions) and the least related to 

inspirational leadership (4 institutions). 

3.1.1. Inspirational leadership 

According to academics McCauley et al. (2021) in more contemporary leadership research 

leadership is being described as „a collective phenomenon that is dispersed or shared among 

multiple individuals, possibly flexible, and produced through interaction.“ In research by Fairhurst 

et al. (2018) it is stated that in the case of shared leadership, businesses are seen to function better 

when more people are brought into leadership roles, especially those in today’s knowledge-based 

enterprises. There is more knowledge available for complicated work, and individual’s motivation 

and morale improve (Fairhurst et al., 2018). 

 

Inspiring others to take action is a capability of a leader who empowers others to take 

responsibility, motivates and encourages others to set ambitious goals and accomplish them 

consistently. The Estonian continuous education market overview and research points out the 
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following trainings (4 institutions) related to inspirational leadership: development of leaders 

resources, leadership empowerment, motivational communication, knowledge how to lead people, 

teams and yourself, including leadership psychology. 

3.1.2. Competitive edge 

The second least offered trainings are related to competitive edge (5 institutions) whos trainings 

include agile leadership techniques, techniques for tolerance of ambiguity and how to innovate to 

stay ahead. 

 

Several scholars are claiming that today’s business environment that is characterized by four 

different types of challenges volatility, uncertainty, complexity, and ambiguity (VUCA) call for 

innovative management techniques (Attar et al., 2020; Mangipudi et al., 2020; Hudson, 2019; 

Akkaya et al., 2022). VUCA climate requires organizations to embrace agility in their operations. 

Building agile capabilities and implementing frameworks that support agile leaders can help 

organizations overcome VUCA difficulties (Attar et al., 2020; Tornjanski et al., 2021). The 

capacity of managers and leaders to continuously produce value out of novel ideas will be the most 

crucial human survival skill in the VUCA future (Kosuri et al., 2017; Akkaya et al., 2022). It is 

critical to develop the competencies needed to transform the company by incorporating agility into 

the whole enterprise’s architecture and culture (De Smet et al., 2018; Tornjanski et al., 2021). 

Success, on the other hand, is dependent on a company’s capacity to recognize new elements of 

the environment, which, when combined with business model innovation, will release initiative, 

imagination, and creativity (Akkaya et al., 2022) and innovation needed to survive (Tornjanski et 

al., 2021). 

 

Trainings provided in this particular field are agile organization and team management, how to 

operate in the creative and to gain the state of flow, also design thinking approach to facilitate 

innovation projects and processes. 

3.1.3. Building talent 

Related to performance management, people development is considered to be a more crucial 

leadership role due to the increased competency standards that employees must meet in the digital 

era. Specifically, talent recognition and valuation is claimed the most valuable asset (Daugherty et 

al., 2018; Tornjanski et al., 2021; Nedelko et al., 2020; Thwaite, 2022).  
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According to the research 6 institutions are offering trainings for leaders to develop employee 

competitive edge, to empower employees to solve tasks on their own and meet the challenges to 

deal with more difficult work-life interactions as well as greater job expectations and competency 

standards. Motivating and effective development conversations with employees, developing 

effective teams, DISC training solutions, the importance and advantages of implementing the 

competency model and the certified scrummaster (CSM) training, fit for purpose, Kanban systems 

improvement are examples of trainings provided on the market. According to literature review 

making learning experiences relevant and offering reliable content that learners are able to access 

from anywhere and on any device will be crucial, especially for millennials and the oncoming 

Generation Z (Harvard, 2018). It is important for leaders to acknowledge that learning is becoming 

personalized and more contextualized when building talent (Moldoveanu et al., 2019). 

3.1.4. Influence 

According to the literature review the CEO role is changing and leaders are being called upon to 

act as societal leaders, devoted to generating value with and for a variety of different stakeholders 

(employees, investors, partners, communities), including influencing geopolitical regulations and 

trade agreements, leading on carbon-neutral climate initiatives, and advocating for health benefits 

for frontline workers. According to research by Korn Ferry (2020), navigating seemingly 

insurmountable paradoxes and contradictions, considering not only how to make their company 

successful but also how they can help architect a healthy ecosystem in which their business can 

thrive (Hatami et al., 2020; James et al., 2021; Korn Ferry, 2020; Nedelko et al., 2020; Tornjanski 

et al., 2021). 

 

From the Estonian continuing education training market review 8 institutions are supporting 

leaders with trainings related to developing influence, how to persuade, be assertive, use non-

monetary incentives and inclusive leadership. Though running a business on a global scale needs 

awareness of one’s mindset to acknowledge that anything one does might have an effect on society 

at large (Flood, 2019). CEOs need to be very grounded in their own humanity to shape the 

environment beyond the company, therefore very good business judgment skills are needed, 

including good cognitive and emotional intelligence to drive positive bottom-line performance 

(Knoll et al., 2021; Daugherty et al., 2018; Tornjanski et al., 2021; Nedelko et al., 2020; Thwaite, 

2022). 
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3.1.5. Direction 

Due to quick changes and the advent of new technologies, risk is always rising in the global 

business environment, and a company’s capacity to provide an accurate market prediction is 

declining (Fontana et al., 2017). It is difficult to discern the organization’s direction because of 

how quickly things are changing (Attar et al., 2020; Tornjanski et al., 2021). 

 

3 institutions out of 8 are providing trainings for change management, 2 institutions are focusing 

on strategic leadership and systematic thinking, how to set the course and action. 1 institution is 

providing for leaders a training as a journey (Camino de Santiago trip) to discover a leader’s 

resilience to set a vision and what is the goal where a leader wishes to get to and how to get there 

– choose the course. A company may be considered as a reflection of its top managers since a 

leader’s personal values also influence a broader organizational environment (Nedelko et al., 2020; 

Tornjanski et al., 2021). Ashkenas et al. (2018) identified six leadership skills based on interviews 

with successful leaders of large corporations, startups, and non-profit organizations, two of which 

include creating a vision for concentrating and challenging the team and translating the vision into 

a clear plan for what action to take and what not to do. Direction involves also good process 

management in addition to change management. According to the list of Top educators 1 

institution is offering a leadership development training on how to lead processes and leadership 

coaching to clarify the vision and direction with the industry professionals. 

3.1.6. Execution 

To effectively execute leaders must ensure team performance on a very good level. There are 9 

institutions offering a variety of different trainings to guarantee team effectiveness and good 

leadership skills to achieve it. As firms develop future.fit teams equipped to deal with increasingly 

frequent change, there’s an emphasis on ensuring agility is a priority (Skillsoft, 2020; Brosi et al., 

2018; Tornjanski et al., 2021). Leaders typically find themselves in novel and first-time scenarios 

on a daily basis in an age of hyperchange, and they are challenged to play at the edge of their 

competence. For those in leadership roles, the ability to quickly adjust and learn new things is 

crucial (De Meuse et al., 2021). Trainings like Large-Scale Scrum (LeSS), Team Kanban 

Practitioner, High Performance Team Coaching (ICF), also time management and personal 

effectiveness, principles of successful management, negotiation practicum, coping with stress and 

setbacks in a work situation are provided to enhance productivity and increase company 

performance. 
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There are several differences between managing employees in person and remotely (Flood, 2019). 

There are possibilities to connect and communicate with individuals from all over the world in a 

virtual setting (Bruni et al., 2019; Abid et al., 2020). Remote work and managing hybrid teams is 

provided by 1 institution in the Top educators list, though there is a need for hybrid work trainings 

also from this point of the perspective that by 2025, it’s predicted that most publicly traded firms 

will have their headquarters in developing economies. Executives will be required to manage 

teams that are capable of bridging cultural and geographic boundaries (Harvard, 2018; Knoll et 

al., 2021). 

3.1.7. Business judgment 

Due to the complexity, ambiguity, and diversity of a global business setting that might result in 

high stress levels, resilience is required in order to remain persistent and emotionally stable (Knoll 

et al., 2021; Uhl-Bien, 2021; Gerolamo et al., 2020). Future global leaders are expected to have 

the capacity to handle risks and rapidly recover from setbacks, and the ability to stay calm under 

pressure and in challenging situations (Knoll et al., 2021). Clarity of thought and understanding of 

the situation will overcome the ambiguity of the situation. Leaders who can quickly and clearly 

identify themselves with the situation will make stronger and more powerful business decisions 

(Mangipudi et al., 2020; Tornjanski et al., 2021). Goleman even claims that an individual’s 

emotional intelligence influences for two-thirds of their leadership performance (Deloitte, 2020). 

Those who are in control of their emotions are more likely to be able to make decisions quickly 

(Mangipudi et al., 2020) and they are better at problem-solving (Choo et al., 2022). A leader with 

strong mental and emotional capacities will be more critical-thinking and able to take strategic 

action above the technological tool to emerge as a success (Mangipudi et al., 2020). 

 

Trainings related to business judgment according to research are adoption of management 

decisions and oversight of execution, cognitive and emotional awareness, adopting important 

strategic decisions in crisis conditions, business plan and entrepreneurship training, including 

financial knowledge. Altogether 10 institutions are supporting leaders to gain knowledge on 

making business decisions and the main aspects affecting it. 

