


Abstract	Comment by James Moore: It might feel like a minor thing, but the requirement for the dissertation is 12 point text (rather than 11) and double spaced. I know it's a pain to update the formatting for the whole document, but it shouldn't take too long!
This research analyses how AoEC, an entirely virtual organisation, facilitates effective collaboration and knowledge sharing.  Using a qualitative approach with elements of quantitative analysis, data was collected from 10 participants through interviews and analysed using thematic analysis.  

The findings indicate that collaboration and knowledge sharing within virtual teams can be extremely successful with structure, process and transparency.    However, barriers such as unstructured meetings, lack of face-to-face interaction and lack of structure to processes and documents contribute to time management difficulties and increased workday pressures.

Future research should focus on in depth interviewing of a larger sample as well as using participants from different work environments.
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1. [bookmark: _Toc228986152]	Introduction
The 23 March 2020 was a notable day in history as the UK Government ordered everybody to stay at home in response to the COVID-19 pandemic, which required many businesses to become virtual practically overnight.  The Academy of Executive Ccaching (AoEC), which is an Executive Coaching provider established in 1999, was already fully virtual with no physical office, only reliant on technology for daily collaboration among its 35 team members (current staff count).   Virtual working (formerly referred to as teleworking) was around before the Industrial Revolution and has evolved significantly.  (Barrero, et al., 2023).  Today, remote working has become a prevailing organisational culture within many modern workplaces, facilitated by advancements in information and communication technology (Agba, et al., 2022).	Comment by James Moore: It might be worth a reference to help support your historical context.
The heightened dependence on virtual teams following the Covid-19 Pandemic, combined with rapid advances in technology, has completely reshaped the way organisations collaborate and exchange knowledge.  Rahul et al (2020) noted that the pandemic precipitated a substantial increase in the use of digital technologies because of social distancing measures and widespread lockdowns.    Unlike traditional office-based businesses that had been forced to become virtual during the Pandemic, companies like AoEC that were already virtual did not need to necessarily restructure operations.   However, remote native companies could still experience issues with knowledge sharing and collaboration due to the lack of face-to-face interaction.  In comparison to an established office-based businesses that would likely struggle with issues from transition to a virtual set-up, remote native companies are more likely to encounter more complex and prolonged challenges. These challenges would likely stem from contributing factors such as the widespread geographic locations of employees, rapid technological developments brought on from the pandemic, and fewer chances for formal interactions (Gibson & Gibbs, 2006)  This is further supported by Martins et al (2004) who mentions the challenges that can arise due to insufficient team participation and the silence brought on by difficulties in contributing to team meetings.  Collaboration and sharing knowledge are renowned for being essential factors in team and organisational success.  They are typically fostered in face-to-face settings where tacit knowledge is willingly exchanged as trust among team members would have developed naturally.   Remote-only organisations must deliberately establish collaborative frameworks that foster transparent communication and streamlined workflows (Bakken, 2018)). To prevent silos, virtual teams must be able to have easily accessible channels for knowledge sharing throughout the business, with strong management practices, effective leadership, and clear transparency.   Blanding (2024) found that factors such as time zone discrepancies, cultural diversity, and technological constraints can hinder collaboration and disrupt the flow of knowledge sharing among colleagues  	Comment by James Moore: I think I get what you're saying, but it's quite a long sentence. Just stylistically, can you make this 2 sentences or re-structure it?	Comment by James Moore: As above - but I won't highlight this again for the rest of the dissertation.
As remote and hybrid work models continue to grow in popularity, there is much emphasis that virtual collaboration is no longer thought of as a temporary adjustment but more a permanent feature to organisational life.   Currently, remote teams rely heavily on digital communication tools such as applications for messaging and video communication enabling connectivity across distances, however, these cannot fully replicate the importance and richness of in person communication.  This situation can result in several challenges, such as feelings of lost psychological safety due to message misinterpretation (Lechner & Mortlock, 2022).  It can also lead to weakened collaboration between teams, whilst also reducing opportunities for spontaneous interactions typically found in office environments. These factors may be considered disadvantages with Bakken (2018) noting how communication can become unclear when teams do not meet face-to-face.  It can weaken trust and collaboration as workers are isolated, and it can be difficult to assess whether employees are overloaded with work or are sat with little to do.  These issues can also negatively impact trust which is a fundamental component of effective collaboration and knowledge sharing as it enables employees to share knowledge openly.  (Petitta & Ghezzi, 2023) Trust within teams heavily relies on colleague participation as well as the provided reassurance and encouragement to engage in collaborative discussions and problem-solving.  A lack of trust among team members can result in restricted knowledge sharing, potentially creating silos and reducing overall efficiency. (Jones, et al., 2024)	Comment by James Moore: It feels as though you could add a source in here to add more credibility to your point. Any psychology based research into building and maintaining relatedness could be good here -   a psychology research/publication website?  Even something broadly from the CIPD would be helpful. 	Comment by James Moore: Again, some evidence/source here would be very helpful.	Comment by James Moore: Add in a source! Look at Michael West's work on teams and trust...or anything about relational cultures. 
There is research appearing daily which attempts to examine the everchanging landscape of remote teamwork such as the recent journal article by Soko & Ngwira in 2024.  They felt that even though remote work had been around in various forms for a while, the Pandemic accelerated the prevalance of it.  The current focus of research focuses on how post-pandemic businesses have transitioned to remote work as a temporary strategy. A working paper published in Havard Business Review explores this further by stating how the onset of COVID-19 transformed work arrangements with businesses forced to either shut down or move their business to a remote work model (Bartik, et al., 2023)The literature fails to address organisations such as AoEC, which have always operated without physical office space but instead focuses on those that already had high pre-pandemic work-from-home viability (Constantinescu, et al., 2024)  The  literature surrounding knowledge sharing and collaboration within remote-native teams focuses on the integration of these virtual teams as a contemporary form of teaming (Horwitz & Santillan, 2012).  There are also articles on those business that allow employees to work from home during part of the working week using ICT (Bailey & Kurland, 2002), There is a clear methodological and temporal gap for an analysis of completely remote-native companies and how they successfully practice team collaboration which in turn effects knowledge sharing.  	Comment by James Moore: Such as?!	Comment by James Moore: Such as?	Comment by James Moore: How do you know? What's your source?	Comment by James Moore: Say what it is then!
To address any identified gaps, this research will investigate how a fully virtual organisation enables effective collaboration and knowledge sharing. The research specifically aims to determine the key distinctions influencing these practices between a fully virtual company and one that is remote-friendly.  It also seeks to assess the potential strategies AoEC may have implemented to strengthen collaboration and knowledge exchange within its current virtual environment.   The research will look to identify key barriers as well as critically evaluate the effectiveness of existing strategies and put forward recommendations to enhance knowledge sharing in a virtual context.
