Blank Tables
Table 1: Employee Satisfaction During Organisational Change
	Item
	Positivism
	Postpositivism
	Critical Theory et al.
	Interpretivist/Constructivist

	Ontology (What is reality?)
	
	
	
	

	Epistemology (How do we know things?)
	
	
	
	

	Axiology (What role do values play?)
	
	
	
	

	Methodology (How do we study it?)
	
	
	
	

	What can be measured?
	
	
	
	



Table 2: Leadership Effectiveness in Virtual Teams
	Item
	Positivism
	Postpositivism
	Critical Theory et al.
	Interpretivist/Constructivist

	Ontology (What is reality?)
	
	
	
	

	Epistemology (How do we know things?)
	
	
	
	

	Axiology (What role do values play?)
	
	
	
	

	Methodology (How do we study it?)
	
	
	
	

	What can be measured?
	
	
	
	




Table 3: Employee Satisfaction During Organisational Change
	Paradigm
	What Counts as Knowledge?
	How Do We Get It?
	How Do We Know It’s True?

	Positivist
	
	
	

	Post-positivist
	
	
	

	Critical Theory
	
	
	

	Interpretivist/Constructivist
	
	
	




Table 4: Leadership Effectiveness in Virtual Teams
	Paradigm
	What Counts as Knowledge?
	How Do We Get It?
	How Do We Know It’s True?

	Positivist
	
	
	

	Post-positivist
	
	
	

	Critical Theory
	
	
	

	Interpretivist/Constructivist
	
	
	



Completed Tables
Table 1: Employee Satisfaction During Organisational Change
	Item
	Positivism (Reality is fixed and measurable)
	Postpositivism (Reality is mostly fixed but complex)
	Critical Theory et al. (Reality is shaped by power and society)
	Interpretivist/Constructivist (Reality is personal and created by individuals)

	Ontology (What is reality?)
	Employee satisfaction is an objective reality that can be measured through standardised metrics.
	Employee satisfaction exists as a measurable concept but is influenced by multiple complex factors.
	Employee satisfaction is shaped by organisational power structures, hierarchies, and social dynamics.
	Each employee's satisfaction is uniquely constructed based on their individual experiences of change.

	Epistemology (How do we know things?)
	Employee satisfaction can be measured objectively through scientific methods and validated instruments.
	Employee satisfaction can be mostly measured objectively, but researcher and organisational biases must be considered.
	Understanding of employee satisfaction is influenced by management-worker power relationships and organisational politics.
	Employee satisfaction knowledge comes from understanding individual experiences and interpretations of change.

	Axiology (What role do values play?)
	Values must be excluded to maintain objectivity in measuring employee satisfaction.
	Values influence how we study employee satisfaction but should be controlled and acknowledged.
	Values are central to understanding how organisational change affects different employee groups.
	Values shape how both employees and researchers interpret satisfaction during change.

	Methodology (How do we study it?)
	Quantitative surveys, employee satisfaction scales, performance metrics analysis.
	Mixed methods: surveys with qualitative components, accounting for contextual factors.
	Critical analysis of organisational power structures, focus groups examining change impact on different employee levels.
	In-depth interviews, employee narratives, observation of how individuals experience change.

	What can be measured?
	Turnover rates, absenteeism, productivity metrics, standardised satisfaction scores.
	Employee satisfaction scores with contextual factors, team performance indicators, change readiness metrics.
	Power dynamics in change process, impact on different employee groups, resistance patterns, equity in change implementation.
	Individual change experiences, personal adaptation strategies, emotional responses to change, meaning-making processes.











Table 2A: Leadership Effectiveness in Virtual Teams

	Item
	Positivism (Reality is fixed and measurable)
	Postpositivism (Reality is mostly fixed but complex)
	Critical Theory et al. (Reality is shaped by power and society)
	Interpretivist/Constructivist (Reality is personal and created by individuals)

	Ontology (What is reality?)
	Leadership effectiveness in virtual teams is an objective reality that can be measured using standardised performance metrics.
	Leadership effectiveness is mostly objective but influenced by various factors like team dynamics and communication tools.
	Leadership effectiveness is shaped by power structures, organisational culture, and inequalities in virtual settings.
	Each team member’s perception of leadership effectiveness is subjective and based on personal experiences and interactions.

	Epistemology (How do we know things?)
	Leadership effectiveness can be measured through objective metrics such as productivity, engagement scores, and task completion rates.
	Leadership effectiveness can be assessed with mostly objective measures, but biases and contextual factors must be considered.
	Leadership effectiveness is understood through the lens of power relations, digital accessibility, and control in virtual teams.
	Leadership effectiveness is constructed through team members’ lived experiences, interactions, and personal interpretations.

	Axiology (What role do values play?)
	Values must be excluded to ensure objective measurement of leadership effectiveness in virtual teams.
	Values influence leadership assessment but should be acknowledged and minimised to improve validity.
	Values are integral in understanding how leadership effectiveness is shaped by digital divide, cultural norms, and organisational politics.
	Values shape both the leader’s and team members' perceptions of effectiveness and influence their virtual interactions.

