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[bookmark: _heading=h.gjdgxs]Introduction

Virtual organisations are a major trend in the global business environment due to its ability to provide greater versatility and reduce the business costs for companies. IBM is currently one of the leading global companies that also act as a virtual organisation to ensure optimal efficiency in its business outputs. This task primarily focuses on analysing the emergence and growth of virtual organisations like IBM and its implications on Human Resource Management (HRM) control. 

Emergence of Virtual Organizations
· Historical Context: The Virtual Organization concept has been widely popular in current era, however the remote work concept is not new, the trend was continuously increasing after internet revolution has happened all over the globe and technologies like 4G, 5G and fibre made internet faster, inexpensive and widely available, highly optimized and sophisticated communication tools like MS Teams, Slack, Zoom and Webex and fasten the trend of remote work and provided convenience of working from home to employees of many companies.
· Pre-COVID-19 Trends: According to a report published in Forbes In 2019, prior to the Covid pandemic, 4.7% of UK employees worked from home. The normalization of remote work has been on a steady incline, as per Wikipedia Americans working from home grew by 4 million from 2003 to 2006.
· Impact of COVID-19: With worldwide governments imposing lockdowns in early 2020 and restricting physical interactions, organizations had no choice but to implement remote work arrangements swiftly. The pandemic highlighted the necessity of maintaining business operations despite physical office closures. Organizations had to leverage digital technologies to ensure continuity of operations, leading to widespread adoption of virtual tools and platforms. 

[bookmark: _heading=h.30j0zll]Operations of Virtual organisations
Virtual organisations (VOs) are generally associated with the companies that focus majority of business operations in the online environment to provide requisite services to the clients. The VO arrangement provides companies with the opportunity of using remote teams located all over the globe delivering required products and services to the consumers within deadlines (Sudirjo et al. 2024). Companies using the Virtual arrangement also enjoy the opportunity to utilise high-speed internet and online collaboration among teams situated in diverse geographical locations for working on complex projects. For instance, there are currently more than 288,000 employees working for IBM across 175 countries, and 95% of IBM’s workforce are based on remote working teams as of 2024 (Fortune.com, 2024). The above data demonstrates the high requirement of virtual organisations like IBM to coordinate efforts and productivity among remote teams to achieve the desired level of performance. 
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Figure 1: Functions of a VO 
(Source: Created by author)