A qualitative approach will be used to achieve these aims.  Lim (2024) found qualitative research to be particularly effective at revealing the complexity of social phenomena by highlighting human experiences and viewpoints.  The data will be collected through semi-structured interview involving participants within AoEC, who will have vast experience in completely remote teams.  Whilst there are limitations to this approach as described by Mwita (2022) such as the involvement of human interpretation and bias, this approach will enable the exploration of both individual experiences and the practices of an established remote team.  This should then provide a comprehensive perspective into the factors that shape collaboration and knowledge sharing within virtual teams.  The research findings will then be compared to the discoveries within relevant existing literature and research carried out around these subject areas.	Comment by James Moore: I know you will go more into this in your Methodology, but this is a great place to say something like...

"Whilst there are limitations to this approach as described by (xxxx, xxxx), the approach will...."
This research is significant and has potential to influence both academic and practical discussions on completely remote teams.  The intention is that this new research will contribute to existing research and literature by integrating the concepts of knowledge sharing and collaboration within a single analytical framework and can potentially be presented in article format to local CIPD branches as well as Universities for consideration. There is also anticipation that the research findings will offer valuable insights for similar organisations.  It will hopefully assist organisations wishing to improve their virtual team collaboration, knowledge management and processes, and transform how participants use technology to collaborate both externally and internally.  Working from home and hybrid working has grown in immense popularity post pandemic, and many organisations continue to deliberate over the most effective strategies for both business operations and employees.  According to McKendrick (2022), remote work has become an effective tool for attracting highly qualified candidates. The flexibility of the work-from-home arrangement contributes to increased job satisfaction and productivity among remote employees.	Comment by James Moore: So how are you planning to share the knowledge? Just a summary sentence. E.g. presenting to local CIPD branch, writing an article etc.
The structure of the research will commence with a thorough analysis of existing literature on remote teams, collaboration and knowledge sharing, aiming to identify key themes and theoretical perspectives.    Chapter 2 will focus on an in-depth discussion on the methodology used for the research to include research design, data collection methods and data analysis.  It will also include any limitations that may arise during the research.  Chapter 3 will focus on the findings of the structured interviews and compare these findings to the existing literature.  The research will conclude on Chapter 4 with a summary of the main insights and implications, followed by recommendations derived from interviews with participants
2. [bookmark: _Toc228986153]Literature Review
This review aims to provide an in-depth exploration into the literature surrounding virtual collaboration and effective knowledge sharing and how it differentiates from those working in fully remote to more remote friendly environments. The evolving nature of work, particularly the shift towards digital platforms and virtual teams, has brought both challenges and opportunities to how we approach collaboration and knowledge sharing in organisations today.
[bookmark: _Toc228986154]Remote Work 
Remote working is an established practice that predates the global pandemic, with its origins tracing back to the 19th century.   According to Erickson (2025) only 25 per cent of men, and approximately 12 per cent of women worked outside of a home with more than 80 per cent of adults employed in or near their own or someone else’s home.  Erickson goes on to say most schools, offices and shops were still largely located within homes until the end of the 19th century with proprietors of these establishments living in the upper floors of the premises. This historical perspective highlights that the notion of working away from a centralised workplace is deeply rooted in society and has simply evolved with technological advancements.  The Industrial Revolution dramatically transformed both workplaces and the traditional concept of working from home. Technological advances led to the creation of new industries, which required people to leave their homes and work at industrial sites. Flexitime was introduced in 1967 to help solve issues like traffic congestion, lateness, and absenteeism as well as increasing job satisfaction, commitment, efficiency, and productivity (Agba et al, 2022).  Barker (2020) stated that while the transition to remote work is often described as revolutionary, it is fundamentally a reversion to previous societal norms. Barker also suggests that to improve current practices, it is important that businesses look back on historical experiences, particularly those involving challenges such as workplace conflict and the codes of conduct associated with working remotely.
More recent studies have provided insight into current remote work trends following the COVID-19 Pandemic. Onrec (2026) found that only 5% of new job openings in the UK are now advertised as fully remote, and that even though many candidates prefer these roles; out of 113,874 listings, just 5,404 were for remote positions. KPMG (2023) noted that early in the shift to remote work, companies were reconsidering policies and experimenting with new remote arrangements, predicting that flexible working would become central in organisations' talent strategies. Hooson (2025) highlighted the growth of the digital “nomad trend” which is where people blend remote work with travel and reported that the number of American digital nomads climbed from just over seven million in 2019 to approximately seventeen million in 2023. Estimates suggest that by 2030, there could be 60 million digital nomads worldwide, with the UK representing 18% of this total.  In sharp contrast, Soliman (2026) observed a sharp 42% drop in remote work opportunities in the past year, as employers revert to in-person teams. This change appears to stem from employers feeling greater control when staff are present, with remote work now seen more as a perk, which allows organisations to set clearer expectations around location and office attendance. Pacelli (2025) notes that senior management has limited enthusiasm for remote working, which may lead to conflicts, given that employees appreciate the flexibility of remote work arrangements.
Remote-only work, which means working exclusively from your home, is an arrangement where employees perform their duties full-time away from established offices or production sites. In this setup, workers do not interact in person with colleagues but rely on technology to stay connected (Wang et al, 2021).  Bailey and Kurland (2002) classed remote working as telework, which can be defined as working outside the traditional workplace and communicating with employees via telecommunications and IT.  Remote friendly arrangements may be viewed as more beneficial, as it provides employees with greater control over their schedule which improves home and work balance.  It also allows teams to build a culture of trust as business owners put more confidence in teams to be productive regardless of their location (People Management, 2021).   This form of working, now dubbed as hybrid working, allows employees to split their time between remote work and working at the employer's business premises, providing flexibility in where they perform their duties (CIPD, 2024).  
Due to the surge of remote working following the Covid-19 Pandemic, businesses offering office and administrative roles were forced to find ways to move to remote setups to keep businesses afloat. According to Aleem et al (2022), post pandemic, remote work became widely accepted across industries which led to new research areas focused on employees and organisations.  Forbes (2020) reported that only 5% of full-time employees worked “primarily from home” before the pandemic.  However, the pandemic elevated this significantly and Gifford (2022) found that work technology had fortunately already advanced enough to enable this rapid overnight shift 
According to Forbes (2020), the prevalence of remote work in office-based roles had already started to increase steadily over the past fifteen years, mainly among highly skilled white-collar professionals. Pre-pandemic, those individuals working in administrative or office positions were less likely to be able to work remotely due to insufficient internet connections and network capabilities.  Forbes (2020) further projected that in the post-pandemic "new normal," the proportion of employees working remotely will stabilise between 20 and 30 percent, which may vary across occupations and industries.
Hybrid or more remote friendly approaches are thought to be more in line with how the world of work is shaping up to be.  More businesses are now offering employees the opportunity to work from home at least part of the working week. CIPD (2025) reports that organisations which have adapted to a hybrid working model, rate the performance of home workers as a positive experience.  Employers felt it led to key benefits such as attraction and retention, employee satisfaction and business flexibility. However, in contrast, the report also states that some larger organisations find home or hybrid arrangements encourages the loss of connection of organisation purpose and culture.  According to Forbes (2024), hybrid work arrangements, which combine remote flexibility with structured office time, are proving to be the most effective. Completely remote setups often lead to distractions at home such as blurred boundaries of home and work life, as well as problems from reduced team cohesion and more distractions. Forbes (2024) also found that having employees in the office encourages more spontaneous interactions and forges stronger relationships.  This enables teams to resolve issues quickly and encourages innovative thinking. The article concludes that hybrid approaches help companies remain competitive and productive by combining flexibility, technology, and human connection.