3.1.8. Collaboration 

The most of the trainings provided (23 institutions) on the market are related to collaboration. The 

leaders skills and knowledge how to lead a team, also how to resolve conflict situations, effective 
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communication skills, including online performance skills. Though most of the trainings are 

focused on developing leaders capabilities and collaboration in a team, but according to literature 

review collaboration seen on global level necessitates these skills being leveraged to all 

cooperation forms and realtionships. There is a lack of wider view at the moment how the skills 

obtained relate to relationships and cooperation internationally considering business environment 

future growth perspective. 

 

Additionally, businesses require both physical and virtual structures that enable collaboration 

between machines, devices, and people (Erkollar et al., 2018) considering collaborative ecosystem 

platforms (Gerolamo et al., 2020). Corporations must adapt their perspectives and focus their 

actions on Industry 5.0 goals in order to establish a foundation for systemic transformation (Lu et 

al., 2021; Renda et al., 2022; Nedelko et al., 2020). 

 

On a global scale each nation’s success in pursuing the SDGs will largely depend on its leadership. 

Governments, the corporate sector, society, and individual individuals must all work together to 

achieve the SDGs (IISD, 2018). In other words, leadership is basically collaborative in character 

and involves initiating, developing, determining, supporting, challenging, and carrying out actions 

as concurrent and interconnected parts (Todnem, 2021). To collaborate in a global work setting 

learning languages is a necessity. From the research of Estonian training market 11 institutions are 

providing language education supporting the needs for collaboration internationally. A 

collaborative, change-ready company culture that encourages a growth mindset is essential to any 

successful transition (Harvard, 2018; Tornjanski et al., 2021). 

 

Altogether the research results are showing that there are growth and development opportunities 

on the continuous education training market - at some level the knowledge and skills for today’s 

and future leaders are there, but there are also lots of opportunities still to discover. 

3.2. Online questionnaire survey results among Estonian leaders 

This part of the thesis is based on online questionnaire survey research results conducted among 

Estonian leaders by the author. The main aim of online questionnaire survey was to research how 

and to what extent Estonian leaders acknowledge the changes that have taken place in business 

environment worldwide in the past years and what kind of changes leaders have experienced in 
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their everyday work and activities due to these changes. Additionally, what kind of knowledge and 

skills are urgently needed to become a better leader and lead businesses more effectively in today’s 

uncertain and complex business environment, how leaders prefer to acquire these new skills, what 

they have considered important and crucial to learn during the last two to five years and what kind 

of skills they see as their strongest qualities as a leader today. The survey was conducted 

anonymously, with an option by respondent voluntarily to add e-mail address in case of in-depth 

interview. Research was conducted in two periods in February and April 2023. The sample was 

formed of various Estonian company’s leaders across different genders, age groups, education 

level, working experience, leaders position, company’s field of activity and number of 

subordinates. 

3.2.1. General data of the respondents  

The amount of the sample formed by the snowball method gave a total of 30 answers, of which 

there were 10 (33%) male respondents and 20 (67%) female respondents. The average age of the 

respondents was 52 years. To understand the scope of respondents educational level it can be 

concluded from the data that 12 (40%) respondents have master’s degree, 14 (46,7%) respondents 

have bachelor’s degree and 4 (13,3%) respondents have secondary education out of 30 responses. 

The education field of respondents in more detail is available in Appendix 2, Table 3. 

 

Overview of respondents position, number of subordinates and number of employees in the 

company can be found in Table 2. The company’s field of activity, according to the survey findings 

ranges from finance, commerce, consulting and trainings, education, environment and green 

economy, insurance, IT, production, publishing, retail business, security service and leisure 

business (tourism and restaurant management) to transportation, providing valuable feedback from 

various economic fields. Taken into account the changes in the economy based on the literature 

review (technological advancements, sustainability, environmental changes, etc.), the respondents 

company’s field of activity and their leaders feedback gathered through this survey will reflect and 

be significant in understanding the situation regarding their expectations and needs of knowledge 

and skills needed in today’s business environment. A more detailed description of the respondents 

field of activity is provided in Appendix 2, Table 4. 
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Table 2. General data of the respondents 

Gender n % 
Female 20 67  
Male 10 33 
Age n % 
... < 30 years 0 0 
31 - 40 years 3 10 
41 - 50 years 12 40 
51 - 60 years 10 33 
61 < ... years 5 17 
Working experience n % 
... < 1 year 0 0 
1 - 2 years 3 10 
3 - 4 years 3 10 
5 - 10 years 2 7 
11 < ... years 22 73 
Leaders position n % 
First level leader 2 7 
Middle level leader 10 33 
Top level leader 10 33 
Owner 5 17 
Other 3 10 
Number of subordinates n % 
... < 10 20 67 
11 - 25 3 10 
26 - 50 6 20 
51 - 250 1 3 
251 < ... 0  
Number of employees in the company n % 
... < 10 (micro company) 12 40 
... < 50 (small company) 4 13 
... < 250 (medium size company) 5 17 
250 or more 9 30 

Source: online survey; author’s calculation 

 

73,3% of the respondents have working experience 11 or more years, which shows that they are 

experienced leaders. A more detailed overview of respondents working experience is provided in 

Table 2, where working experience is divided into segments based on years worked.  

3.2.2. Changes leaders perceive as having the highest impact 

The changes leaders have experienced in the last five years are confirming the changes in society 

and in the world according to the findings in literature review. Leaders emphasize digitization as 

one of the biggest changes, including changes brought by the global pandemic (remote work, 
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adopting to new work arrangements, work structure etc.). Finding and retaining the right people 

in a competitive environment, employee motivation, communication and conflict management, 

also human-centric inclusive management has been a challenge for leaders. One leader states that 

people need support more than ever, at the same time, they are more individualistic and egoistic. 

Another leader argues that co-workers have become more insecure, do not dare to make decisions 

independently in their area of responsibility in their daily work, and need more and more support 

and guidance. Ability to adapt to a changing world, stakeholder needs, values, realtionships and 

expectations for leaders have been important topics to adjust with the unexpected changes 

(Appendix 5, Q9). 

 

Many leaders are pointing to economic challenges, for example currency printing and inflation has 

affected the business environment, also the aspect of overregulation was mentioned and 

sustainability area as the biggest impact of change. Updating of IT programs that simplifies work 

has become crucial and being data-based is the basis of everything. There has been changes also 

in advertising and marketing, for example one leader explains that changes in the rapid decrease 

in opportunities for direct marketing based on human contacts (meetings, trade fairs, open sales) 

has affected business. Due to price increase there’s more pressure on wages and shortage of 

qualified labour force. The decrease of self-made people (simple work, craftsmen). People prefer 

more project-based paid work, more different jobs are done and not to be fixed with one employer. 

„To get results, you have to put in a lot more effort and set goals. The market is so messed upthat 

today you can’t figure out what works and what doesn’t to get results.“ Big changes happen 

constantly and unexpectedly faster and faster, adaptability is important. Many changes and shorter 

plans are characterising the outcome brought by unexpected changes in the past five years and the 

global pandemic (Appendix 5, Q9). 

 

One top level leader describes the change as follows: „Each new generation affects the work 

environment and also the so-called old ones. Of course, there are also influences from corona, war, 

politics, etc. Flexibility and humanity are increasingly appreciated. A leader needs to be more 

empathetic and flexible than ever before, but that also creates certain threats (and opportunities). 

Equality, social responsibility, hybrid work, privacy have come into greater focus.“ Change in 

people’s awareness and in wider horizons, meaning that people are starting to put more emphasis 

seeing the big picture on a global scale (Appendix 5, Q9).  
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According to the socio-economic factors the biggest change leaders perceive is the development 

of technology. 83% of respondents are pointing out that technology has had significant or a very 

big impact to their work and activities as a leader. Environmental and socio-economic priority has 

also influenced, but in this case almost half of the leaders are saying that it has affected to some 

extent and same number of leaders are saying that it has affected them significantly. There are also 

5 leaders who have sensed a very big impact of this factor influencing their business and activities. 

The next factor that is related to geopolitical topics has divided leaders opinions, out of which 10 

leaders are saying that geopolitical topics have influenced them significantly, but 8 leaders are 

saying that it has influenced them to some extent and 6 leaders are saying that it has impacted them 

very little. Geopolitical topics are related to factors influenced by politics between countries or 

regions (for example the usage of natural resources of a country or region) including relations 

between countries (Figure 1; Appendix 2, Table 4). 

 

 

Figure 1. Socio-economic factors 
Source: online survey; author’s calculation 
 

In addition to the rapid development of technology, one of the next biggest influences that has 

been brought out by leaders are economic challenges. 15 respondents overwhelmingly mentioned 

the economic effects as a very big impact factor to their decisions and activities, following by 10 

leaders who agreed that it has impacted their work significantly. For example, a middle level leader 
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from financial intermediation company’s field of activity with employees 250 or more and with 

working experience 11 or more years is saying that economic challenges have impacted to some 

extent in their field. A top level leader from IT field with employees 250 or more and with working 

experience from 5 to 10 years is another example where the economic challenges have influenced 

to some extent, but not in a big way (Figure 1; Appendix 2, Table 4). 

