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1. Introduction 
A Virtual Organisation (VO) referrers to a temporary coalition of geographically dispersed and reconfigurable organisations including high level of trust and competencies, that collaborate, communicate and coordinate their work through information technology, sharing resources and competencies to achieve common goals (Nami & Malekpoor, 2008; Ahuja & Carley, 1998).  
[bookmark: _Hlk172997150]According to Walker (2006), these organisations mark a signifficant transition from conventional organisational structure and provide new opportunities for rapidly evolving global business landscape. 
This paper conducts a critical assesment of challenges and opportunities of virtual organisations (VO) with a particular focus on how GitLab, a leading software development platform, practices virtual management. The discution will concentrate on the strategic implications of virtual management in the planning, designing and the leadership of organisations offering a look at the ways in which businesses can take advantage of VO while minimasing the associated risks.
2. The Emergence of Virtual Organisations  
2.1 Historical context:      
Closely related to ‘’Virtual Organisations’’, the ‘’Remote work concept’’ can be traced back to 1970s, when the idea of telecommuting was introduced by Jack Nilles, a former NASA engineer, as a solution to traffic congestion and later being fuelled by widespread adoption of the internet in 1990s and gained acceptance as viable work arrangement with companies such a IBM, Sun Microsystems, and Cisco in 2000s. (Chong , et al., 2023)
Virtual organisations have made data security and team communication challenging, However, organisations like GitLab, have used these issues to innovate and optimise operations globally, making virtual management a core skill.
[bookmark: _Hlk172997178]2.2 Reasons behind the emergence of virtual organizations:
Technological advancements: A crucial role in enabling the remote work was rapid development of digital technology (Bogers, et al., 2022), high speed internet, email and electronic communications, collaborative software and platforms (e.g. tools as Microsoft Teams, Slack, Zoom), cloud computing (e.g. Google Drive, Dropbox, AWS, etc.), virtual private networks, mobile technologies (smartphone and tablets), telework specific software such as project management tools (e.g. Trello, Assana) (Chong , et al., 2023)
Resources utilisation and efficiency: Allowing geographically dispersion, sharing skills, knowledges and resources, virtual organisations can respond to customers needs in a networked environment this triggering the improvement of resource utilisation, reducing the costs and saving time. (Nami & Malekpour, 2008)
Digital Globalisation: Referring to economic and social transformation and interactions brought by digital technologies, is bringing new opportunities impacting the economy, global labour market, etc. as well as challenges (e.g. risk and policy challenges). While traditional globalisation more referred to physical goods and services, digital globalisation refers to the movement of data and information over the borders. This new era of digital flow of information includes communication, video, transactions and intracompany traffic and is contributing to the emergence of virtual organisations. (Manyica, et al., 2016)
 Global Health Crisis: The most recently global health crisis Covid-19 pandemic, has had a huge impact in the transformation of the way the organisations operate, forcing them to adapt and adopt digital technologies to respond accordingly to this crisis. The changes included the increased of digitization of customer interactions and internal operations, organisations responded to Covid-19-related changes much faster than anticipated and are expected to be long-lasting. (McKinsey & Company, 2020) (Krehl & Buttgen, 2022)
Remote and hybrid working got a boost during the lockdown and is likely to remain a permanent change, triggering implications than and now for learning and development, communication, organisational productivity, and people management capabilities. (Gifford, 2022). According to (Office for National Statistics, 2022) in the period between December 2019 to February 2022, homeworking increased by more than 50% in all UK regions. In February 2022, 84% from homeworking workers planned to carry out a mix working at home and place of work. In the year 2024, 14% of UK workers worked from home and 26% are doing a hybrid work. (Forbes Advisor, 2024)
Workforce diversity: In this globalised society collaboration is indispensable. According to (Taras, et al., 2021), contextual diversity (referring to variety of knowledge, skills, expertise) is key to sustain creativity, decision-making, and problem-solving.  Also, teams with higher contextual diversity tent to produce higher-quality work due to each member contributing to his expertise, weighting various aspects and sparking innovative ideas.
[bookmark: _Hlk172997235]3. Planning in Virtual Management  