The management process within a virtual organisation involves online tools such as messaging apps like Google Chat and video conferencing for instructing employees and discussing business issues. Remote employees are expected to interact and communicate with each other online to share creative ideas and discuss plans on projects (Fuchs and Reichel, 2023). Therefore, virtual organisations like IBM encourage remote employees to engage in conversations to brainstorm new ideas and deliver improved services to the company. For instance, IBM has developed the virtual enterprise framework that enables its employees to collaboratively work and develop software such as AI and ML projects online (Ibm.com, 2024). As a result, VOs prioritise flexibility and greater space to the creative depression of employees for achieving optimal business outcomes. On the other hand, the decentralised management structure of VOs. Therefore, IBM operates as a strong virtual organisation due to high efficiency of remote teams and ability to further market interests in the online environment. 
[bookmark: _heading=h.1fob9te]Key opportunities of using virtual management in the competitive global market Flexible work schedule
A defining opportunity of the VO arrangement is the feasibility in the work schedule as employees are permitted to work based on connection time without stringent restrictions. Remote employees in VOs are often expected to serve clients in a different time zone within the globe, thereby requiring flexible shift allocations (De Vos et al. 2024). Therefore, employee shifts significantly vary under VOs based on the nature of the project and requirement of the client in an effective manner. For instance, 49% of IT projects undertaken by IBM are built by remote employees based on convenient shift timings (Ibm.com, 2024). Therefore, the effectiveness of VOs like IBM to provide flexible work schedules significantly contributes towards the efficiency in achieving business goals. 
Informal means of communication
Employees working under the VO arrangement are also able to use informal means of communication with the employees for improving interactions and developing mutual understanding. Information communication in the case of VOs generally involves personal texting on the company’s chat applications and direct discussions between managers and employees without any intermediaries (Gewehr et al. 2024). The usage of personal chat applications like MS Teams and Zoom for meetings and team engagement sessions during working hours is effective in enhancing virtual interaction. As an example, IBM explicitly leverages the application of MS Teams, Webex and Zoom, for allowing its employees, managers and business leads to simultaneously communicate and address key concerns in an adequate manner (Ibm.com, 2024). Hence, the opportunity of informal communication significantly contributes towards simplicity and efficiency in the daily interactions among employees in VOs like IBM. 
Digital organisational structure
Virtual Organisations experience the opportunity of using a digitised organisational structure for allocating various tasks and responsibilities among its employees in the workplace. A digitised organisational structure empowers employees to directly interact and report to the top organisational leaders without the need for receiving prior approval (Ullrich et al. 2023). The presence of a digital organisational structure at VOs significantly increases transparency between the employees and the organisational leadership for transfer of information during key projects. As an example, IBM has applied its digital transformation strategy to its organisational security for streamlining the distribution and leadership process during Live projects (Sharma et al. 2023). As a result, the adoption of a digitised organisational secure is a key feature of VOs like IBM to improve the quality of its business outputs in the market. 
[bookmark: _heading=h.3znysh7]Evolution of IBM’s virtual management practices 
In terms of planning, design and competitive leadership 
Virtual management allows IBM to use multiple processes and methods to track and control a large volume of remote teams based on established guidelines. The role of virtual management is significantly important for establishing proper communication among the team members and ensuring the desired business expectation is achieved through the output (Ritterbusch and Teichmann, 2023). IBM places a significant emphasis over the implementation of desirable virtual management principles and protocols to track and monitor the performance delivered by each of the remote teams. The major virtual management practices carried out by IBM can be described as per the following: 
Business planning and project discussion among the remote teams
IBM carries out its planning for project deliveries virtually, IBM practices various methodologies for remote teams to better plan and deliver the projects in deadlines e.g. Agile Methodology, agile ceremonies like Sprint Planning, Daily Scrum, and Sprint Retro meetings are organised with the project leads using video conferencing. Frequent meetings enable the leads to keep track of discussing and progress reports submitted by the employees along with ongoing business projects (Fernandes and O’sullivan, 2023). IBM prioritises the development of meetings among the teams and managers for proper communication about project planning and feedback in client requirements. For example, IBM organises frequent online meeting sessions such as stakeholder engagement sessions, Q&A and monthly all-hands to discuss the current state of projects and emerging market opportunities (Ibm.com, 2024). Therefore, the ability to organise meetings with the remote teams and communicate about work expectations significantly improves IBM’s business strategy in the market. 
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Figure 2: IBM’s virtual management practices
(Source: Created by author) 
Leading competitively through Constant evaluation of work quality
IBM’s virtual management evaluates the work produced by the remote employees based on the satisfaction criteria provided by the client to achieve competitive edge in the market. Evaluation of employee output enables VO to determine the respective performance level and capitalise of employees to fulfil the business objectives of the company (Hasan et al. 2024). IBM places a significant degree of importance towards work quality assessment of the companies such as presence of errors and discrepancies in the software projects. As an example, IBM utilises the “Emptoris” platform as the main performance assessment platform that uses automation and data analytics for achieving its market objectives (Ibm.com, 2024). Therefore, assessing the work quality of the remote teams is an essential factor for the virtual management system adopted by IBM to sustain its market standards. 