Remote native companies would have had a significant advantage pre and post pandemic, as their processes and systems would already be established.  However, technological advancements have progressed at an exceptionally rapid pace due to the pandemic lockdowns.  According to Forbes (2022) this forced many companies that hadn't yet adapted to remote work setups, to quickly seek out remote solutions.  Hospitality and client-facing businesses were especially affected, whereas organisations already familiar with remote work adapted more quickly and easily to these new conditions.  Jaumotte et al (2023) found that digitalisation rose by 6% across advanced economies, highlighting the pandemic's role in accelerating this trend, particularly in sectors that lagged.  LinkedIn (2025) noted that the post-pandemic digital transformation has driven innovation and agility, making remote work more adaptable and enabling businesses to quickly respond to changing market demands.  In 2020, a McKinsey report recommended that businesses enhanced their workforce skills and invested in sustainable remote work.  The report also recommended that businesses updated their training methods and used more agile workforce planning in an ever more volatile world.  According to the McKinsey Global Institute (2017), approximately 60 per cent of jobs had at least 30 per cent of tasks that could be automated by 2030.  This would result in around 375 million workers needing to either upskill or change to different roles.
Singh (2025) stated that fully remote companies can only work where businesses have good strategies for managing fully virtual working environments.  It was also reported that the kind of work a company does, as well as the size of its workforce and their experience must also be factored in. According to Forbes (2026), 16% of companies worldwide are considered remote-native and these organisations are regarded as pioneers within the remote work paradigm as they demonstrate the capability of fully virtual business models. Remote (2025) also found that companies with forward-thinking remote work strategies would find themselves at a major advantage when it comes to recruitment. This is due to productivity, and work-life balance being at the top of the agenda for remote employees. Entrepreneur (2024) found that companies which have adopted fully remote work models and embrace a virtual work mindset will flourish with an abundance of talent, diversity and profitability.  The article also stated that implementing digital collaboration tools and having standardised processes would allow remote teams to work efficiently across different time zones and locations, ensuring smooth workflow and communication.
The impact of the pandemic will have had unique implications for exclusively remote businesses.    Alexander, et al (2020) reviewed historical trends and noted that integrating both virtual and on-site work can present greater challenges than initially anticipated. Even though the potential for remote work to be successful was demonstrated during the Pandemic, it was cautioned that widespread implementation of remote working practices may reduce the effectiveness of renowned organisational norms such as culture, performance, behavioural standards, and cohesion.  Lack of focus on normal working practices could negatively impact the organisational culture which is needed to support productive remote work and virtual collaboration. CIPD (2025), used an evidence-based approach to assess the impact of the pandemic and the data highlighted how lockdowns and remote work has impacted the normal practices of the workplace.  The article reinforced that there can’t be a universal fix due to challenges such as the cost of living, AI, and the geopolitical challenges that continue to emerge. However, businesses continue to embrace remote work, largely because it offers autonomy and flexibility that can boost employee performance and well-being.  Businesses must heed caution when moving entirely to remote operations or starting as a fully remote company.  This is due to the demands that a thorough overhaul would introduce such as organisational culture, practices, technical systems, and interventions. (Kelliher and Anderson, 2010; Singh et al, 2022).
There appears to be a significant gap in the current literature with regards to the advantages of remote-only companies and how they could succeed in comparison to a more hybrid setup. This is becoming more prominent as many businesses transition back towards hybrid or office-based models. Dennison (2024) stated that returning to entirely in-office operations would represent a regression for that business sector and potentially would lead to further challenges such as talent retention and acquisition.  The article further elaborates this to be the case even if remote or hybrid arrangements were once favoured during the pandemic and was now considered standard practice. While remote-first models may not be suitable for every organisation, they can benefit those willing to invest in their workforce and mission. According to HRDirector (2025), determining whether remote or office-based work best aligns with a company's culture, values, and objectives remains essential. Remote-only companies have a distinct advantage such as the increased inclusivity that they foster.  Fast Company (2025) felt that these inclusive environments assist the strengths of the more reserved employee by reducing workplace distractions, enabling focused productivity, and promoting clear communication. Remote arrangements also support knowledge-sharing and psychological safety, both of which tend to encourage employees to express their concerns and share opinions more readily as they feel secure (Ge, 2020). This connection tends to be more pronounced in remote settings, where technological mediation and the absence of non-verbal cues can introduce additional challenges, potentially resulting in insecurity and uncertainty (Edelmann et al., 2013).
[bookmark: _Toc228986155]Knowledge Sharing
Knowledge in the context of this research is not just the sharing of information, and existing literature proves that the term of knowledge sharing is one still undecided. The terms "information sharing" and "knowledge sharing" are often used interchangeably, which can make it difficult to clearly distinguish between them. Riege (2005) noted knowledge sharing as that which both addresses demand and improves participant absorption whilst Nonaka (1994) classes information as a flow of messages as opposed to knowledge sharing which is underpinned by belief.  Natu and Aparicio (2022, cited by Park & Lee 2014) defines knowledge sharing as the process of transferring and sharing knowledge among individuals or teams to reduce the time spent on solving a business problem, however they feel that barriers may arise in the process as they feel that people may only share knowledge with those close to them.
Knowledge sharing is a well-established subject that appears in a substantial amount of online search engines and academic libraries. For the purposes of this research, knowledge sharing is a subject that encompasses the exchange of information, as well as the communication of beliefs, perspectives, specialised expertise, and insights obtained through experience and education. Barney et al. (1991) notes that an organisation's knowledge which is made up of expertise, experience, values, and context is a key resource and that by integrating this knowledge, businesses can be at a competitive advantage to any similar business.
Knowledge sharing is essential for business success. Rosen et al. (2007) highlights that teams should establish ways to exchange information, distribute existing knowledge among members, and incorporate new insights from outside sources.  Rosen et al (2007) also found that there may be a breakdown of information amongst virtual teams.  This was facilitated by attempting to successfully synchronise across geographical, cultural, and educational diverse teams which can have issues such as knowing who knows what.  The coordination and communication effectively across different time zones can also be a challenge.  For effective initial knowledge exchange, it is essential that trust is established between teams. This facilitates a seamless information flow through designated and suitable communication channels (Lesko and Hollingsworth, 2010, as cited in Bond-Barnard et al, 2018).
Edmondson (1999) found that when team members feel comfortable with each other, they can share information more freely, fostering psychological safety. The research also stated that familiarity encourages members to suggest and adopt others' ideas without fear of ridicule or exclusion.   Maynard, et al (2018) observed that team members with greater professional familiarity with one another are more likely to listen to and thoughtfully consider each other's input, regardless of personal perspectives. This is due to an increased acceptance of ideas and suggestions from colleagues who contribute knowledge from their specific fields.  This in turn enhances the likelihood of employee contributions being integrated into the team's objectives or processes. 