Effective virtual management necessitates a strong digital infrastructure, continuous skills development, clear strategic goals, and good communication. Strategic planning in virtual organisations in a global business environment, necessitates overcoming obstacles such as communication barriers, and time zone differences which may obstruct decision making and delay project progress. In order to sustain engagement and stimulate innovation, the flexibility and adaptation in navigating in the virtual work environment must be prioritised. (Ali, 2014). Best tools to use in order to achieve this and according to (Bakken, 2018) are as follows: Chat (Google Hangouts, Slack, Twist), Workflow automation (Zapier, Microsoft Flow, Minday), Project management (Trello, Jira, Assana), Web and video conferencing (Google Meet, Zoom, Cisco Webex), Collaboration and prototyping (Invision, marvel, Adobe XD), Scheduling (Calendly, Doodle)
[bookmark: _Hlk172997290]3.1 Challenges in strategic planning for virtual teams:  
· Communication barriers- Relying on the technology (e-mail, instant-messaging, video conferencing) can lead to delays in information exchange and misunderstandings. Using the tools necessitates technical competences from team members. Also, the non-verbal communication such as body language and facial expressions which sometimes are important in understanding the context, is missing.
· Time zone differences- Teams spread across different zones in the world may experience delays in communication and decision-making due to different work hours, which can slow down projects and increase the response.  Synchronising the meetings is also difficult due to members of the team requiring adjusting the work hours which can lead to potential work-life balance issues.
· Maintaining Company Culture- The diverse cultural backgrounds of the team members, can often lead to potential conflict and misunderstandings due to the differences in communication styles, works ethics, and cultural norms.
GitLab faces challenges in synchronizing global teams due to time zone differences; however, it takes advantages on this by supporting continuous development cycles. The company also employs sophisticated project management tools, to ensure that strategic planning remains effective despite physical distance by maintaining alignment across teams.
[bookmark: _Hlk172997340]3.2 Opportunities: 
· Cost reduction- Global virtual teams are helping to reduce the overhead costs such as those with the rent, utilities, office supplies due to remote working minimizing the need for traditional office spaces. Travel expenses are lower or inexistent due to online communication. Recruitment and training costs are low due to the flexible work arrangements which decrease employee turnover.
· Increased productivity- A wider talent pool from different countries allows the hiring of the most qualified individuals no matter which location triggering the increase of productivity and efficiency. Continuous productivity and faster task completion can be ensured due to advantages of different time zone. 
· Global market expansion- By expanding their geographical scope, companies can reach new markets and interacting with customers and suppliers worldwide. The response for international business environment challenges is quicker and more effective.(Alkoud & Qatamin, 2023)
[bookmark: _Hlk172997374]4. Designing Virtual Organisations  
According to (Thorne, 2005) the key points regarding the design process of virtual organisations are as follows: -Strategic planning, (goals, objectives and mission are defined), defining the structure (determining the roles, responsibility and hierarchy and how different parts will interact), technology integration (selecting and integrating appropriate technology tools, e.g. video conferencing, collaborative platforms, data sharing systems), talent management (recruiting talented individuals and providing continuous development opportunities), performance metrics and evaluation, legal and regulatory compliance, risk management (managing risks associated, developing contingency plans and implementing cybersecurity measures).
[bookmark: _Hlk172997399]4.1 Challenges: 
· Communication and coordination- Maintaining effective communication due to the physical separation, coordination of tasks and activities necessitates robust systems to manage workflows, reliable technological infrastructure being critical for this organisations and is including stable internet connections, secure communication channels, access to software and tools, etc.
· Legal and regulatory issues- Due to team member being located in multiple countries, compliance with different labour laws data protection regulations and contractual obligations can be challenging as the legal requirements including those related to intellectual property, taxation and employment contracts should be met.
· Security and Privacy- Is critical to maintain and protect sensitive information. To meet this requirements robust security measures such as encryption, secure access control, security audits, etc. should be implemented.
[bookmark: _Hlk172997438] 4.2 Opportunities: 
· Enhanced flexibility and agility- Virtual organisations are adapting quickly to customer needs and market changes allowing a rapid configuration of teams to address new challenges and opportunities. This environment is one conducting to innovation.
· Increased collaboration and communication- Using advanced communication tools can facilitate ideal collaboration between the team members spread across different locations and lead to more effective teamwork.