Designing output by providing mentorship for improved performance 
Mentoring and coaching remote teams to extract improved performance also serves as a key task for IBM under virtual management requirements. VO’s focus on providing remote working employees with guidance and direction for constantly boosting productivity and creativity based on business requirements (Tran et al. 2024). As a result, IBM has developed comprehensive mentorships programmes for providing an optimal opportunity for professional development of its remote employees. IBM Blue Core Coaching, IBM Skill Build, Think40 and Pathfinders mentoring programme are the few mentoring programme for evaluating and improving the competencies of its existing workforce of engineers (Ibm.com, 2024). Therefore, constant improvement of performance standards and training on different projects for the remote workers plays a significant role in improving the output from the virtual management initiatives undertaken by IBM effectively. 
[bookmark: _heading=h.tyjcwt]Key challenges and respective solutions for virtual organisations 
A major challenge faced by IBM is difficulty in building mutual understanding and recognition among the employees in the online work environment. Peer engagement and discussion of creative ideas relies largely on face-to-face interactions and conversations in the workplace environment (Hamouche, 2023). However, VO face significant difficulty in encouraging strong peer engagement among its employees due to the inability to interact and brainstorm in a physical workplace environment. Furthermore, VO also face a significant challenge in providing instructions to the employees based on constant online communication (Budhwar et al. 2023). Managers of VOs are often able to communicate with all the employees online due to limited time and large workforce of the companies. Therefore, developing peer engagement, mutual understanding and proper instructions to the teams are significant challenges for VO in the competitive markets.
[bookmark: _heading=h.3dy6vkm]Role of virtual management in HRM control of IBM
HRM control is one of the key areas of virtual management that involves managing the behaviour and work done by the employees during working hours. As per Bakare et al. (2024), the implementation of HRM control generally involves managing employee issues such as salary expectations, loyalty, retention and turnover in an effective manner. VOs are required to adopt a suitable mechanism of HRM control for ensuring that the human capital can be optimally used for the company’s interests. On the other hand, HRM control largely relies on the virtual management competencies especially for managing the activities of remote employees (Kambur and Yildirim, 2023). Therefore, HRM control is an essential factor that determines the effectiveness of a VO like IBM to optimise employee retention and profitability in a comprehensive manner. 
Virtual management practices for HRM control involves surveillance on the online activities of remote employees during working hours and ability to follow the team lead's instructions. For example, IBM uses a detailed Human Capital Management (HCM) framework under its virtual management competencies recruitment, obtaining and training completely through the online environment (Ibm.com, 2024). The HCM framework enables IBM to streamline HR functions such as managing the workflow of online teams and increasing its return on investment. Therefore, the usage of virtual management practices enables IBM to ensure optimal performance from its team members and follow the IBM’s core values.  
[bookmark: _heading=h.2et92p0]Major opportunities of adopting the virtual organisation structure
How organisations have leveraged and benefited from Virtual Operations
Cost effective Business Expansion
A major opportunity experienced by IBM is the ability to carry out business expansion without the investing large sums of money in real estate. VOs can access new business geo locations without moving industrial equipment, financial resources and business networks (van Beusekom–Thoolen et al. 2023). As a result, IBM has effectively established business in different geo locations where they do not necessarily have physical presence. For example, IBM currently operates across 170 countries in the global market, and the company does have physical infrastructure in a multiple regions and providences (Ibm.com, 2024). Therefore, the ability for inexpensive market expansion is a major opportunity leveraged by IBM for achieving higher profitability. 
Smooth workforce augmentation
Virtual Organisations rapidly expand its workforce due to easy usage of the online platform for short listing and interviewing potential candidates. The remote working facilities provided by VOs enables the companies to source and recruit workers from diverse geo location based on industry experience and professional competencies (Morris et al. 2023). Therefore, VOs such as IBM can effectively build and train employees from across the globe for contributing to its virtual teams. 
Cost Effective Operations
IBM can further build on its existing VO structure for significantly lowering daily expenses such as real cost, electricity consumption, wages to support staff and maintenance costs. Relying on remote workers mitigates office expenses such as purchasing, furniture, water supply and other commodities for the employees (Sartor et al. 2023). Therefore, significant market opportunity for VOs is to reduce business expenses, thereby improving its profitability 
[bookmark: _heading=h.1t3h5sf]Conclusion
It can be concluded that virtual organisations have become popular in the global competitive market due to lower business costs, ability to employ large teams and increase market productivity. However, there are significant challenges posed by remote culture that includes, communication, performance challenges and too much dependency on online communication tools. Companies like IBM have adopted the virtual business arrangement for operating across many countries and providing its IT services to a diverse client base. Challenges like lack of peer engagement, resources management and performance concerns serve as the key challenges jeopardising business prospects of Virtual Organisations.
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Appendix -1 (PPT)
CHALLENGE & ANALYSIS
CHALLENGE - The intention to shed light on the impact on company performance of HRM control and business plan alignment. 
ANALYSIS - As a guide to future empirical research, it is prudent to also examine some of the key limitations of this study. First, perhaps the most obvious limitation is that the one-time data resemble a snapshot. Although the theoretical discussion preceding the hypotheses imply a specific causality in each case, the cross-sectional nature of the data prevented any appropriate methodology for the examination of specific causal linkages. Gaining a clearer understanding of the relationships between strategy, HRM control and performance will require longitudinal analysis. Future research might try to use the case study approach to extensively examine specific linkages.
 