Maintaining familiarity is essential both in-person and within virtual teams. Hall (2018) points out that maintaining focus is essential, as workplace familiarity may become complicated when colleagues form friendships. While politeness and professionalism are the norms among unfamiliar colleagues, professional familiarity can lead to higher levels of success by improving work quality—this is an effect that rarely occurs when there is only personal familiarity.
Salehi et al (2024) identified lack of trust, limited time, poor communication, ineffective organisational culture, and insufficient sharing mechanisms as key barriers to knowledge sharing. Gao (2004) found that mutual trust among employees promotes knowledge sharing, teamwork, and innovation and to enhance trust, organisations should encourage more employee interaction. Salehi et al (2024) also found barriers at a technological level such as non-compliance of an employees' needs with the existing technology systems, and their unwillingness to use technology due to lack of familiarity.
The literature on knowledge sharing indicates that its effectiveness is influenced by the degree of trust established among colleagues within an organisation, as well as the technology systems employed. The research also suggests that face-to-face workplace environments present fewer barriers to knowledge sharing compared to fully remote settings. Gao (2004) notes that trust develops through ongoing employee interaction, and that without frequent engagement, either in person or virtually, employees tend to be more hesitating to contribute in meetings in turn leading to a decline in psychological safety.
Businesses whether virtual or face to face, require knowledge to be shared effectively and benefit greatly from having a knowledge management system in place. According to Honest and Patel (2019), implementing a knowledge management system is the most effective way for an organisation to manage its resources and generate valuable knowledge that can be utilised throughout the company to achieve success. In this context, knowledge management includes the processes, methods, and systems that enable the organisation to store, share, refine, and transform knowledge. Castaneda and Cuellar (2020) emphasise that organisations which promote knowledge sharing facilitate greater innovation considered a competitive advantage which is an essential factor for attainment and sustainability. It also ensures effective knowledge exchange among employees across all organisational levels.
Davidavičienė et al. (2020) identified team cohesion as the primary challenge to knowledge sharing in virtual teams. While diversity can complicate this, it also offers distinct advantages, with research showing diverse teams often outperform less diverse teams. Cagiltay et al. (2015) identified conflict as a further significant issue in virtual teams, often arising from differing perceptions, opinions, values, and communication styles. In culturally diverse groups, misunderstandings about intentions or behaviours can lead to conflict, which may stem from differences in beliefs, values, or goals and can be classified as task, relationship, or process related.
Anwar et al. (2019) published a study showing that distributed teams often faced challenges with effective knowledge sharing. This was mainly because internal process documents or “wiki pages”, which are collaborative online platforms which multiple people can add, edit, and manage content, were either not used properly, left incomplete, or failed to provide sufficient information. Kroll et al.(2016) examined how contextual differences affect remote team members spread across the globe. Kroll found that people working in different settings often fail to share useful information with colleagues in different countries, mainly because they are unaware of what information needs to be identified and communicated. Anwar et al. (2019) further examines additional factors influencing effective knowledge sharing, specifically organisational culture, and employee turnover. Their findings indicate that although teams recognised the importance of knowledge sharing, there was a dominant perception that leaders had not implemented a well-defined process, or they had not sufficiently emphasised these practices within the context of organisational objectives. Amin et al (2011) state that further barriers to knowledge sharing can be caused by the working conditions and physical layout of an organisation as it can lead to stress. This can be relatable in both in office and remote situations with Meister (2021) finding that employees need to feel comfortable and calm in their physical work settings to produce their best work.  Research also states that remote employees can burnout easily from environments that chip away at focus, comfort and peace of mind (Carter, 2025). According to Zahedi et al (2016), high employee turnover can prevent effective knowledge sharing, with frequent employee turnover making it difficult and time-consuming for teams to share knowledge with newer employees. This often leads to demotivation among senior staff by reducing their willingness to engage in the knowledge sharing process. Kianto et al. (2016) observed that when employees leave an organisation, there is often a corresponding loss of specialised expertise, which therefore highlights the significance of knowledge retention as a vital strategic asset. The ability to attract and retain top talent will therefore become increasingly critical for effective knowledge retention.
Recruitment for a fully virtual organisation such as AoEC presents unique challenges. As remote working remains a new concept, candidates may have limited experience within fully remote environments and may be transitioning from more traditional face-to-face settings. Certain individuals may lack the skills to effectively share knowledge through virtual platforms. Although companies like AoEC have only ever recruited remotely those candidates who only have in-person experience might view the absence of face-to-face interaction in virtual interviews as a disadvantage (Hill, et al, 2021). However, virtual recruitment offers benefits such as increased flexibility, accessibility, and reduced financial and environmental costs associated with travel (Donohue et al, 2021).  
Overcommunication is also considered a major disadvantage within virtual teams.  Milos (2025) states that the issue primarily stems from too many emails, meetings which therefore leads to too much noise and therefore less focus, over diluted messages, lower morale, and decision fatigue.  Balkhi (2024) reported on the importance of asynchronous communication particularly when remote teams are collaborating on similar projects across different time zones and how it can have positive consequences for the future of work. According to CEO Today (2025), choosing the right communication style—whether synchronous or asynchronous—is a critical yet often overlooked factor in organisational success. Synchronous and asynchronous approaches play a vital role in preventing inefficiencies, maintaining trust, and ensuring team alignment. Striking an effective balance not only fosters a positive organisational culture but also enhances overall productivity.  Craine (2019) discusses the challenges of collaboration through email, noting that important messages can be overlooked depending on whether recipients reply solely to the main sender or all those included in the full email chain.  Another drawback of email as a main method of workplace communication is that it may result in knowledge silos, which is where essential information has become confined to individual or corporate email inboxes.
Native virtual companies such as AoEC, which have operated without physical office spaces from their incorporation, are likely to have more of an advantage in effective knowledge sharing.  This is due to their processes and protocols for overcoming potential barriers typically being more well established. However, it is clear from the literature that both physical office work and virtual teams have distinct advantages and drawbacks. Offices obviously have the benefit of promoting face-to-face collaboration which in turn facilitates team trust.  On the other hand, a well-managed virtual team benefits from greater cultural diversity, even though there is a risk of losing key information due to communication gaps and silos.
[bookmark: _Toc228986156]Collaboration in the Remote Environment 
Collaboration is defined by Zoom (2025) as the process in which a group works together by sharing ideas, knowledge and skills.  This not only potentially contributes to the creation of great ideas but also leads to achievement of a common goal that may not be accomplished individually. HBR (2015) reported that effective team collaboration involves leaders actively listening to their teams as opposed to just talking at them, as its just important for them to stand down and listen to different ideas. Hoekman, et al. (2010) felt that collaboration at a distance brought many more challenges which would enable effective listening as well as benefiting from external knowledge.
A CIPD (2025) factsheet highlights that effective internal communication at all levels is crucial for collaboration, cohesiveness, strategy, trust, and openness. It also outlines the following key factors that will help to achieve these goals
· That communication should be clear and transparent.