 

From the findings of literature review stakeholders needs and interests are of increasing 

importance in the VUCA (volatile, uncertain, complex and ambiguous) business environment 

caused by a complex economic environment and by the global pandemic. 80% of the respondents 

agree with this and are confirming that this has been an important factor affecting their work. There 

were 2 respondents who said that stakeholders needs and interests has affected them very little. 

One respondent is a top level leader from IT field, who answered that the most significant factors 

affecting the field of his business have been the development of technology and geopolitical topics. 

The second respondent was a company owner from tourism field, who answered that his business 

has been affected to some extent by technology and factors of environmental and socio-economic 

priority, other factors have influenced very little his business (Figure 1; Appendix 2, Table 4). 

 

The last factor researched was the impact of globalization. The majority 43% of respondents are 

saying that globalization has influenced their work and activities to some extent. 6 leaders have 

answered that it has affected them very little, companies from publishing, financial intermediation, 

trainings, education, IT and tourism. On the other hand companies from security service, retail, 

green economy, consultation, marketing and couching have sensed the globalization significantly. 

Respondents working in a field of transportation, storage, commerce, environment and education 

have evaluated that globalization has had a very big impact to their work and businesses (Figure 

1; Appendix 2, Table 4). 

3.2.3. Knowledge and skills needed to become a better leader 

The most crucial skills and knowledge needed by leaders today according to the answers by online 

survey respondents are IT competencies, change management, self-management, collaboration, 

communication and strategic thinking to be able to see the big picture. Due to the development of 

technology and influence by the global pandemic also remote work, how to motivate employees 

and team management skills. Leaders also emphatize that more knowledge and skills are needed 

related to sustainability, green economy, environment, climate and social responsibility. 

Additionally, how to prioritize, keep clarity and focus, how to innovate and stay creative. In the 
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changing circumstances marketing is very important for a company’s success, one leader points 

out skills needed related to marketing and the role of a leader in it. Also legislation and data 

protection topics are gaining more importance, leaders emphatize the necessity of knowledge and 

skills related to that. Lack of international business experience and the need to develop language 

skills are also brought out as important features to develop to become a better leader (Table 5). 

Table 5. Knowledge and skills needed by leaders today 

Knowledge and skills 
needed 

Description 

IT competencies Technical skills to conduct meetings and trainings via video, new 
IT trends (AI possibilities, automation). Related to rapid 
development of technology – know new possibilities. 

Team management 1. Teamwork and teamwork skills 
2. Team management as remote work, how to create an inspiring 
work environment, better remote work management skills, 
organization of remote work. 

Motivation Planning and implementation of employee development needs, 
mentoring in the workplace, people’s motivation, implementation 
of new performance metrics, supporting people (empowerment), 
engagement and coaching skills. 

Collaboration Managing human relations and cooperation, diplomacy, empathy, 
psychology, to be tolerant of everything and everyone, 
recruitment skills, collaboration skills. 

International business 
and relations 

International business experience, English language skills. 

Sustainability Climate, social responsibility, the environment, the ability to 
maintain and cooperate with the surrounding nature, transition to 
circular economy, green economy. 

Communication Cultivating communication, conflict management, negotiation 
skills, better listener, better communicator. 

Time management Delegation skills, time management. 
Legislation Data protection among employees, knowledge of legislation, law. 
Marketing Marketing as the basis for the success of the entire company and 

the role of the leader in it. 
Innovation, creativity The ability and need to be constantly innovative, not stuck in old 

patterns. 
Self-management skills The ability to manage emotions, self-management skills, self-

control, consideration of mental health issues, mental wellbeing, 
getting to know one’s potential and one’s talents, focus, ability to 
motivate and maintain oneself. 

Direction Prioritization of activities, keep a clear vision and follow it, 
maintaining focus. 

Change management Implementing change, adaptability, flexibility, fast management, 
a strong ability to tolerate chaos is required. 
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Strategic thinking The ability to predict across fields and see the Big Picture, 
understanding of modern times, analytical skills, economies, 
impact assessment. 

Source: online survey (Appendix 6, Q11); compiled by author 

 

To compare the findings related to skills needed in the changed world of work from literature 

review and the results from the online survey it can be concluded that all the skills listed (Figure 

2) are evaluated by Estonian leaders as important or very important. This means that Estonian 

leaders sense the importance of the same skills that are held important in the uncertain and complex 

business environment everywhere in the world. 

 

 

Figure 2. Importance of leadership skills/attributes 
Source: online survey; author’s calculation 
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continuous education market according to the research made among Estonian Top educators by 

the author (Äripäev, 2022) (Appendix 4). 

3.2.4. Training frequency, subject and preferred training methods 

On average the respondents have completed 1 to 3 continuing education trainings during the last 

two to five years (Figure 3). Though 6 respondents out of 30 have participated 10 or more trainings 

during this period. These results are quite similar to the findings in the literature review, where it 

is stated that more than 90% of those surveyed regarding occupations in the digital age, including 

leaders and executives, underlined the necessity to upgrade skills at least once a year in order to 

function in the digital world (Gerolamo et al., 2020).  

 

 

Figure 3. Trainings completed in the last two to five years 
Source: online survey; author’s calculation  
 

To understand what kind of knowledge and skills leaders have considered important to learn in the 

last two to five years the survey results show two main groups which are developing leadership 

skills and self-management skills. People management, negotiation skills, IT skills and knowledge 

related to sustainability are also according to the research results of significant importance. For 

example a top level leader from security service field with subordinates from 26 to 50 from more 

than 250 employees company has participated trainings related to development of leadership skills. 

Another top level leader from restaurant management field with subordinates from 26 to 50 from 

less than 250 employees has participated in trainings related to coaching, presence or mindfulness 
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in leadership, using the Zoom environment for meetings and trainings and team management in 

changed circumstances. A top level leader and owner of the company from insurance/transport 

field has participated in 8 different trainings during the last two to five years (negotiation, 

strengths-based leadership, people management, motivation, development, targeted leadership, 

project management and marketing, sales, service). From retail trade field a middle level leader 

with 51 to 250 employees has participated in leadership and teamwork related trainings. A 

respondent working as a top level leader from IT field explains: „There have been several trainings 

of all sizes, focusing on management, cooperation, time management, technology and work tools, 

and so on. Every year, I attend roughly 2-3 large trainings.“ Another respondent working as a 

management employee from production field answers: „At least ten completely wall-to-wall, field-

related trainings, as well as IT, data protection, environmental sustainability, and internal 

management“ (Table 6). 

Table 6. Summary of trainings leaders have participated 

Training category Training subject 
Leadership Development of leadership skills, strengths-based leadership, 

targeted leadership, project management, leadership training, 
change management, time planning. 

Self-management Managing emotions, developing practical awareness, inspiration 
and intuition, use of awareness, presence or mindfulness in 
leadership, the power of the word in the field of mental health, 
covision. 

Sales Export trade rules for sales transactions, service. 
Marketing Marketing, social media. 
Coaching Coaching, mentor training. 
Negotiation Cooperation and negotiation skills, leader’s purchasing skills and 

negotiation. 
People management People management, motivation, development, human relations. 
Collaboration Cooperation, teamwork, team management in changed 

circumstances, language skills. 
IT skills Using the Zoom environment for meetings and trainings, IT skills, 

technology and work tools, data protection. 
Professional training 
related to the field 

Professional training related to company field, numerous in-house 
trainings for products, field-related trainings, management of 
vocational education, teaching through stories, category 
management (retail context), credit management, first aid training. 

Sustainability Environment-sustainability, quality and environmental 
management, renewable energy, natural engineering. 

Source: online survey (Appendix 7, Q14); compiled by author 
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The results from the online survey are somewhat related to the findings from the continuous 

education training institutions, giving a tip towards trainings that are increasingly needed to stay 

competitive taken into account the trends in leadership development. For example trainings that 

are least provided like skills to develop inspirational leadership and competitive edge to innovate 

and stay ahead (Appendix 4).  

 

The training methods Estonian leaders have considered as the most effective for acquiring new 

knowledge are (Figure 4): 

 

Figure 4. Training methods leaders consider to be the most effective for acquiring new skills and 
knowledge 
Source: online survey; author’s calculation 
 

Out of these training methods the top 5 preferred training methods for acquiring new knowledge 

and skills are: 

1) On-the-fly leadership program; 

2) Coaching; 

3) Group courses; 

4) Self reading; 

5) A program developed internally in the company; 
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The leaders preferences for different learning methods partially match with the results from 

literature review. For example group courses that are listed by Estonian leaders on third place are 

not popular anymore among leaders according to the literature review, because it’s frequently 

challenging to apply the acquired knowledge obtained in class to the real world (Harvard, 2018; 

Moldoveanu et al., 2019; Renda et al., 2022) and they are referred to as one-size-fits-all trainings 

that don’t match the needs of learners the same way as personalized approach (Harvard, 2018; 

McCauley et al., 2021). Though there are also opportunities to combine theoretical part with 

practical work and practice during group trainings to create a personal connection with the learner 

and considering the learners needs. In conclusion it can be said that the efficacy of group trainings 

depends which training methods are used and how well the theoretical part is combined with 

practical assignments to achieve the best possible result for the learner. 