· Scalability- The operations can be scaled up or down based on demand, scalability facilitated by cloud-based solutions and tools that support flexible resource management. 
· Sustainability- By minimizing physical infrastructure trough their design, virtual organisations contribute to environment sustainability. (Thorne, 2005)
[bookmark: _Hlk172997471]5. Leading Virtual Teams  
According to (Gavin, 2020) boosting motivation and engaging remote employees is vital in establishing the norms in the way they should interact and collaborate. Checking them regularly is a highly effective way in boosting their engagement. Consistent communication using video conferencing, transparency, building trust and providing support, giving a sense of purpose, fostering empathy and cultural awareness, and promoting work-life balance are other aspects that will contribute to successful managing the remote teams. In addition, feedback should be solicited as well as seeking their input on how the management is performing. 
[bookmark: _Hlk172997501]5.1 Challenges: 
(Bakken, 2018) identified 3 main challenges in managing the virtual teams:
· Communication- Assuring a free flow of accurate information and creating a strong culture that support collaboration can stand for many of detailed steps so in order to achieve that, the right people should be hired. Having several rounds of interviews via multiple mediums, observing the way the person interviewed communicate through writing and calls, can help in determining the good fit. Fostering as a leader a culture of communication and collaboration throughout organisation, removing the ambiguity by providing how members are expected to interact will be effective.
· Trust- Trusting the managers and believing in a common shared vision will make collaboration and engagement to happened naturally. However, in an environment where face-to-face interaction is a rarity building trust can constitute a challenge. Establishing a mission statement (why the business is doing what is doing), shared goals, encouraging staff in building on each other ideas as well as encouraging meetings in a regular basis via video conference can help in building a sense of community. 
· Productivity- Working outside of a traditional office will constitute an obvious risk of low productivity. Some of the members may not use their time wisely when others will risk burnout. Setting clear expectations and having regular checks without invading the privacy will ensure the accountability of how long the tasks can take. Tools such as Harvest or Toggl can be helpful in tracking the members spent on tasks. Erratic behaviour, late-night emails and unusual hours, quality decline, etc, can be a sign of burnout. Overcoming the challenges will bring rewards of leading a cohesive virtual team.
5.2 Opportunities: 
· Inclusive leadership- Essential in fostering an inclusive climate within diverse teams, involves recognising and valuing team members, promoting belongingness and facilitating contribution from all members of the team. The findings of the study initiated by (Ashikali, et al., 2021) confirmed that inclusive leadership positively moderates the relationship between diversity and the climate of inclusivity. Assuring this type of climate will boost employment engagement and innovation, will improve team collaboration encouraging members to share diverse ideas and perspectives, making organisation to be more responsive to the society needs.
· Enhancing employee satisfaction: Mutual assistance among team members in virtual organisations significantly enhances both cohesiveness and effectiveness. (Cai, 2023). Together with flexibility offered by this form of organisations, effective leadership communication, support and trust building, will lead to a higher level of employee engagement. Benefiting from the advantages above mentioned will increase employee engagement overall satisfaction with the job and their commitment with the organisation. (Newman, et al., 2020)
[bookmark: _Hlk172997554]6. Case Study Analysis: Git Lab  
The story of Git Lab known for its open-source collaborative software development application, began in 2013 with two software engineers (Dmitriy Zaporozhets and Sid Sijbrandij actual CEO) who despite living 2000 km apart decided not to relocate. From the first hiring Git Lab cemented the distributed workforce presently officially declaring itself all remote organisation with no physical offices. (Harvard Business Review, 2023). In numbers GitLab has over 30 million registered used, over 1800 team members in 60 countries, 133 consecutive releases every month, zero offices and over 3300 code contributors. (GitLab, 2024), the company being evaluated to worth approximatively $7.75 billion in market value. (Yahoo Finance, 2024)
As the organisation has no headquarters or offices, the employees at all hierarchical level including managers at C-level, work remotely from anywhere they choose, they can determine the time of the day when prefer to work (Choudhury, et al., 2020), make this organisation to be relevant for actual report.
[bookmark: _Hlk172997581]6.1 Organisational structure
Relying heavily in asynchronous communication, hiring and firing and every step of employee’s journey are remotely. GitLab has almost eight layers in the organisational structure as shown in Table 1.