· That exchanges must be open, honest, and treat everyone equally.
· The need for high-quality communication which must be maintained throughout the company, regardless of where employees are located, their work schedule, their job position, or level of seniority.
· That communication workflows should go in multiple directions—for example, horizontally among teams and departments, and vertically from employees up to senior leadership.
The reduction of direct micromanagement that is more likely with face-to-face interactions is one of the key distinctions between virtual collaboration and working collaboratively in hybrid or office environments.  Where employees and teams are not micromanaged, virtual organisations are encouraged to foster a culture of accountability, empowering team members to assume responsibility for their tasks and make autonomous decisions. According to Zoom (2025), providing employees with appropriate resources, tools, and support, with leaders refraining from frequent intervention, cultivates trust within remote teams and strengthens their confidence in their own expertise to accomplish objectives. 
The creation of opportunities for staff to interact, share ideas, and exchange knowledge is vital for successful onboarding and smooth integration within any organisation.  Additionally, a Microsoft survey reported by Laker, et al (2022) revealed workers are booking more 30-minute meetings than ever, which has caused weekly meeting time to rise by 10%. This trend is concerning, as researchers note that more meetings tend to lower both productivity and employee satisfaction.   Zoom (2025) released a statistics report that stated 64% of employees say poor collaboration caused up to 3 hours of weekly lost productivity and Panopto (2020) reporting survey participants spent 80% of their workday communicating and collaborating meaning their existing workload would build up – thus the need for continuous improvement is paramount.   Drake and Chen (2023) carried out a collaboration assessment which provided practical advice on how to effectively collaborate across all modality settings.  They believed that when collaboration is missing, meetings and business processes tend to be inefficient because there isn’t enough ownership or accountability. Therefore, it’s essential to make requirements, responsibilities, and rules as clear as possible to avoid mistakes.    
New hires, and particularly those unfamiliar with fully virtual environments, are often those employees who miss out on spontaneous interactions, like water cooler chats or casual kitchen conversations. CIPD (2022) highlighted that a lack of informal collaboration and information sharing can pose real challenges for newcomers who move straight into a virtual working environment, particularly those who are deemed as early-career professionals who will miss out on building connections in the office.   Darics and Gatti (2019) identified significant distinctions between in-person and virtual collaboration, noting the challenges posed by unclear boundaries and the diverse contexts within which virtual teams operate. For these teams to succeed, employees must cultivate a shared sense of purpose and recognise their status as distinct entities with unique identities. This approach means that there must be ongoing development which enables a common understanding regarding business rules, work practices and processes, as well as the evolving position of a team—both online and offline.
Olson and Olson (2014) highlighted that there are five essential team characteristics: extroversion, agreeableness, conscientiousness, emotional stability, and openness. It is believed that extroverts often shape group behaviour as they are more inclined to gravitate toward social interaction.  However, it is thought that a combination of all these traits fosters strong work ethic and trust among team members. All teams, particularly those that are remote and distributed, must possess additional qualities such as self-management, effective communication, cultural sensitivity (particularly in cross-cultural settings), and adaptability to technology.  These team traits are vital for successful collaboration (Blackburn et al., 2003, as cited in Olsen and Olson, 2014).
Miller & Katz (2018) highlight the significance of safety in workplace interactions, as they state it fosters an environment that is productive, motivating, and sustainable. In such settings, employees can express themselves more openly, and feel fully included, in turn benefiting from enhanced trust, collaboration, and inclusivity.
Workplace trust among remote teams can also be fostered by sharing personal histories, including background, qualifications, and training.  It can also be achieved by facilitating social interactions that help employees establish common ground. This approach is especially important because remote collaboration often results in reduced social engagement compared to traditional office environments (Bos et al., 2002; Jirotka et al., 2005, as cited in Olson and Olson, 2014).   A key skill in any organisation or team is being able to work together, however, the level of trust among members oversees how collaboration unfolds, and therefore for effective team building through collaborative learning, there needs to be personal familiarity, closeness, and trust between individuals (Handy, 1995).
Boquen, 2023) found that remote work often results in challenges like poor collaboration and communication (20%), loneliness (20%), and difficulty unplugging (18%). Many remote team members reported increased loneliness, irritability, worry, guilt, and a range of negative mental and physical health symptoms.  However, the article by Forbes also reported that 63% of women and 55% of men were more productive working from home.  Bissel et al. (2025) later discovered that after the pandemic, people’s choices to work from home or in an office were largely influenced by their ability to focus with research demonstrating that an employee’s presence should be categorised as geographical.   The importance of presence matters because not only does it include the various social and spatial circumstances where people work, but also the influence of technology on that presence, and more importantly, how attention remains focused within each environment.
[bookmark: _Toc228986157]Conclusion
Due to the significant changes in work practices brought about by the global pandemic, the literature on this research was far more extensive than imagined. The evidence was clear that none of the themes were new, just more pronounced and they were massively altered by the digitalisation over the past 6 years. Virtual teams are clearly not a novel concept, as many already established global fully virtual teams such as Dropbox, Basecamp, GitLab, and AoEC are already well developed and continue to advance further in response to the evolving digital era. Additionally, the review of the literature highlighted that there is an even greater lack of research which examines how fully virtual teams have developed over the past six years, compared to more general investigations into virtual work practices.
Finding research on successful collaboration in fully remote environments proved to be more challenging compared to the sheer amount of material available about hybrid work.  However, due to the increased dependence on digital platforms, there are diminishing opportunities for human interaction, which can disrupt effective communication. The primary challenge that was identified was sustaining a strong connection along with clear communication amongst teams that operate remotely along with the issue of the lack of regular in-person engagement.  AoEC, being a well-established virtual company, should continue to actively promote collaboration between its team to build trust among employees, specifically when bringing in new team members
Collaboration and knowledge sharing will inevitably vary between office-based and fully remote setups, especially due to differences in synchronous and asynchronous working styles.  AoEC is a team that operates asynchronously, with members working various working patterns across different time zones. The literature clearly demonstrates that this arrangement can create challenges for teamwork such as building trust among employees as well as having a clear understanding of what information should be shared versus what is classed as essential knowledge.  Face-to-face settings tend to encourage collaboration more naturally through the ability of informal interactions, while virtual platforms like Zoom can lead to more distractions, potentially from excessive and non-essential information, which in turn risks reducing productivity. 
The research indicates a clear need for further investigation into fully established virtual organisations and how they have evolved over the past six years. This would provide a more robust benchmark for comparing companies such as AoEC. Unlike many organisations that transitioned to remote or virtual operations in response to the pandemic, AoEC was founded with this structure, making it distinct among competitors. However, much of the existing literature which discusses organisations like AoEC tends to be more opinion-based rather than supported by peer-reviewed, evidence-based research.