 

On the other hand on-the-fly leadership program listed as first preference to obtain new skills and 

coaching listed as the second choise match precisely with the findings in the literature review, 

including how the learning methods transform towards being more personalized, socialized, 

contextualized and adaptive (Moldoveanu et al., 2019). According to the literature review and 

research the goal is to ensure that people are in charge of their own careers, exploring what they 

want to do and making their own decisions, allowing individuals to take responsibility of their own 

development (Moldoveanu et al., 2019; Nedelko et al., 2020). 

3.2.5. Skills/traits leaders consider as their strenghts 

One of the main aims of this master’s thesis was to research what kind of new leadership 

knowledge and skills Estonian leaders need to which online survey has provided answers and 

insights. On the other hand it is also important to know what kind of skills/traits leaders consider 

as their strenghts today. The answers provided by leaders include a variety of different skills, but 

the most mentioned skills by leaders were the following: communication skills, listening skills, 

cooperation skills, engagement skills, empathy, resilience, presence and awareness, creativity, the 

ability to see the big picture, rationality, quick adaptability etc. More detailed overview of the 

skills mentioned by leaders is provided in Appendix 2, Table 7. 

 

To conclude from this compared to the new knowledge and skills needed and the skills/traits 

leaders consider as their strenghts it can be said, that some leaders already possess the important 

skills needed in the changed world of work. According to survey results communication skills are 
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brought out as a strength by 10 leaders, which is 1/3 of the leaders who participated the survey. 

Resilience as an important skill in crisis management and in global leadership that has been 

mentioned by 5 leaders out of 30. Agility as a strength was brought out by 1 leader from production 

field working as a management employee. IT competencies was mentioned as a strength by a 

middle level leader working in retail business, another leader from material industry working in a 

company with 250 or more employees has described his strenghts as follows: „Empathy, seeing 

new directions, seeing and recognizing contacts and connections.“ Finally a top level leader from 

IT field with 11 to 25 subordinates describes her strenghts with the following words: „Resilience, 

creativity, individualization, courage, innovation.“ 

 

Given the magnitude of global changes in the business environment the importance of acquiring 

new skills and to have a learning mindset is crucial. It is said that great leaders are great learners, 

therefore having a learning mindset is not just an action but an individual’s dedication to a lifelong 

journey of development and self-improvement. 

3.3. Discussion and research results 

3.3.1. Research results from continuous education training market 

From the research results it can be concluded that the new knowledge and skills needed in the 

changed world of work is partly covered by continuous education institutions in Estonia. The 

comparison between Deloitte eight-part capability model and the training market research point 

out that some of the capabilities are more or less covered and on the other hand some capabilities 

are lacking with the concrete training to fully cover the needs to obtain the skills. 

 

The capability inspirational leadership is covered according to the Top educators list (Äripäev, 

2022) only by 4 institutions and it is not fully proven that the trainings provided enable leaders to 

develop inspirational leadership qualities by the introduction and name of the training. There is 

also a question regarding the training method and how well leaders can take into use of the 

knowledge obtained to drive successful results and inspire others to take action. 

 

Execution has more corresponding trainings provided by 9 institutions including a variety of 

techniques to develop leadership skills that enables a leader to get teams to achieve results. These 
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trainings provide specific knowledge like high performance team coaching, leading people through 

coaching, large-scale scrum training, delegation etc.  

 

The next capability, influence, which enables a leader to persuade and influence in all directions 

is rather well covered including public performance, immaterial motivation tools, personal brand 

and its marketing, trainings to communicate with public media, how to create clear messages, 

assertiveness and influencing others. These skills are needed by leaders in local markets but on a 

global scale aswell, taken into account the fact from literature review that leader’s are expected to 

lead not only companies but also communities and have a societal purpose satisfying the needs of 

all stakeholders groups. 

 

The widest selection of trainings provided on the market are related to the capability 

communication. This means obtaining the skills to collaborate with others inside the company and 

outside the company with cooperation partners, competitors, government etc. These trainings 

include skills to obtain communication effectiveness, how to resolve conflicts, teamwork skills, 

technical skills for teamwork (Zoom etc.), group management training, language courses and how 

to lead a team. Collaboration skills were brought out as one of the strongest strenghts of leaders 

from online survey questionnaire. 

 

Skills related to the capability direction is offered by 8 institutions and focusing on change 

management, strategic leadership and systematic thinking. One institution is providing a on-the-

fly leadership training program as a journey (Camino de Santiago trip) to discover a leaders 

resilience to set a vision and what is the goal where a leader wishes to get toand how to get there 

– choose a course. Additionally trainings like executive coaching, innovation and changes in the 

organization support the needs of leaders to set vision, direction and a compelling course of action. 

 

Future global leaders are expected to have the capacity to handle risks and rapidly recover from 

setbacks, and the ability to stay calm under pressure and in challenging situations (Knoll et al., 

2021). Clarity of thought and understanding of the situation will overcome the ambiguity of the 

situation. Leaders who can quickly and clearly identify themselves with the situation will make 

stronger and more powerful business decisions (Mangipudi et al., 2020; Tornjanski et al., 2021). 

A leader with strong mental and emotional capacities will be more critical-thinking and able to 

take strategic action above the technological tool to emerge as a success (Mangipudi et al., 2020). 

Altogether 10 institutions are supporting leaders to gain knowledge on making business decisions 
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and the main aspects affecting it. Trainings related to business judgment according to research 

contain adoption of management decisions and oversight of execution, cognitive and emotional 

awareness, adopting important strategic decisions in crisis conditions, business plan and 

entrepreneurship training, including financial knowledge. 

 

Competitive edge is the second least supported capability according to the continuous education 

training market research. There are 5 institutions providing trainings to develop creativity, design 

thinking, agile leadership and team management, the ability to use inspiration and the flow state 

to quickly adapt to changing circumstances. According to literature review it is one of the most 

important skill of a leader how to innovate and stay ahead. Compared to the research results some 

of the Estonian leaders possess these skills, but to align towards Industry 5.0 objectives this skill 

is a necessity of many leaders to stay competitive in the future. 

 

Lastly the capability building talent was researched with the trainings offered on the training 

market meaning developing people for competitive advantage. Related to performance 

management, people development is considered to be a more crucial leadership role due to the 

increased competency standards that employees must meet in the digital era. According to the 

research 6 institutions are offering trainings for leaders to develop employee competitive edge, to 

empower employees to solve tasks on thie own and meet the challenges to deal with more difficult 

work-life interactions as well as greater job expectations and competency standards. Motivating 

and effective development conversations with employees, developing effective teams, DISC 

training solutions, the importance and advantages of implementing the competency model and the 

certified scrummaster (CSM) training, fit for purpose, Kanban systems improvement are some of 

the examples of trainings provided on the market. 

 

Altogether it can be concluded that some of the capabilities out of Deloitte eight-part capability 

model compared to the trainings provided are lacking the sufficient trainings on the market for 

leaders to develop their knowledge and skills.  

3.3.2. Research results from online survey 

The online survey conducted among Estonian leaders was limited to 30 respondents, but had a 

comprehensive selection of leaders from different fields of activity and position in the companies. 

The changes leaders have experienced in the last five years compared to the changes in the society 

and in the world described in the literature review were confirmed by Estonian leaders. Leaders 
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emphasize digitalization as one of the biggest changes, including changes brought by the global 

pandemic (remote work, adopting to new work arrangements, work structure etc.). Finding and 

retaining the right people in a competitive environment, employee motivation, communication and 

conflict management, also human-centric inclusive management has been a challenge for leaders. 

Many leaders are pointing to economic challenges, for example currency printing and inflation has 

affected the business environment, also the aspect of overregulation was mentioned and 

sustainability area as the biggest impact of change. According to the socio-economic factors the 

biggest change leaders perceive is the development of technology. 83% of respondents are pointing 

out that technology has had significant or a very big impact to their work and activities as a leader.  

 

From the findings of literature review stakeholders needs and interests are of increasing 

importance in the VUCA (volatile, uncertain, complex and ambiguous) business environment 

caused by a complex economic environment and by the global pandemic. 80% of the online survey 

respondents agree with this and are confirming that this has been an important factor affecting 

their work among other factors like environmental and socio-economic priority, geopolitical 

topics, economic challenges and globalization (Figure 1). 

 

The most crucial skills and knowledge needed by leaders today according to the answers by online 

survey respondents are IT competencies, change management, self-management, collaboration, 

communication and strategic thinking  to be able to see the big picture. Due to the development of 

technology and influence by the global pandemic also remote work, how to motivate employees 

and team management skills. Leaders also emphatize that more knowledge and skills are needed 

related to sustainability, green economy, environment, climate and social responsibility (Table 5). 

The comparison between Estonian continuous education training market and online survey results 

by Estonian leaders show that the training market is providing to some extent the needed 

knowledge, but the selection could be bigger and some skills needed are provided partially and 

only by few institutions (for example skills needed for inspirational leadership and competitive 

edge, also IT related skills and sustainability realted knowledge). 