	Methodology (How do we study it?)
	Quantitative methods such as performance analytics, engagement surveys, and leadership competency tests.
	Mixed methods: surveys with qualitative feedback, behavioural observations, and productivity data.
	Critical discourse analysis, focus groups on virtual power structures, and examining inequalities in digital leadership.
	In-depth interviews, case studies, ethnographic analysis of virtual communication, and personal leadership narratives.

	What can be measured?
	Task completion rates, meeting attendance, engagement scores, and leader feedback ratings.
	Leadership effectiveness scores with contextual insights, communication effectiveness, and adaptability in virtual settings.
	Power relations in virtual leadership, access to decision-making, team inclusion, and resistance patterns.
	Individual leadership experiences, team member perceptions, adaptation strategies, emotional responses, and sense-making processes.




Table 2B: Leadership Effectiveness in Virtual Teams
	Item
	Positivism (Reality is fixed and measurable)
	Postpositivism (Reality is mostly fixed but complex)
	Critical Theory et al. (Reality is shaped by power and society)
	Interpretivist/Constructivist (Reality is personal and created by individuals)

	Ontology (What is reality?)
	Leadership effectiveness in virtual teams is an objective reality that can be measured using standardised performance metrics.
	Leadership effectiveness is mostly objective but influenced by various factors like team dynamics and communication tools.
	Leadership effectiveness is shaped by power structures, organisational culture, and inequalities in virtual settings.
	Each team member’s perception of leadership effectiveness is subjective and based on personal experiences and interactions.

	Epistemology (How do we know things?)
	Leadership effectiveness can be measured through objective metrics such as productivity, engagement scores, and task completion rates.
	Leadership effectiveness can be assessed with mostly objective measures, but biases and contextual factors must be considered.
	Leadership effectiveness is understood through the lens of power relations, digital accessibility, and control in virtual teams.
	Leadership effectiveness is constructed through team members’ lived experiences, interactions, and personal interpretations.

	Axiology (What role do values play?)
	Values must be excluded to ensure objective measurement of leadership effectiveness in virtual teams.
	Values influence leadership assessment but should be acknowledged and minimised to improve validity.
	Values are integral in understanding how leadership effectiveness is shaped by digital divide, cultural norms, and organisational politics.
	Values shape both the leader’s and team members' perceptions of effectiveness and influence their virtual interactions.

	Methodology (How do we study it?)
	Quantitative methods such as performance analytics, engagement surveys, and leadership competency tests.
	Mixed methods: surveys with qualitative feedback, behavioural observations, and productivity data.
	Critical discourse analysis, focus groups on virtual power structures, and examining inequalities in digital leadership.
	In-depth interviews, case studies, ethnographic analysis of virtual communication, and personal leadership narratives.

	What can be measured?
	Task completion rates, meeting attendance, engagement scores, and leader feedback ratings.
	Leadership effectiveness scores with contextual insights, communication effectiveness, and adaptability in virtual settings.
	Power relations in virtual leadership, access to decision-making, team inclusion, and resistance patterns.
	Individual leadership experiences, team member perceptions, adaptation strategies, emotional responses, and sense-making processes.





Table 4: Knowledge Perspective on Employee Satisfaction During Organisational Change
	Paradigm
	What Counts as Knowledge?
	How Do We Get It?
	How Do We Know It’s True?

	Positivist
	Objective data (e.g., employee retention rates, absenteeism, survey scores).
	Use quantitative methods such as HR analytics, employee satisfaction surveys.
	Knowledge is true if results are consistent, measurable, and statistically valid.

	Post-positivist
	Combination of measurable data and contextual influences (e.g., leadership impact).
	Mixed methods—survey data, interviews, and controlled experiments.
	Knowledge is reliable if multiple sources confirm trends with minimal bias.

	Critical Theory
	Power structures in organisational change, employee voice in decision-making, inequalities.
	Critical discourse analysis, focus groups, policy reviews.
	Truth is established if research exposes workplace inequalities and promotes fairness.

	Interpretivist/Constructivist
	Subjective experiences of employee satisfaction (e.g., personal meaning, emotions, adaptability).
	Qualitative methods—personal narratives, ethnographic studies, employee diaries.
	Truth is validated through employees’ lived experiences and reflections.




Table 4: Knowledge Perspective on Leadership Effectiveness
	Paradigm
	What Counts as Knowledge?
	How Do We Get It?
	How Do We Know It’s True?

	Positivist
	Objective data (e.g., team performance, efficiency, engagement scores).
	Measure & test using surveys, experiments, and quantitative data.
	Results are valid if they are measurable, repeatable, and statistically significant.

	Post-positivist
	Multiple indicators (e.g., leadership impact, communication effectiveness).
	Mixed methods—combining surveys, case studies, and observations.
	Findings are considered true if different sources confirm the patterns and trends.

	Critical Theory
	Power dynamics (e.g., who has control in virtual teams, inclusion in decision-making).
	Dialogue & critique—analysing leadership's effects on different team members.
	Validity is based on whether the research reveals inequalities and drives positive change.

	Interpretivist/Constructivist
	Personal experiences (e.g., how team members and leaders perceive their effectiveness).
	In-depth interviews, case studies, and ethnographic research.
	Knowledge is valid when participants confirm that it represents their lived experiences.