[bookmark: _Toc228986158]3.	Methodology
[bookmark: _Toc228986159]Aims and Objectives
The aims and objectives of this research are as follows:
Aim 
Drawing on both previous and recent findings, this research seeks to systematically explore employee experiences of effective knowledge sharing within fully virtual teams versus more remote friendly settings
Objectives
1. An exploratory review of the literature and what it says about knowledge sharing in a fully virtual versus a remote friendly company.
2. Conduct interviews with AoEC employees to gain deeper insights into their perspectives and experiences on knowledge sharing within a virtual company.
3. Evaluate primary research and define themes using thematic analysis and literature.
4. Propose recommendations informed by gaps in literature and primary research
[bookmark: _Toc228986160]Research Rationale	Comment by James Moore: This needs a bit more about the theory of research and some more critique of different methods...the Research Onion is probably a good model to consider.
The reason for this research is to assess if the day-to-day operations at the AoEC are effective, and then to evaluate if existing processes support team collaboration and knowledge sharing.  
Whereas the global pandemic pushed many companies to operate virtually, AoEC was already fully established as a virtual company.  When AoEC was established, the CEO had found that communication depended heavily on phone calls and emails due to the founders being geographically dispersed.  Office space had been frequently considered during the first decade of operations; however, it was never really required.  This ultimately proved to be an advantage as it enabled the company to keep overheads down and manage cashflow more effectively during challenging periods.
Mutebi and Hobbs (2022) found the impact of flexible working arrangements to be challenging and found that pre-pandemic studies merely focused on employees who had either voluntarily requested remote work or those businesses who offered working from home arrangements.  They also found that research carried out during the more prevalent years of the Pandemic were more targeted towards businesses whose remote working conditions were mandatory.  This resulted in studies specifically carried out during the Pandemic to be slightly skewed as researchers were unable to determine the long-lasting effects of remote working.
Post Pandemic, many businesses have reverted to remote-friendly or hybrid models, rather than maintaining exclusively remote arrangements. This provides an excellent opportunity to evaluate the effectiveness of collaboration and knowledge sharing in fully virtual work environments, such as AoEC.  Whilst existing research has been carried out around those companies that were forced to transition to virtual operations to stay afloat amidst the Pandemic, there is a clear lack of research around remote native companies and how they effectively knowledge share and collaborate.    Studies continue to appear around remote and hybrid working and the evolution of these models, but not virtual organisations that have never used a physical office space.   This study addresses that gap by looking at how completely virtual companies tackle key issues such as knowledge sharing and collaboration.
Using the Research Onion framework by Saunders, et al. (2023), this research will use an interpretivist philosophy.  The rationale for using the interpretivist approach stemmed from the belief that the research is quite unique and will therefore help to shape the improvements for the AoEC team.  An inductive approach was also used which allowed themes to naturally emerge from the experiences of AoEC employees rather than using a pre-defined hypothesis.  The study is focused on a case study of a completely virtual organisation to allow more detailed and richer research.  This method has been used as opposed to a broader selection over a few different companies which operate across hybrid and virtual settings.  Semi- structured interview style questions were originally constructed which would have allowed a deeper exploration into the topics of knowledge sharing and collaboration. However, these questions changed in format due to factors that will be discussed in the next few paragraphs to a more structured and informal questionnaire style.  The answers will then be analysed using thematic analysis to prevent limits to the research as well as potential bias.
[bookmark: _Toc228986161]Research Design and Method
A qualitative, interpretivist approach to examine the differences between remote friendly and remote only environments, with specific focus on how this environment impacts team collaboration and knowledge sharing was the research method chosen for this research.  Neuman (2012), described qualitative methods as those suitable for investigating the real-life situations of a small group to understand their perspectives.  McCleod (2024) later provides a well-founded rationale for choosing qualitative data over quantitative data, and highlights how qualitative research focuses on words, meanings, and personal experiences. A qualitative approach would therefore enable those who have direct experience within remote work environments to voice their opinions and concerns, which will be a crucial next step for supporting the findings from the secondary research in the literature review.
Originally, aplan was made to use several semi-structured questions for the research which would be suitable for those working in remote-only or remote-friendly/hybrid environments.  This would allow an in-depth analysis of the environment settings, as well as how collaboration is approached, and the effectiveness of knowledge sharing within that environment.   Semi-structured interviews were chosen over more structured interviews, as typically a structured interview would tend to produce more standardised quantitative data rather than qualitative insights (Anderson et al., 2024). However, due to increased workloads, which led to very limited time,  there had to be a change of plan surrounding the questioning from a more interactive interview style to a more structured and formal format.	Comment by Natasha Davies (IMH): Points in this paragraph are logical just show the impact on your research. For example why is it important that the research focuses on words  and personal experiences etc.
This research used the following questions to shed light on AoEC employees and their perspectives on remote collaboration and knowledge sharing:
1. How do you support effective knowledge sharing?
2. How do you support effective collaboration?
3. What strategies do you feel help remote knowledge sharing succeed?
4. What is your current knowledge sharing and collaboration setup like compared to other workplaces you've experienced?
5. What communication methods do you find distracting and why?
6. As a remote worker, what collaboration and knowledge sharing based challenges do you face?
They were also given the opportunity to add any additional comments or remarks. 
[bookmark: _Toc228986162]Data Collection 
The research was meant to be carried out via interview, however, after attempts were unsuccessful to arrange the interviews due to time constraints and work patterns, authority was requested to use an online questionnaire.  The rationale for interview-based research had been the ability to directly observe participant behaviour. The method of research would mean that whilst participants' accounts are valuable (Anderson et al., 2024), combining them with direct observation and reflection would enhance insight.   Not being able to analyse the body language and tone of voice of those questioned, resulted in a potentially crucial opportunity to really strengthen the research.  Non-verbal communication, particularly body language and tone of voice, often conveys significant information that can enhance the interpretation of verbal responses (Phutela, 2015).  However, conducting interviews online via video instead of in person could be considered a disadvantage as participants might already be experiencing Zoom fatigue, particularly on workdays, so it would have been important to keep calls brief (Keen, et al., 2022).  Remote interviewing can also prevent forging a deeper connection between the researcher and participant, which in turn may limit how in-depth the conversation could become (Irvine et al, 2013).  Another drawback to online video calls are the distractions that come from messenger and email notifications during working hours, as well as childcare or pets outside of working hours (Rahman, et al., 2021)  
AoEC uses software called Zoho to generate internal client feedback questionnaires.  It was therefore logical and cost effective to use the software to transform the interview questions into more of a questionnaire. Accompanying the link to the questionnaire for participants on distribution, was a form for informed consent (Appendix 2) for all participants.  This is to ensure anonymity during data collection and reporting, and guarantee that data is not shared without authorisation (Saunders, et al., 2023).  Andersson et al. (2024) notes that surveys and interviews are becoming more common because the ability to make them anonymous as well as the advantage of ease to compile responses into a spreadsheet. Lund (2023) also found that researchers increasingly prefer questionnaires or survey methods, due to  enhancements of web-based technology and the benefits of saving both time and money.   Questionnaire design protocol was used as per the recommendations from various authors in the 2024 publication of Research Methods in HRM by Andersson et al.  The questionnaire was designed with the introductory guidelines along with a layout that was easy to read with text boxes to accommodate longer responses.  Finally, an automated thank you message closes the survey for participants upon successful completion of the survey. The survey is available for reference in Appendix 3. 