[bookmark: _Hlk172997650]Table 1:
	Level
	Example
	Scope of Impact
	Expected Behaviours

	CEO
	Chief Executive Officer
	GitLab Global Organisation
	Champions

	Executive
	Chief People Officer and Chief Technology Officer
	Division 
	Champions

	VP/Fellow
	VP of Global Channels
	Department(s)
	Drives Change

	Senior Director
	Senior Director, Engineering
	Sub-department(s)
	Develops the framework and strategy

	Director/Distinguished
	Director of Customer Success Operations
	Sub-department/multiple teams
	Drives framework, strategy and plans

	Senior Manager/Principal
	Principal Engineer
	Across Sub-departments
	Fosters

	Manager/Staff
	Engineering Manager
	Across Teams
	Implements

	Senior
	Senior People Connect Specialist
	Cross functional work
	Models

	Intermediate
	Intermediate Backend Engineer
	Work within team 
	Grows/Acts

	Associate
	Business Development Associate
	Own work
	Learn/Develops


Source: (GitLab, 2024)
Measuring success based on output rather than input (impact of contribution assessment rather than time spent online), recognising that remote work requires alignment on norms and values with clear expectations and shared principles (the practices and procedure are to be found in ‘’The Gitlab Handbook’’ available online, encouraging self-management within the team-members (asynchronously collaboration encouraging, managers focusing on supporting rather than micromanaging) , the use of effective tools (e.g. Google Docs for virtual white boarding during the brainstorming sessions, Slack for communication, Zoom for  virtual meetings, Google Workforce for e-mail and document collaboration and own products for issue tracking and code review), using collaboration between sections (e.g. developers collaborate with marketing teams etc.), the GitLab’s mission is to enable everyone to contribute and co-create software that powers the world. This are some of the ways that the concept of virtual management effectively takes a form in this organisation. (GitLab, 2024)
[bookmark: _Hlk172997695]7. Conclusion  
In conclusion, digital technology and remote work have led to the creation of virtual organisations, which have transformed business operations. Virtual organisations offer cost savings, better productivity, and flexibility, but they also present unique problems that must be managed to maximise their potential. Virtual management becomes essential for enterprises in a competitive global economy.
Understanding how virtual management is implemented in planning, designing, and leading organisations is essential to examining virtual organisations. Virtual team management requires strong digital infrastructures, ongoing skill development, clear strategic goals, and good communication. Time zone variations, communication hurdles, and corporate culture preservation must be addressed to sustain organisational coherence and achieve strategic goals.
The success of GitLab shows the value of asynchronous communication, a well-defined organisational structure, and an output-oriented approach to virtual administration. Virtual organisations will increasingly shape employment in the future, making it necessary for firms to adapt and develop. Research and practical insights are needed to negotiate virtual management's challenges and maximise on its opportunities. Virtual organisations will shape global business in this changing digital landscape, but their success depends on their capacity to overcome obstacles and maximise this new model.
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Appendix 1:
Article Summary
Introduction:
As a part of Strategic Management Assessment and choosing as the topic Emotional Intelligence, a journal article with the title: ‘’The influence of emotional intelligence and personal styles of dealing with conflict on strategic decisions’’ was selected.
The authors: Raed Alharbi and Alhamzah Alnoor, after aligning the study with the literature in the field including Goleman’s dimensions of ‘’Emotional Intelligence’’ (EI), surveyed 324 managers from small and medium companies from Saudi Arabia, with the aim of finding the direct impact of ‘’Emotional Intelligence’’ (EI) and personal patterns of conflict management on the strategic decisions.
The purpose of this summary is the critically evaluation of the conclusion for the above-mentioned journal article, by focusing on the following aspects: what the author thinks the results mean, the linkage of results to the research question, the identification of study limitations, the points that the author may have missed, and proposed next steps.
2. Critical evaluation of the conclusion
2.1	Author interpretation of the results