 

The top trainings leaders have participated and considered important to acquire new knowledge 

and skills in are leadership and self-management. People management, negotiation skills, IT skills 

and knowledge related to sustainability have been also according to the research results of 

significant importance (Table 6). On average the respondents have completed 1 to 3 continuing 

education trainings during the last two to five years (Figure 3). According to the research results 
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the top 3 learning methods preferred by leaders are on-the-fly training programs, coaching and 

group courses, referring that the learning methods are changing and becoming more personalized 

and trainings need to be combined with practical work and corresponding situations to apply the 

obtained theoretical skills. A variety of different skills were brought out by leaders which they 

consider as their strenghts, but the most mentioned skills were communication skills, listening 

skills, collaboration skills, engagement skills, empathy, resilience, presence and awareness, 

creativity, the ability to see the big picture, rationality, quick adaptability (Appendix 2, Table 7).  

 

To summarize the results from both researches the following connections between the changes in 

society and in the world connected to Deloitte eight-part capability model and the need for new 

knowledge and skills among Estonian leaders are presented in Figure 5:  

 

 

Figure 5. Research results 
Source: online survey; training market survey; author’s adoption 
 

The changes in the society and in the world – digitization, volatility, uncertainty, complexity, 

ambiguity, human centric society and sustainability are connected to the capability competitive 

edge as well as the need for new knowledge and skills by leaders related to IT competencies, 

sustainability, innovation, creativity. The second most needed knowledge and skills are change 

management and strategic thinking to see the big picture connected to the capability direction, 

which is influenced by volatility and globalization. According to the study by Mangipudi et al., 

(2020) the finest future leaders will possess vision, clarity and agility, which are according to the 

Deloitte eight-part capability model competitive edge and direction (set vision, direction, and a 

compelling course of action). 
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3.4. Limitations and ethical considerations 

The limitation of this research is the modest proportion of responders through various connections. 

As the online survey was conducted in two parts, firstly during the period 13th until 20th of 

February 2023 through the general lists and additionally personal contacts, which brought 

altogether 9 answers (30% proportionally) and secondly during the period 7th until 17th of April 

2023 only via author’s personal contacts, which brought altogether 21 answers (70%). Therefore 

the conclusions are made based on the 30 answers gained from online survey to create an 

understanding the main changes influencing leadership today in Estonia and the knowledge and 

skills leaders need to be prepared to lead businesses successfully in the VUCA (volatile, uncertain, 

complex and ambiguous) business environment. The online survey was anonymous, no other 

personal data was collected, besides e-mail address that could be added voluntarily by the 

respondent in case of to carry out an in-depth interview. 

 

As the research conducted among Estonian continuous education training institutions analysis is 

based on the data provided by the leading business field newspaper Äripäev Top educators list 

(Äripäev, 2022) and the list was composed on concrete criterias it is possible that some institutions 

active in the field are not included in this research. 
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CONCLUSION 

Due to the changes in the society and in the world in the last five years leaders and organizations 

have been placed into uncertain and complex business environment, where resilience, agility, the 

ability to adapt quickly and the capability to predict trends have become essential. The global 

pandemic has made it clear that there is a need to develop leaders who can lead in complexity. It 

is expected that crisis will be more prevalent and leaders are expected to show strong 

organizational skills among congitive and emotional intelligence to understand and support their 

employees to lead the necessary change effectively. The transition from Industry 4.0 towards 

Industry 5.0 is forcing leaders and organizations to focus on human-centric approach as well as 

systemic transformation. There is an increasing need to innovate to stay ahead, be creative, open-

minded and flexible. As things are constantly changing leaders need to understand themselves and 

the factors affecting their decisions, focusing on the values and mindsets that leaders possess. 

Becoming a better leader is related to the „transformation“ process of a leader referring to the inner 

world of the leader, how leaders perceive and think about their world. As leaders drive the vision 

and purpose of organizations the entire organizations will reflect a leader’s personality and they 

way they work. Leaders need to possess qualities to inspire employees ensuring that everyone is 

working towards the same goal and align employees with the business vision and strategy. In order 

to deal with such complex trends in the business environment the ability to quickly adapt and learn 

new things is crucial. This places more emphasis on learning and development to obtain new 

knowledge and skills shaping the organizations and preparing for new changes to face unexpected 

situations in the business environment that is deeply impacted by VUCA (volatility, uncertainty, 

complexity and ambiguity). Leaders and organizations who can turn volatility into vision, 

uncertainty into perception, complexity into solution, and ambiguity into agility will be able to 

turn the threat of disruption into opportunity.  

 

In an era of hyperchange leaders find themselves in a new and first-time situations on a daily basis, 

the skills needed before to predict and control have become obsolete and there is a need for new 

leadership knowledge and skills for the long-term success of organizations and to build a 

sustainable competitive advantage. According to the aim of this master’s thesis the author has set 

the following research questions: 
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1) What kind of leadership knowledge and skills is needed in the changed world of work? 

2) How the perceived changes in society and in economics are connected to the needed new 

knowledge and skills? 

3) How well does the continuing education training market meet the needs of today’s leaders 

for new knowledge and skills? 

 

At first the author researched different leadership styles and characteristics identifying the most 

commonly used leadership styles in the past years and during complex and challenging work 

settings. Based on the findings from literature review describing the challenges facing leaders and 

organizations, new knowledge and skills needed, including the influence of digitization and 

transition towards Industry 5.0 society the author compiled an online survey questionnaire. The 

aim of the research was to find out how the Estonian leaders sense the changes in the business 

environment, how this has influenced leaders and their work related activities, including what kind 

of knowledge and skills are needed to remain successful and to be prepared to operate in an 

uncertain business environment. As learning is becoming more personalized, contextualized and 

practical, the author researched what kind of learning methods leaders prefer, also which trainings 

leaders considered crucial to participate during the past two to five years and what kind of 

skills/traits do leaders consider as their strenghts today and if these match the research results from 

literature review. The online questionnaire survey was sent through Google Forms to general lists 

of 33 Estonian chambers and associations, whose members include entrepreneurs and companies 

and their leaders and shared via author’s personal contacts. Research was conducted in two periods 

in February and April 2023 

 

The changes leader’s have experienced in the last five years are confirming the changes in the 

society and in the world according to the findings in literature review. Leader’s emphasize 

digitization as one of the biggest changes, including changes brought by the global pandemic 

(remote work, adopting to new work arrangements, work structure etc.). Finding and retaining the 

right people in a competitive environment, employee motivation, communication and conflict 

management, also human-centric inclusive management has been a challenge for leaders. Ability 

to adapt to a changing world, stakeholder needs, values, realtionships and expectations for leaders 

have been important topics to adjust with the unexpected changes. Many leaders are pointing to 

economic challenges, for example currency printing and inflation has affected the business 

environment, also the aspect of overregulation was mentioned and sustainability area as the biggest 

impact of change. Updating of IT programs that simplifies work has become crucial and being 
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data-based is the basis of everything. People prefer more project-based paid work, more different 

jobs are done and not to be fixed with one employer. A leader needs to be more empathetic and 

flexible than ever before, but that also creates certain threats (and opportunities). Equality, social 

responsibility, hybrid work, privacy have come into greater focus. Flexibility and humanity are 

increasingly appreciated. 

 

83% of respondents are pointing out that technology has had significant or a very big impact to 

their work and activities as a leader. 80% of the respondents agree that stakeholders needs and 

interests are of increasing importance and are confirming that this has been an important factor 

affecting their work. The most crucial skills and knowledge needed by leaders today according to 

the answers by online survey respondents are IT competencies, change management, self-

management, collaboration, communication and strategic thinking to be able to see the big picture. 

Due to the development of technology and influence by the global pandemic also remote work, 

how to motivate employees and team management skills. Leaders also emphatize that more 

knowledge and skills are needed related to sustainability, green economy, environment, climate 

and social responsibility. Additionally, how to prioritize, keep clarity and focus, how to innovate 

and stay creative.  

 

To understand what kind of knowledge and skills leaders have considered important to learn in the 

last two to five years the survey results show two main groups which are developing leadership 

skills and self-management skills. People management, negotiation skills, IT skills and knowledge 

related to sustainability are also according to the research results of significant importance. The 

results from the online survey are somewhat related to the findings from the continuous education 

training institutions, giving a tip towards trainings that are increasingly needed to stay competitive 

taken into account the trends in leadership development.  

 

To understand if the Estonian continuing education training market has followed and how well the 

trainings meet the needs of Estonian leaders today, a qualitative research was conducted based on 

the list of Top Estonian educators published in November 2022 by Äripäev. In total 34 

organizations were selected based on the description of the trainings to create a comparison table. 

Taken into account the findings from literature review and the research made by Deloitte (Deloitte, 

2020) the eight-part capability model was used to make the final selection among the institutions 

from the Top educators list. The comparison table is based on the following criterias: organization 

name and name of the training(s) divided into groups based on Deloitte eight-part capability 
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model, which are: inspirational leadership, execution, influence, collaboration, direction, business 

judgment, competitive edge and building talent. The main aim for the use of this information was 

to research if the trainings offered by continuous education institutions meet the needs of leader’s 

today compared to the results gained from online questionnaire survey and if the training market 

supports the development of leader’s to cope with the changes in the business environment 

according to the literature review.  

 

From the research results it can be concluded that the new knowledge and skills needed in the 

changed world of work is partly covered by continuous education institutions in Estonia. The 

comparison between Deloitte eight-part capability model and the training market research point 

out that some of the capabilities are more or less covered and on the other hand some capabilities 

are lacking with the concrete training to fully cover the needs to obtain the skills. 