The decision was made to distribute the questionnaire to all 35 employees within the company as opposed to 8-10 to capture a diverse and comprehensive range of responses.  This was also decided upon to ensure sufficient responses to be able to carry out a thorough analysis was received.  It also added to the element of being completely anonymous as employees hadn’t been pre-selected   Alink was sent along with a structured message explaining the research via our internal Basecamp system.  The structured message (Appendix 4) outlined the rationale for the research questions and defined the key terms “knowledge sharing and collaboration” for the basis of the questions.   Additionally, the correspondence included the survey questions and a consent form. Out of the 35 participants invited, 10 responses were received, all of which offered valuable insights and extensive answers. Respondents appeared to represent both experienced members of the company and individuals with prior experience in both public and private sectors.  
[bookmark: _Toc228986163]Data analysis
Using Zoho to conduct surveys offered significant benefits as noted above, as AoEC already subscribes to Zoho making it cost effective. t The software also automatically consolidates data into an Excel spreadsheet which therefore eliminatinesthe need for transcription which can take time. Even though live interviews would be beneficial as it would have enabled further probing and elaboration of responses, using anonymous questionnaires ensured that the research was in no way affected by researcher influence.
The original proposal had also mentioned using NVivo Software to code data and organise the findings into themes.  However, due to time constraints and unfamiliarity with the software, it wasn’t a suitable option to analyse the responses, and so the decision was made to use Microsoft Excel instead.  Elements of quantitative analysis were also inadvertently added to the research when using Excel as a calculation was used to gauge the frequency of themes which was then converted to percentages.  These were then transformed into visual graphs and charts to display the research themes. This approach enabled t a comparison of the frequency of  the different themes that emerged among participants.  This provided the opportunity for an in-depth exploration of employee perspectives as well as the ability to identify the dominant trends within the data.
The use of thematic analysis in the following section was used to add a reflexive approach to the data, which in turn enabled the identification of themes which could then be systematically coded. Braun and Clarke (2019) emphasise that there should be no assumption that how one researcher interprets codes and themes will be the same as how any other researcher would interpret them, although it may be possible. It was also not recommend by Braun and Clarke (2019) to set themes in advance to find codes, and that themes should arise naturally during the coding process and should be guided by the researcher's individual interpretation of the data. This approach enables new insights to be revealed as well as helping to avoid the limitation of results or introducing bias into the research.
Braun and Clarke (2006) previously outlined a six-stage process for coding data in research, designed to assist researchers in systematically identifying and addressing key elements within thematic analysis.  They later released further amended versions of this process with the latest in 2022 to clarify misconceptions as it was observed for example that the initial two steps exhibit some overlap.   According to Nazeem and Ozuem (2023), selecting appropriate terminology for keywords is an essential first stage in qualitative research. It was perceived that to represent the narratives and perspectives of participants as authentic, codes generated from keywords must accurately capture the primary meaning behind the data. They also emphasised that methodical and thorough analysis requires researchers to identify key phrases that highlight important perceptions within the data.   
[bookmark: cont]The Braun and Clarke (2022) six step analysis is designed so that researchers can move between them in a flexible, non-linear way, which enables the patterns of the data analysis to be repeated.
· Step one was to become familia with the data which involved a general cleanse of the data ensuring it read well.  This allowed for a better understanding of the perspective of the participant.  The lack of non-verbal methods of communication to assist with the analysis due to not being able to conduct the interviews face to face, meant there was a missed opportunity to observe participants' tone and body language.   Thematic analysis is considered an exciting journey of which Braun and Clarke encourage researchers to approach their work with great thoughtfulness (Braun et al., 2022). It is also essential to reflect on  personal perspective regarding knowledge, understanding, and reality, to enable the ability to make well-informed choices in research methods and studies.
· Step two was intended to involve generating initial codes for the themes; however, themes were identified quickly after thoroughly reading each question and answer a few times from participants.   The sentences, suggestions, and phrases that were interesting and informative were highlighted   Codes should be concise but provide enough detail to clarify the shared characteristics of the data relevant to the research topic (Braun and Clarke, 2019). Another approach to thematic analysis involves obtaining statements or keywords directly from significant phrases within those statements, effectively capturing participants’ experiences and perceptions (Nazeem and Ozuem, 2023)
· Step three was to identify distinctive common themes within the data.  As explained in step two, themes had already been established before the codes were generated. Braun and Clarke (2019) argued that coding is intended to create a comprehensive grasp of the data, acknowledging that some themes may not align with the codes. They also state that the development of miscellaneous codes may occur during analysis, but these can be disregarded if deemed irrelevant.  All themes were covered within the selected codes and those that no longer aligned with the research objectives were removed. According to Nazeem and Ozuem (2023), this phase requires assigning codes to data that encapsulate fundamental messages or themes, thereby providing structure to the analysis and facilitating the transformation of data into meaningful categories.
· Step four and step five involved conducting a comprehensive analysis of the main themes identified during data collection and familiarisation.  Subcategories will be clearly defined from the themes, and then be comprehensively analysed, and systematically compared by using both collected data and primary research.  Themes serve to establish meaningful connections between research questions and data, originating from the researcher’s perspective during data collection, as well as their observations and advanced theoretical insight (Carey, 2012).  The process of this analysis will facilitate informed discussion and enable the development of targeted recommendations for improvement within AoEC
· Step six was to produce a review of the data.   An article by Nazeem and Ozuem (2022) discussing the development of a conceptual model - which will be discussed in the next chapter - was incorporated into this approach. They describe their study as a methodological roadmap, which strengthens the accuracy and duplication of thematic analysis, which in turn presents a thorough strategy for theoretical conceptualisation in qualitative research.  Nazeem and Ozuem (2022) also emphasise that the enhancements of the Braun and Clarke (2006) model is critically important as it creates a robust and conceptual model which provides direction for investigation of the data.  It also enables the identification of significant factors and relationships within the data. Additionally, a conceptual model grounded in a theoretical framework offers justification for the study's theoretical contribution.
An interpretivist approach to analyse the data once collected to allow a unique and potentially new set of theories surrounding knowledge sharing and collaboration in virtual teams, has been selected for the research.  Goldkuhl (2012) explains that interpretivism is often associated with qualitative research, even though other ways of analysing data do exist, and that interpretivism should be used alongside existing meanings to build theories, by acknowledging them without altering them.  Irshaidat (2022) found that interpretivists prefer to understand what is going on by experiential learning and creating connections between research and subject areas.  The literature also states that to achieve this goal, researchers must have open-minded and personalised discussions.   The interpretivist approach, combined with inductive reasoning, allowed data to be analysed objectively, free from preconceived assumptions. This allowed themes to naturally emerge from the data. 