[image: ]






THE OUTCOME
This study looked at the connection between business strategy, HRM practices, and overall firm success. The results demonstrate multiple relationships between company performance. The conceptions of behaviour, output, and input control don't seem to conflict with one another, but they do offer a workable foundation for incorporating HRM as a whole into theories of organization. 
Considering their respective advantages and disadvantages, it's possible that a mix of the three enhances the performance of the company as a whole. Therefore, drawing the conclusion that there are effective, all-encompassing, or best practice approaches to HRM is inaccurate.

Appendix-2 (Precis)
Precis GROUP- 6
Business strategy and performance: the role of human resource management control by Yao-Sheng Liao is used for this presentation. Business executives understand that the HR department is aligned with corporate objectives that affect financial performance. The efficient management of human capital determines organizational effectiveness.
Since the beginning of the SHRM era decades ago, researchers have developed a larger perspective focused on managing the workforce as an entire system. Strategies are merely tools to achieve a goal. It also assumes that companies that closely match their HRM practices to their business strategy outperform those that do not. Contingency theory suggests that HRM practices and corporate strategy are closely related. According to this view, a company's business strategy dictates its HRM practices. There has been a lot of research done on the connections between HRM strategy and competitive strategy so far. On the other hand, from a control viewpoint, one significantly absent area is the relationship between HRM control and company strategy and the method it affects performance.
The focus of SHRM research has shifted to firm-level challenges in people management. It is assumed that the goal of different HRM procedures is to elicit and regulate the attitudes and behavior of employees. In terms of the role behavior that are thought to be necessary for various strategies, this theory is rather detailed.  It focuses on the kinds of HRM techniques that work well to generate these role behaviors. The behavioural approach assumes that strategies result in HRM practices that elicit employee role behaviours, which affect and lead to a variety of outcomes that are positive for the company.
Behaviour control has a notably favourable impact on performance. A behaviour-control-based HRM control system would improve a company's performance According to agency theory, output control may provide workers greater freedom to use their judgment and be innovative. However, output control makes subordinates assume greater business risk; as a result, they usually choose safe paths of action and focus on short-term goals. It seems that no company in Taiwan competes only based on quality; rather it uses reducing expenses, quality-enhancement, or innovation strategies to improve its competitive status. The study's findings indicate that quality is emphasized by all businesses, suggesting that quality is a common corporate priority. It is not unexpected that companies cannot achieve greater performance with matching HRM orientation.
Performance is improved by HRM systems based on input control. The innovation strategy adopters when executive performance evaluations are not predicated on highly defined norms. The connection between input control and business performance aligns with current research on the shift to knowledge-based, flexible organizations. The relationship between input control and innovation-focused corporate strategy increased its beneficial effects. To be able to adapt to the quick changes in the market and advances in technology, these organizations want their employees to be creative, collaborative, capable of pursuing long-term goals, ready to take chances, and able to effectively manage ambiguity and uncertainty.


Appendix-3 (Summary)
“BUSINESS STRATEGY AND PERFORMANCE: THE ROLE OF HUMAN RESOURCE MANAGEMENT CONTROL”
· INTRODUCTION: -

Contingency theory (Miles and Snow, 1981; Porter, 1985; Schuler and Jackson, 1987) states that for HRM methods to improve organizational performance, they need to be coupled with business strategy. When employing a cost-reduction approach, businesses must strictly regulate, cut down on, and target higher economies of scale. Businesses need to be efficient in order to prosper. By routinizing the transformation process, behaviour control, which encompasses the following HRM, practices: close supervision, behavioural performance appraisal, standard operating procedures, and feedback increases predictability. This approach to HRM focuses on reliability and efficiency by trying to manage behaviour. These arguments lead to the following hypothesis:

1. HRM based on behaviour control has a good relationship with business performance. Stressing cost cutting as a corporate approach.
2. Input-controlled HRM has a good relationship with business performance.
Highlighting innovation as a tactic for company.
3. Performance for companies that prioritize quality improvement as a business strategy is positively correlated with HRM based on output control.