The widest selection of trainings provided on the market are related to the capability 

communication. The least provided trainings on the market are inspirational relationship (inspire 

others to take action) and competitive edge (know their markets and innovate to stay ahead).  

 

One of the main aims of this master’s thesis was to research what kind of new leadership 

knowledge and skills Estonian leader’s need to which online survey has provided answers and 

insights. Altogether it can be concluded that some of the capabilities out of Deloitte eight-part 

capability model compared to the trainings provided are lacking the sufficient trainings on the 

market for leader’s to develop their knowledge and skills for competitive advantage. 

 

For further research it would be recommended to analyse capabilities the training market is not 

supporting as broadly as other capabilities from the eight-part capability model, which are 

inspirational leadership and competitive edge and the possibility to develop training(s) to support 

these skills and knowledge needed. Another future research recommendation would be to conduct 

a research among Estonian continuous education training institutions to get an overview and 

possible solutions, bottlenecks from the leadership development and trainings providers. 
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APPENDICES 

Appendix 1. Online questionnaire survey design, structure 

Dear company leader, 
 
I am a master’s student in the field of entrepreneurial management at Tallinn University of 
Technology. As part of my master’s thesis, I am conducting research on the topic „The need for 
new leadership knowledge and skills in the changed world of work.“ 
 
The research problem addresses the changes in society and the world that have taken place in 
recent years, characterized by volatility, uncertainty, complexity and ambiguity, all of which affect 
business management. The purpose of the research is to find out what new leadership knowledge 
and skills leaders need and whether the Estonian training market supports the needs of leaders in 
acquiring these skills. 
 
Answering the questionnaire is anonymous, I will analyse the obtained results in a generalized 
form and based on the goal set in the master’s thesis. Answering the questionnaire takes an average 
of 10 minutes. 
 
I am very grateful for your cooperation, because the larger the sample, the more reliable the data 
and the conclusions based on it. 
 
The questionnaire opens via this link. Looking forward to your answers until 16.04.2023. 
 
Thank you in advance, 
Veronika Aalja 
TUT Department of Business Administration 
Entrepreneurial Management, MBA 
veronika.aalja@gmail.com 
 
The need for new leadership knowledge and skills in the changed world of work 
Leadership questionnaire 
 
1. Gender: * 

Female 

Male 

 

2. Age (in full years): * 

.... 
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Appendix 1. continued 

3. Education level and field: * 

.... 

 

4. The company’s field of activity: * 

.... 

 

5. The number of employees in the company: * 

a) Less than 10 (micro company) 

b) Less than 50 (small company) 

c) Less than 250 (medium size company) 

d) 250 or more 

 

6. Leader’s position: * 

a) First level leader 

b) Middle level leader 

c) Top level leader 

d) Owner 

e) Other ... 

 

7. Number of subordinates: * 

a) ... < 10 

b) 11 - 25 

c) 26 - 50 

d) 51 - 250 

e) 251 < ... 

 

8. Working experience: * 

a) Less than 1 year 

b) 1 - 2 years 

c) 3 - 4 years 

d) 5 - 10 years 

e) 11 - ... years 
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Appendix 1. continued 

9. Over the past five years, many changes have taken place in society and in the world. When you 

think about your work and your actions as a leader, where do you see the impact of change the 

most? * 

.... 

 
10. As a follow-up to the previous question, if you think about changes in society and in the world, 

which socio-economic factors listed below have influenced your actions and to what extent? (1) 

Has not affected; (2) very little; (3) to some extent; (4) significantly; (5) has had a very big impact* 

 
 1 2 3 4 5 
Factor 1: The development of technology      
Factor 2: Enviromental- and socio-economic priority      
Factor 3: Geopolitical topics      
Factor 4: Economic challenges      
Factor 5: Stakeholders (employees, investors, 
customers, cooperation partners) interests and needs 

     

Factor 6: Globalization      
 

11. What knowledge and skills would you need today to be a better leader? Please identify three 

to five needs. * 

.... 

 

12. Please evaluate the importance of the following leadership skills/attributes: 

(1) Doesn’t matter at all; (2) rather not important; (3) rather important; (4) important; (5) very 

important * 

 

 1 2 3 4 5 
Agility      
Adaptability      
Ability to learn      
Consciousness      
Collaboration      
Communication skills      
Resilience      
Coaching      
IT competencies      
Creativity      
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Appendix 1. continued 

Focus      
Engagement skills      
Empathy      
Project management skills      
Listening skills      

 
13. Which training methods from the selection below do you consider to be the most effective for 

acquiring new knowledge? Please list three to five methods. * 

a) Group courses 

b) Online courses 

c) Self reading 

d) Coaching 

e) A program developed internally in the company 

f) E-learning platform 

g) Scenarios 

h) Guided journey 

i) Gamification 

j) Simulation 

k) Social platforms 

l) Launching a program in an emerging market 

m) On-the-fly leadership program 

 

14. How many continuing education trainings and in what subject have you completed in the last 

two to five years? * 

.... 

 

15. What skills/traits do you consider to be your strengths as a leader today? Please name three to 

five skills/traits. * 

.... 

 

16. If you are willing to participate in an in-depth interview on the same research topic, please 

enter your e-mail address for further contact. 

.... 
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Appendix 2. Online questionnaire survey data analysis tables 

Table 3. Education level and field 

Education level Education field Number of respondents 
Master's degree Business and Governance 4 
Master's degree Business management 2 
Master's degree Economic engineer 1 
Master's degree Education 2 
Master's degree Marketing 1 
Master's degree Organizational behavior 1 
Master's degree Unspecified 1 
Bachelor's degree Business and Governance 3 
Bachelor's degree Business management 1 
Bachelor's degree Corporate economy 1 
Bachelor's degree Economics and political science 1 
Bachelor's degree Liberal Arts in Humanities 1 
Bachelor's degree Management 1 
Bachelor's degree Mechatronics Engineer 2 
Bachelor's degree Philology 1 
Bachelor's degree Unspecified 1 
Bachelor's degree Unspecified 1 
Bachelor's degree Unspecified 1 
Secondary education Formal education 4 

Source: online survey; author’s calculation 
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Appendix 2. continued 

Table 4. The company’s field of activity 

The company’s field of activity Number of respondents Percent % 
Financial intermediation 1 3,3 
Commerce 3 10,0 
Consulting, marketing, coaching 1 3,3 
Education 4 13,3 
Environment 1 3,3 
Green economy 1 3,3 
Insurance, transport 1 3,3 
IT 2 6,7 
Material industry 1 3,3 
Production 1 3,3 
Production company (gardening, 
ecological lifestyle) 1 3,3 
Publishing, consulting 1 3,3 
Restaurant management 2 6,7 
Retail - furnishing and furniture trade 1 3,3 
Retail business 3 10,0 
Security service 1 3,3 
Tourism 1 3,3 
Trainings 2 6,7 
Transport and logistics 1 3,3 
Transportation, storage 1 3,3 

Source: online survey; author’s calculation 
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Appendix 2. continued 

Table 7. Skills/traits leader’s consider as their strenghts 

Skills/traits leaders consider as their strengths Number of responses Percent % 
Communication 10 33 
Listening skills 7 23 
Cooperation 7 23 
Engagement 6 20 
Empathy 6 20 
Resilience 5 17 
Presence and awareness 5 17 
Creativity 5 17 
The ability to see the big picture 5 17 
Rationality 4 13 
Quick adaptability 4 13 
Openness to change 3 10 
Experiences 3 10 
Delegation skills 3 10 
Coaching 3 10 
Balance 3 10 
Analytical ability 3 10 
Quick thinking 2 7 
Organizing skills 2 7 
Encouragement 2 7 
Courage 2 7 
Understanding people 1 3 
Thoroughness 1 3 
Systematicity 1 3 
Supporting others 1 3 
Strategic view 1 3 
Positivity 1 3 
Planning skills 1 3 
Learning from mistakes 1 3 
Learning ability 1 3 
IT competence 1 3 
Individualization 1 3 
Goal setting 1 3 
Friendly 1 3 
Flexibility 1 3 
Diligence 1 3 
Decisive 1 3 
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Continuity 1 3 
Assertiveness 1 3 
Agility 1 3 

Source: online survey; author’s calculation 
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Appendix 3. Estonian Top educators 