Relying on several ready-made measures used in previous studies, using preexisting measures tools (Cronbach’s alpha statistical measure), and conducting an initial pilot study to analyse the stability of the final one, the authors concluded that the reliability of the variables and paragraphs used in the current study as well as correlation coefficient between the three variable (Emotional Intelligence, Personal styles, Strategic decisions) had a high positive value. (Table 1 and Table 2)
The hypothesis correlated with relationship between emotional intelligence and strategic decisions as well as relationship between personal styles to handling conflict and strategic decisions were all supported by the study being in unanimity accepted (Table 3) and are conducting to the following results: EI can be considered as a requirement in hiring and promoting employees for effective strategy decision making; EI can influence trust within the team members which is considered a major variable that can mitigate conflicts within a team. (Alharbi and Alnoor, 2022). Although the importance of EI for managers in strategic decisions cannot be over-emphasized the study reveals that a direct positive effect was found on the results of strategic decisions and indirectly trough relational leadership according to the authors interpretation.
2.2 The linkage of results to the research question
The results of the study conducted by Alharbi and Alnoor (2022) show a clear linkage between the research question - (What is the direct impact of emotional intelligence (EI) and personal patterns of conflict management on strategic decisions in small and medium-sized enterprises in Saudi Arabia?),-and the findings, revealing an evident positive effect of emotional intelligence (EI), and a direct impact of personal patterns in dealing with a conflict, aligning with prior studies (Grubb et al.,2018; Aqqad et al., 2019; Khosravi et al., 2020), and supporting the hypothesis according to which h a higher level of EI lead to a better managerial strategic decisions.
However, while the study identifies the motivation and social awareness as being beneficial, does not explore adequately why self-awareness and self-regulation do not show a direct positive impact.
2.3 Limitations identification
There are several limitation acknowledged by the authors in the study as follows:
The study is limited geographical and organisational to small and medium-sized companies from Saudi Arabia restricting the findings to this country, this culture, and this size of companies. This limitation can affect general applicability to larger organisations, different cultural and business environments or different geographical regions.
The reliance on self-reported data can introduce deviations from the expected values due to the subjectivism and respondents desire to present them-self in a way that aligns with social norms which may not reflect accurately their opinions.
Although the results are aligned with the relevant literature in the field, there is a possible limitation of the literature review which can missed alternative perspectives that could influence strategic decision-making process.
2.4 Missed points
Although the key aspects of Emotional Intelligence (EI) were covered in the text, there are a few potential areas that could be added to the study:
•	Cultural context: Cultural variations could increase the increase the study applicability and relevance.
•	Gender differences: The paper doesn’t discuss how gender variations in dispute resolution and emotional intelligence could affect strategic choices.
•	Industry specific analysis: While the study was primarily concerned with small and medium companies, could be beneficial to investigate if any particular industries would have different patterns in association between EI, conflict styles, and strategic choices.
•	Cross-sectional study: Having a cross-sectional nature, the study capture data at a single point of time. For a better understanding how, the strategic decisions evolve in time, longitudinal studies might be more useful.
2.5	Next Steps Proposal
From the perspective of applying the finding the authors are suggesting the following next steps:
•	Prioritising High Emotional Intelligence Individuals, choosing individuals with high emotional intelligence.
•	Conduct training programs to improve the emotional intelligence (EI) and conflict abilities of managers focusing in identifying and handling relationships and emotions.
•	Managers to be encouraged to handle problems in a cooperative manner rather than a competitive one, amicably rather than aggressively.
•	The disputes should be resolved promptly and directly.
From the perspective of continuing the research in the field of emotional intelligence (EI), conflict management and strategic decision making the authors are suggesting the followings:
•	Extend the range of Research by conducting studies with varied samples, such as managers from different industries and larger organisations.
•	Studying trends throughout time by conducting longitudinal research.
•	Examine how the relationships between EI, conflict resolution, and strategic decisions are affecting the organisational culture and industry-specific variables.
•	Examine how specific EI dimensions affect strategic decision making.

2.6	 Agreement confirmation

In line with the journal article "The influence of emotional intelligence and personal styles of dealing with conflict on strategic decisions" by Alhamzah Alnoor and Raed Alharbi (2022), my reflection supports the conclusions made by the authors. The study emphasises how important emotional intelligence (EI) is for making strategic decisions and how high-EI of managers must improve trust and conflict resolution. The authors point out restrictions that affect generalizability, such as self-reported data and geographical limitation. For a more thorough understanding, they suggest extending research to a variety of industries and carrying out longitudinal studies. I support their suggestions because they will produce more reliable data and generally applicable methods for utilising Emotional Intelligence (EI) in management by extending its range and employing longitudinal approaches.