· DETERMINING THE ISSUE IN CONCERN: - 

The intention to shed light on the impact on company performance of HRM control and business plan alignment. Any method to HRM control can be made valuable by concurrently aligning HRM with the kind of business strategy that companies use. As well as eliminating, research the sectors and regions chosen, however this is unknown, may have affected constraints and ramifications, like the results of this study.

· POTENTIAL SOLUTIONS: -  
Determining the impact of Human Resource Management (HRM) control and business plan alignment on company performance is a multifaceted issue that requires careful analysis and consideration of various factors.

· Important Points for HRM Control Systems:

· Performance appraisals are methods for assessing worker performance and coordinating it with company objectives.
· Incentive Structures: How bonuses, pay, and benefits relate to performance indicators.
· Training and Development: How well training initiatives improve workers' abilities and output.
· Compliance and Risk Management: Making sure that HR procedures adhere to legal requirements and reduce risks.

· Alignment of Business Plans:

· Strategic Fit: How well HRM procedures align with the overarching corporate plan.
· Adaptability: The capacity of HRM procedures to change in response to shifting market dynamics and business strategies.
· Cultural Alignment: Making sure HRM procedures cultivate a culture that bolsters strategic objectives.


· Sectoral and Regional Disparities

· Industry Characteristics: HRM strategies and requirements can differ throughout industries.
· Regional Variations: Regional labour laws, cultural norms, and financial circumstances can influence the efficacy of HRM.


· OBJECTIVES AND MOTIVATION: -

It is wise to look at some of the main restrictions of this study as a guide for future empirical research. The fact that the one-time data resembles a snapshot is likely the first and most evident drawback. The cross-sectional character of the data precluded the application of any suitable approach for the investigation of causal links, even if the theoretical discussion that preceded the hypothesis implied a specific causality in each case. Longitudinal analysis will be necessary to provide a better understanding of the connections among strategy, HRM control, and performance. Subsequent investigations could aim to employ the case study methodology to thoroughly analyse certain connections.

Secondly, financial success was the primary emphasis of this study rather than some other measure of firm effectiveness. This concentration was a deliberate choice. Subsequent investigations could condense the effects of HR operations on performance at various organizational levels. Huang (2001), for instance, has studied HRM strategy and found that financial success and organizational morale are important factors. The operational performance of HRM manufacturing strategy is the focus of Youndt et al.'s (1996) study (i.e. machine efficiency, customer alignment, and employee productivity). Huselid (1995) studied financial performance, productivity, and turnover in relation to high performance work methods. These are great illustrations of how HRM systems create a series of interconnected performance repercussions for businesses.

Third, the relationship between HRM control and company strategy was the only one examined in this study. It's conceivable that this HRM control-performance relationship is also influenced by other organizational features like technology and structure. Therefore, in order to obtain additional understanding of the HRM control-performance relationship, future contingency studies utilizing other organizational features as moderators are necessary.

Fourth, it may be too simplistic to presume that a single optimal set of HRM practices is ideal, or utilized, in all situations. As different groups of employees possess skills that vary in importance to a firm's competitiveness, the HRM practices used to manage them are likely to vary (Jackson et al., 1989). Evidence shows that different HR configurations tend to be used to manage workers in different modes of employment (Lepak and Snell, 2002). Future research might strive to conduct more intensive examinations within firms to address an employment level of analysis as means to understanding how firms strategically manage different employee groups.

Fifth, while the behaviour, output, and input constructs of HRM controls—which this study employed—offer a workable framework for combining HRM activities, it's crucial to remember that this framework merely clarifies the potential patterns of HRM practices. It just mentioned whether or not they were highlighted, without distinguishing between different kinds of behaviour evaluation processes, reward and performance appraisal systems, or selection and training systems. The finer points of behaviour, output, and input control as they relate to specific HRM practices may be the subject of future research.

· CONCLUSION: -

This study looked at the connection between business strategy, HRM practices, and overall firm success. The results demonstrate multiple relationships between company performances. While some of these demonstrate the existence of many contingency linkages, others point to a direct relationship between HRM and performance. The conceptions of behaviour, output, and input control do not seem to conflict with one another, but they do offer a workable foundation for incorporating HRM as whole into theories of organization. Considering their respective advantages and disadvantages, it is possible that a mix of the three enhances the performance of the company. Therefore, drawing the conclusion that there are effective, all-encompassing, or best practice approaches to HRM is inaccurate.
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