Place Organization name Homepage address 
1 Addenda OÜ https://www.addenda.ee/ 
2 Tark Impuls OÜ https://tarkus24.ee/pealeht/ 
3 MSCA OÜ https://reval.ee/en/ 
4 BCS Koolitus AS https://www.bcskoolitus.ee/en/ 
5 Insafety OÜ http://insafety.ee/ 
6 Eterna Koolituskeskus OÜ https://www.eterna.ee/et/ 
7 Human OÜ https://human.ee/ 
8 Paprika OÜ https://paprika.ee/et/ 
9 Atlanto Arendus OÜ http://www.etreening.ee 
10 Iluteeninduse Koolitus OÜ https://iluteeninduskool.ee/ 
11 Multilingua Keelekeskus OÜ https://multilingua.ee/ 
12 Oskuskoolitus OÜ https://www.oskuskoolitus.ee/ 
13 Verge Eesti OÜ http://verge.ee/ 
14 Holistika Instituut OÜ https://holistika.ee/en/ 
15 Annely Sootsi Koolitus OÜ https://tervisekool.ee/ 
16 Sikka OÜ https://sikka.ee/ 
17 TK Täienduskeskus OÜ https://taienduskeskus.ee/ 
18 Invicta OÜ https://www.invicta.ee/ 
19 Täiskasvanute Koolituskeskus OÜ http://taiendkoolitus.com/ 
20 Gaasikasutuskoolituse OÜ https://gkk.ee/et/ 
21 Trance-Personal OÜ https://teadlikmina.ee/en/ 
22 Ametikoolitus OÜ https://www.autosert.ee/ 
23 Tallinna Mänedžeride Kool OÜ https://vtarassov.com/ 
24 Algus OÜ https://www.alguskeskus.ee/ 
25 Reiting PR OÜ https://www.reiting.ee/ 
26 Change Partners OÜ https://www.changepartners.ee/en/ 
27 Kersti Võlu Koolituskeskus OÜ https://kvkoolitus.ee/ 
28 Intelligentne Grupp OÜ https://intelligentne.ee/ 
29 Tocexpert OÜ https://tocexpert.com/ 
30 Ecomengrad OÜ https://ecomengrad.eu/ 
31 Luwi OÜ https://luwi.ee/ 
32 Äripäeva Akadeemia https://akadeemia.aripaev.ee/ 
33 Keeltekeskus Kaja OÜ https://www.keeltekeskuskaja.ee/ 
34 Akubens Koolitus OÜ https://www.akubens.ee/ 
35 Designminds OÜ https://designminds.ee/ 

Source: Äripäev (2022); author’s adoption 
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36 IT Koolitused https://koolitus.ee/ 
37 Macte OÜ https://www.macte.ee/taiskasvanutele/et/ 
38 Belbin Eesti OÜ https://belbin.ee/ 
39 Teadmine ja Tarkus OÜ https://www.tallinnlc.ee/ 
40 Aeternum Koolitus ja Konsultatsioonid 

OÜ 
https://www.aeternum.ee/en/ 

41 Self-II OÜ https://self.ee/en/ 
42 Ehitajate Koolituskeskus OÜ http://ehitajatekoolituskeskus.ee/ 
43 Ivar Lukk Coaching OÜ https://www.ivarlukk.com/ 
44 Rada-SN OÜ https://www.radasn.com/ee/ 
45 Loov Ruum Koolitused OÜ https://www.loovruum.com/ 
46 IMG Konsultant AS https://www.img.ee/en 
47 Innowise OÜ https://innowise.ee/ 
48 Juunika Koolitus OÜ https://juunika.ee/ 
49 Lederson OÜ http://www.lederson.ee 
50 Hispaania Maja OÜ https://www.hispaaniamaja.ee/eng/ 
51 Puhastusekspert OÜ https://puhastusekspert.ee/en/ 
52 HMV-Systems Baltic OÜ https://www.hmv-systems.fi 
53 Gelmett Consult OÜ https://gelmett.ee/index.php/et/ 
54 Excellence 

Koolitus- ja Arenduskeskus OÜ 
https://www.excellence.ee/ 

55 Projektiekspert OÜ https://projektid.ee/in-english/ 
56 Keelepisik OÜ https://keelepisik.ee/ 
57 Õppekeskus N.O.R.T. OÜ https://nort.ee/ 
58 Vestleja OÜ http://www.vestleja.eu/ 
59 Logoserv OÜ https://logoserv.ee/ 
60 Fortis Koolitus OÜ https://shi.ee/ 
61 Eetel-Ekspert OÜ https://elektriala.ee/ 
62 Rahvatervise Akadeemia OÜ https://rahvatervis.ee/ 
63 Business Technologies OÜ https://buseduc.com/et/ 
64 Keerub OÜ https://keerub.eu/ 
65 Premium Management OÜ https://premiummanagement.com/ 
66 Speaksmart OÜ https://www.speaksmart.ee/en 
67 City Keeltekool OÜ https://citykeeltekool.ee/en/ 
68 Heidi Plumberg International OÜ https://heidiplumberg.ee/ 
69 Sugesto OÜ https://www.sugesto.ee/en/home/ 
70 Kwg Koolitus OÜ https://www.helendoron.ee/Avaleht 
71 Alterum Plus OÜ https://alterum.ee/et/ 
72 Edu Akadeemia OÜ https://eduakadeemia.ee/ 
73 Collectiv OÜ http://www.e-kursused.ee 

Source: Äripäev (2022); author’s adoption 
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Appendix 4. Comparison table of Top educators and Deloitte capabilities 

 
Source: Deloitte (2020); Äripäev (2022); compiled by author 
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Appendix 4. continued 

 
Source: Deloitte (2020); Äripäev (2022); compiled by author 
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Appendix 4. continued 

 
Source: Deloitte (2020); Äripäev (2022); compiled by author 
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Appendix 5. Answers of online questionnaire question nr 9 

Over the past five years, many changes have taken place in society and in the 
world. When you think about your work and your activities as a leader, where do 
you see the impact of change the most? 

Respondent 
number 

Changes in work structure 1 
Finding and retaining the right people in a competitive environment 2 
In the rapid decrease in opportunities for direct marketing based on human 
contacts (meetings, trade fairs, open sales) 

3 

Allowing remote work and flexible working hours. The importance of 
digitization (customer-related processes and internal company processes) 

4 

Currency printing has affected the economic environment and the pandemic has 
devastated mental health 

5 

Administrative employees perform tasks in home offices. First level or front-line 
workers need to adapt and react quickly, while needing more support and 
motivation to cope with excessively calm and quiet times 

6 

Inflation zone, digitization, remote work 7 
Individual-centred and inclusive management 8 
Communication, conflict resolution 9 
The most changes have taken place in the nature of work. Being in the office 
from 9 to 5 is no longer an obligation. And it has been bad for some and good 
for others. Finding this balance and recognizing those people for whom it is not 
suitable is difficult 

10 

Employee motivation 11 
Co-workers have become more insecure, do not dare to make decisions 
independently in their area of responsibility in their daily work, and need more 
and more support and guidance 

12 

Changes are happening faster and faster, adaptability is important, data-based is 
the basis of everything 

13 

Each new generation affects the work environment and also the so-called old 
ones. Of course, there are also influences from corona, war, politics, etc. 
Flexibility and humanity are increasingly appreciated. A leader needs to be more 
empathetic and flexible than ever before, but that also creates certain threats (and 
opportunities). Equality, social responsibility, hybrid work, privacy have come 
into greater focus 

14 

Price increase, due to which wage pressure and shortage of qualified labor force 15 
Sustainability area 16 
Economic challenges 17 
Updating of IT programs that simplifies work 18 
In communication with people 19 
To get results, you have to put in a lot more effort and set goals. The market is 
so messed up that today you can't figure out what works and what doesn't to get 
results 

20 

Overregulation 21 
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In people's attitude, people hold on to their jobs more tightly 22 
Essentially everywhere, because the so-called "blood circulation" of society is 
disturbed, big changes happen constantly and unexpectedly 

23 

People work from home offices, value the mission, organizational culture, less 
desire to do volunteer work, more project-based paid work, more different jobs 
are done and not to be fixed with one employer, many changes and shorter plans 

24 

People's awareness, wider horizons. At the same time, the decrease of self-made 
work people (simple work, craftsmen, masters) 

25 

Advertising, marketing, IT, mental health 26 
People need support more than ever. At the same time, they are more 
individualistic and egoistic 

27 

Mental health, work organization, relationships 28 
Ability to adapt to a changing world, stakeholder needs, technological 
developments values, relationships and expectations for managers 

29 

Values, relationships and expectations for managers 30 
Source: online survey; author’s adoption 
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Appendix 6. Answers of online questionnaire question nr 11 

What knowledge and skills would you need today to be a better leader?  
Please identify three to five needs. 