2.7 Conclusion: 
The article message is that the results of strategic decisions are significantly influenced by emotional intelligence (EI) and individual conflict resolution methods. Specifically, through motivation, social awareness, and social skills, EI has a positive impact on strategic decision-making. Furthermore, while competitive techniques in managing conflicts have negative impact, cooperative approaches effects are favourable. In order to improve organisational decision results, the study accentuates the need of choosing managers with high EI and effective conflict management techniques.






Appendix 2
Precis of the selected paper
Alharbi, R. and Alnoor, A. (2022). The influence of emotional intelligence and personal styles of dealing with conflict on strategic decisions. PSU Research Review.
Purpose:
The study explores the role of emotional intelligence (EI) and personal conflict management styles in enhancing strategic decision-making in organisations. It also explores the contribution of various factors affecting the effectiveness of decision-making within organisations. Additionally, it also suggests how organisations may recruit middle-level managers by considering the factors affecting effective decision-making and how to improve them. Furthermore, it highlights the necessity of the relational skills of leaders and managers of all levels for conflict resolution and making decision effective.
Methodology:
A sampling method has been used to carry out this research. The sample consists of 324 managers of different small and medium business organisations from Saudi Arabia. The sample of 324 managers was taken from a population of 1200 managers working in the middle level of the organisation and executing the strategic decisions of the top-level management. The respondents to the research have been selected randomly.
Finding: 
The key finding of the research include a positive correlation between emotional intelligence (EI) and strategic decision-making, the impact of various dimensions of EI, conflict management styles for achieving mutually beneficial outcomes, and the role of relational leadership for effectiveness in decision-making.
As part of the positive correlation between EI and strategic decision-making, the authors of the research stated that managers with a high level of EI get better, more significant outcomes in decision-making. They also measured the effectiveness of various dimensions for becoming emotionally intelligent and making effective decisions. The dimensions are self-awareness, self-regulation, motivation, social skills, etc. Among the EI dimensions measured, motivation, social awareness, and self-awareness showed a positive influence on strategic decisions. Self-regulation and social skills, on the other hand, do not a significant impact on emotional intelligence. As part of conflict management styles, they argued for cooperative management styles characterised by collaboration and compromise, which have a significant contribution to conflict resolution. This conflict management style will make both parties involved in a decision-making process mutually beneficial. As part of the role of relational leadership, they explained the relationship between emotional intelligence (EI) and strategic decision-making. They discussed that emotion can be good or bad, but intelligence is the ability of individuals to accept the right one and to reject the wrong one by being relational. That is how relational leadership has a significant positive impact on making strategic decisions effective for organisations. Finally, the authors emphasize the importance of training employees within organisations to develop social skills, as they are helpful for making strategic decisions.
Limitations:
The research has been conducted by taking a sample of respondents from the managers of small and medium enterprises (SMEs) in Saudi Arabia. The management practices as well as strategic management practices of this country are not similar to those of other countries because the cultural nature of the people in Saudi Arabia is different from that of the UK. That is why the application of the findings of the research is narrow.
Appendix 3
Presentation slides


2

Presentation slides - Copy the latest.pptx



Relying on several ready-made measures used in previous studies

The hypothesis has been in unanimity accepted

EI directly positively impacts strategic decisions

Not all dimensions of EI have the same impact

EI positively can influence trust between team members

Managers with higher level of EI and those employing cooperative 

conflict management strategies are more likely to make more effective strategic decisions.

The findings support the research question demonstrating the beneficial influence of EI on strategic decision-making

Clear linkage to the research question





23/08/2024

1

Conclusion Analysis

Geographical and organizational limitations



Self-reported data reliance



Literature review limitations





 

Missed points

Limitations

Interpretation of the results

Cultural context



Gender differences



 Industry specific analysis



Cross-sectional study
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Next Steps Proposal

Prioritizing high Emotional Intelligence individuals when hiring

Training programs conduction

Cooperative manner rather than aggressively problems handle

Promptly and directly disputes solvation

Range of Research extension

Longitudinal research conduction

Agreement confirmation



In line with the journal article above mentioned, my reflection supports the conclusion stating that there is an evident positive effect of EI and cooperative conflict management in impacting the strategic decision-making process in small and medium enterprises in Saudi Arabia. However, extending the research to various industries and longitudinal studies will produce more reliable data and generally applicable methods for utilizing EI in a more effective way for leadership.
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