Respondent 
number 

IT knowledge 1 
Motivation, teamwork, change management 2 
Diplomacy, the ability to predict across fields, the ability to manage emotions 3 
Delegation skills, self-management skills, self-control 4 
Cultivating communication/collaboration networks, marketing as the basis for 
the success of the entire company and the role of the manager in it, managing 
human relations and cooperation 

5 

1. Team management as remote work 
2. Technical skills to conduct meetings and trainings via video 
3. Creating an inspiring work environment as remote work 
4. Planning and implementation of employee development needs 

6 

Better language skills, international business experience, better remote work 
management skills 

7 

Digital skills, marketing 8 
IT related, conflict management, implementing change, mentoring in the 
workplace 

9 

Organization of remote work, people's motivation, implementation of new 
performance metrics 

10 

Empathy, understanding of modern times, adaptability, technology use skills 11 
Negotiation skills/communication skills/analytical skills 12 
New IT trends (AI possibilities, automation), time planning, prioritization of 
activities, supporting people (empowerment) 

13 

Leaders need to be constantly evolving. Since social responsibility, the 
environment, sustainability, flexibility, data protection among employees and 
other influence groups are currently in focus, you should definitely constantly 
develop yourself in these areas. For example, with my own example, I know that 
many people are not familiar with certain X influences or laws, but they like to 
watch "fake news" channels a lot (it is understandable that an ordinary person 
may not know what the scientific basis is and what scientific works to look at) 
and then they have misconceptions about things or expectations that are too 
biased in one direction. If you, as a driver, do not know the facts/laws, then a 
problem can arise from this 

14 

ICT skills, time management, consideration of mental health issues 15 
Climate, mental wellbeing, time-management 16 
IT competence, communication, mentorship 17 
Maintaining relations with employees knowledge of legislation adapting to and 
implementing change delegation 

18 

Psychology, communication, IT knowledge 19 
Fast management, a very good picture of the market and what is happening in the 
world, keep a clear vision and follow it, keeping employees motivated 

20 

Economics, law, psychology 21 
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Rapid development of technology - know new possibilities 22 
Getting to know one's own nature, the ability to discover one's potential, one's 
talents, the ability to maintain and cooperate with the surrounding nature, the 
ability and need to be constantly innovative, not stuck in old patterns 

23 

Transition to circular economy, green economy, change management, impact 
assessment 

24 

IT skills, focus and marketing 25 
English language skills, communication skills, teamwork skills 26 
A strong ability to tolerate chaos is required. Ability to motivate and maintain 
oneself. To be tolerant of everything and everyone 

27 

Communication skills, IT competencies, recruitment skills 28 
Adaptability/maintaining focus/engagement/IT competences/communication 29 
Better listener, better communicator, coaching skills 30 

Source: online survey; author’s adoption 
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Appendix 7. Answers of online questionnaire question nr 14 

How many continuing education trainings and in what subject have you 
completed in the last two to five years?  

Respondent 
number 

2 training sessions on self-management 1 
Development of leadership skills 2 
Managing emotions, developing practical awareness, inspiration and intuition /3 
courses/ 

3 

3 4 
3, sales/marketing, use of awareness, professional training related to your field 5 
Coaching 
Presence or mindfulness in management 
Using the Zoom environment for meetings and trainings 
Team management in changed circumstances 

6 

8, Negotiations; Strengths-based management; People management, motivation, 
development; Targeted management; Marketing, sales, service; Project 
management 

7 

Over 10, leadership, HR, change management, etc. 8 
Mostly IT-related trainings 9 
Management training, numerous in-house trainings for products and fields. 10 
Language skills, IT skills 11 
1 training "Cooperation and negotiation skills" 12 
There have been many trainings of different sizes, mainly management, 
cooperation, time planning, technology and work tools, etc. I participate in about 
2-3 major trainings per year 

13 

I dare to think that at least 10. Completely wall-to-wall, field-related trainings 
and also IT, data protection, environment-sustainability, internal management 

14 

3, management of vocational education, management of skills, the power of the 
word in the field of mental health 

15 

10+ 16 
One 17 
Managers' purchasing skills and negotiation 18 
3, leadership, teamwork 19 
2 20 
Couple, professional trainings 21 
1 22 
More than 20 (quality and environmental management; social media; renewable 
energy; natural engineering; fishing; cooking, etc. 

23 

ca 10 24 
First aid training 25 
Approx. 5, Practical Consciousness, covision, coaching, teaching through stories 26 
0 27 
Mentor training 28 
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Category Management (retail context); Export trade rules for sales transactions; 
Credit Management 

29 

Three 30 
Source: online survey; author’s adoption 
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Appendix 8. Answers of online questionnaire question nr 15 

What skills/traits do you consider to be your strengths as a leader today? Please 
name three to five skills/traits 

Respondent 
number 

Quick adaptability, listening skills, empathy 1 
Teamwork, empathy, coaching 2 
Courage to make decisions, understanding people, creativity 3 
Social skills, assertiveness, analytical ability 4 
Presence and awareness, openness, learning from mistakes, listening to others, 
writing skills, speaking/communication skills 

5 

Listening skills, ability to analyze, mindfullness 6 
Inclusion, empathy, creativity, big picture, 7 
Involvement, listening, collaborative management 8 
Communication, system, consistency 9 
Empathy, seeing new directions, seeing and recognizing contacts and 
connections 

10 

Experiences, openness to change, adaptability 11 
Rational/encouraging/friendly/analytical/determined/balanced 12 
Communication, cooperation, goal setting 13 
Agility, thoroughness, emotionality, but not excessive empathy 14 
Planning skills, cooperation skills, involvement skills, 15 
Resilience, creativity, individualization, courage, innovation 16 
Listening, adapting, empathy 17 
Delegation of cooperation, IT competence 18 
Listening skills, delegation, willingness to cooperate, quick thinking, experience 19 
Endurance, ability to learn, ability to engage, awareness 20 
Calmness, endurance, stress tolerance 21 
Finding a quick solution, not losing the ability to empathize in a hurry 22 
Balance/intelligence; engagement/motivation; organization/arrangement 23 
Communication, change management, strategic view, coaching 24 
Quick adaptor, good stress tolerance, broad horizons, good communicator 25 
Good listening skills, good knowledge of your field, self-regulation, hard work 26 
Flexibility, positivity, orientation towards cooperation, the ability to see the big 
picture, the ability to effectively communicate with very different people 

27 

Communication, support, innovative 28 
Coping with emotions, fact-based, communication 29 
Listening, forwarding, couch skills, involvement 30 

Source: online survey; author’s adoption 



88 
 

Appendix 9. Online questionnaire survey contacts list 

 
Source: author’s survey; Estonian associations/organizations websites; author’s contacts 

Name of the association/organization Homepage address Questionnaire sharing date
The Estonian Retailers’ Association  https://kaupmeesteliit.ee/ 13.02.2023
General Assembly of Estonian Waste Management 
Association http://www.rmel.ee/ 13.02.2023
Estonian Association of Insulation Enterprises https://eiel.ee/en/ 13.02.2023
TalTech Innovation and Business Centre Mektory http://www.mektory.ee 13.02.2023
The Estonian Employers’ Confederation https://employers.ee/en/ 13.02.2023
Startup Estonia https://startupestonia.ee/en 13.02.2023
Startup Incubator https://www.startupincubator.ee/en/ 13.02.2023
Estonian Family Business Association https://epel.ee/ 13.02.2023
MTÜ Autoettevõtete Liit https://autoettevoteteliit.ee/ 13.02.2023
Estonian Association of Information Technology 
and Telecommunications https://itl.ee/en/ 13.02.2023
Estonian Association of SMEs https://evea.ee/ 13.02.2023
The Paldiski Association of Entrepreneurs https://investinpaldiski.ee/en/ 13.02.2023
Eesti Meediaettevõtete Liit https://meedialiit.ee/ 13.02.2023
Social Enterprise Estonia https://sev.ee/en/ 13.02.2023
Estonian Educational Personnel Union https://ehl.org.ee/en/ 13.02.2023
The Chamber of Commerce https://www.koda.ee/en 13.02.2023
Eesti Kinnisvarafirmade Liit https://www.ekfl.ee/ 13.02.2023
Estonian Association Of Electrical Enterprises https://eetel.ee/en/ 13.02.2023
Eesti Turvaettevõtete Liit https://www.etel.ee/et 13.02.2023
Estonian Trade Union Confederation https://www.eakl.ee/ 13.02.2023
The Estonian Insurance Association https://www.lkf.ee/en 13.02.2023
AAS BTA Baltic Insurance Company Eesti filiaal https://www.bta.ee/ 13.02.2023
AB “Lietuvos draudimas“ Eesti filiaal https://pzu.ee/ 13.02.2023
Akciné draudimo bendrové “Gjensidige” Eesti 
filiaal https://www.gjensidige.ee/ 13.02.2023
Aktsiaselts INGES KINDLUSTUS https://www.inges.ee 13.02.2023
AS LHV https://www.lhv.ee 13.02.2023
Compensa Life Vienna Insurance Group SE https://www.compensalife.ee/ 13.02.2023
Compensa Vienna Insurance Group, ADB Eesti 
filiaal https://www.seesam.ee/ 13.02.2023
ERGO Insurance SE https://www.ergo.ee/ 13.02.2023
If P&C Insurance AS https://www.if.ee/en/eraklient 13.02.2023
Salva Kindlustuse AS https://www.salva.ee/et 13.02.2023
SEB Life and Pension Baltic SE Eesti filiaal https://www.seb.ee 13.02.2023
Swedbank AS https://www.swedbank.ee 13.02.2023
Author's personal contacts via social media 14.02.2023
Author's personal contacts via e-mail (18 contacts) 07.- 17.04.2023
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Appendix 10. Online questionnaire survey data 

The data is collected and stored by the author in Google Drive storage without any access of third 

parties. It contains unprocessed original anonymous information received from the respondents 

via the online survey. The e-mail addresses that were voluntarily added by the respondents in case 

of in-depth interview have been removed to keep the respondents identity anonymous. 

 

Access to the file and data is available by clicking the following link or by contacting the author. 
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Appendix 11. Leadership styles and theories 

 
Source: compiled by author  
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Appendix 11. continued 

 
Source: compiled by author 
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Appendix 11. continued 

 
Source: compiled by author 
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Appendix 11. continued 

 
Source: compiled by author 
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Appendix 11. continued 

 
Source: compiled by author 
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Appendix 11. continued 

 
Source: compiled by author 
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