Inductive reasoning was also chosen for this study due to the limited literature that was discovered which specifically addressed knowledge sharing and collaboration within fully remote environments. Although the existing research on these topics is extensive, there were limited sources that examine their operation from a virtual context.  According to Bhatia (2024), successful inductive reasoning plays a critical role in how individuals learn and form beliefs, as it enables generalisation from prior knowledge to inform predictions about new experiences.  Similarly, Braun and Clarke (2006) highlight that inductive methods mainly rely on the data itself, with themes emerging directly from the information rather than being shaped by existing theories.
[bookmark: _Toc228986164]Limitations	Comment by James Moore: Can you put some references in around this?
The research was subject to several limitations. The use of open-ended questions rather than multiple-choice options or scales to encourage more detailed and higher-quality responses, restricted the depth of insight attainable through interviews.  It also eliminated the opportunity for follow-up or clarification (Zhijie, et al., 2025)
The interpretation of quantitative data via thematic analysis also proved to be a limitation, as it potentially introduced bias due to themes being identified and grouped by the researcher.  Even though quantitative summaries were generated by counting the frequency of themes, generalisation of complex participant responses may have occurred which could lead to missing the full scale of the participant perspectives. (Braun & Clarke, 2019)
A smaller sample size may have also limited the generalisability of the findings, which would affect the how much the results would reflect the views of a larger population. (Tipton, et al., 2017).  Lastly, although Excel proved effective for basic visualisation, it restricted the scope of statistical analysis possible compared to specialised software such as NVivo (Moncada, 2025).
[bookmark: _Toc228986165]Ethical Considerations	Comment by James Moore: This needs more - see some of the previous examples of dissertations about how to consider ethics
Various ethical considerations were covered to be able to carry out this research to the highest ethical standards. 
1. Ethical approval was granted by the University of Wales Trinity St David Ethics Committee prior to commencing the research.  
2. Permission was sought from the HR director and CEO to enable AoEC employees to participate, as well as the ability to reference AoEC throughout the project.  
3. Participants are to be provided with the information detailing the purpose of the research.  Participants will be informed that they can withdraw from taking part without reason or consequence before completing the questionnaire.
4. Participants are told to liaise with the researcher in the case of withdrawing their submission to enable the researcher to liaise with the technology team to remove the submission.
5. Interview questions are kept neutral and for the basis of the research only and do not contain any sensitive content or pose any harmful, emotional or social risks.
6. All participants will be assigned a pseudonym (Participant 1 to 10) which will be used in the research analysis.  This research has not collected, stored or used any personal data, meaning all information is completely non-identifiable and respects the privacy of participants. 
7. Transparency with participants regarding the intentions for the research has always been observed.  
8. Data analysis will be conducted systematically ensuring findings are representative of participants views rather than researcher bias.
9. Data will be securely managed and kept in a password protected folder and for up to a year after the completion of the dissertation.
10. The researcher holds no personal or professional conflicts of interest with research conducted independently and for academic purposes.    
[bookmark: _Toc228986166]Conclusion
This chapter has described the methodologies applied in this research to analyse and organise the data into key themes. It also briefly discussed the limitations encountered during the process, which required adjustments to the data collection and analysis procedures. The following chapter will provide an in-depth discussion of the findings from the thematic analysis and drawing attention to the key outcomes that were identified in the literature review.   This will provide tailored insights into the potential issues and as well as what success looks like when it comes to knowledge sharing and collaboration within fully remote organisations.
[bookmark: _Toc228986167]4.	Findings and Analysis 	Comment by James Moore: There is some good stuff in here. However, there is a danger that you end up describing, rather than analysing. Once you've presented the data, which your inserts do, then you need to make sure you analyse it.
[bookmark: _Toc228986168]Introduction
This research aimed to explore how AoEC, an entirely virtual organisation, encourages both collaboration and knowledge sharing. The research focused on insights and perspectives from AoEC employees in relation to methods they use for exchanging knowledge and effectively collaborating within a completely remote company.  
Once analysis of the questionnaire data was concluded, four key themes were identified which are
1. The preferred methods for effective knowledge sharing 
2. The strategies for effective collaboration
3. The daily challenges and distractions encountered by staff
4. Successful collaboration within a fully remote company 
These four main themes aim to offer valuable perspectives on how participants view remote work and what effects it has on both teamwork and exchanging knowledge. I must point out that the questions will appear throughout the themes in a non-sequential manner, and I will indicate the corresponding question numbers throughout the analysis.
[bookmark: _Toc228986169]The preferred methods for effective knowledge sharing
Fig 1: This graph illustrates the preferred effective methods of knowledge sharing according to AoEC employees 
Analysis

The most striking data point is that meetings are the primary method for knowledge sharing suggesting a heavy reliance on real-time verbal communication.  AoEC staff consider meetings to be valuable as a main channel for communication within fully remote environments.  Whilst meetings allow for immediate feedback, there is the potential risk of knowledge shared within meetings becoming lost if not documented properly.  Interestingly, this supports what is said by Drake and Chen (2023) who found that when collaboration is missing, meetings and business processes tend to be inefficient because there isn’t enough ownership or accountability. This is quite contradictory as meetings are seen to facilitate the exchange of information to ensure staff remain informed and in turn, provide opportunities for open discussion and clarification.  However, Milos (2025) found that too many meetings can lead to less focus, over diluted messages, lower morale, and decision fatigue. as Blanding (2024) stated with factors such as time zone discrepancies, cultural diversity, and technological constraints   Staff also reported that these meetings could be a considerable source of distraction, especially when unstructured. According to McKinsey & Co (2023), too many pointless or poorly conducted meetings can affect the efficiency of decision-making and negatively impact the quality of decisions. 
The other mentioned categories such as shared documents at 17%, communication channels at 14%, and team collaboration software at 11%, collectively represent a significant proportion of the results.   This indicates a fragmented digital landscape as AoEC appears to be using multiple platforms to share information.  This can lead to knowledge silos as employees are unsure where to check for the source of truth. Participant 4 suggested that the company should organise and record a series of remote lunch and learn sessions to enhance employee skills, providing lasting resources for future reference. However, the data suggests that training, recorded materials and social media posts were the lowest suggested methods for knowledge sharing.  There may be a low availability of training and recording materials within AoEC meaning the business could be stuck in a cycle of re-explaining things as opposed to creating resources that can be accessed on-demand. Forbes (2023) noted that the "lunch and learn" model is now a key method for encouraging learning, collaboration, and team bonding as it enables the connection and engagement of everyone in an inclusive and safe environment as well as the fact that it makes learning fantastic and mandatory.  

Fig 2: This graph illustrates the strategies that AoEC staff feel contribute to the success of knowledge sharing within a remote setting
Analysis
Most participants prefer more streamlined communication - therefore using fewer channels to communicate, avoiding information overload, and maintaining structure.  Participants are signalling a need for better communication hygiene – therefore clearer, more direct and less frequent, yet higher quality interactions.   Participant 6 believes that direct interaction, whether in person or over Zoom, creates a stronger sense of connection by engaging with a real, expressive human being instead of just communicating digitally. Their rationale for this was that this method fosters a sense of connection among individuals and significantly improves their motivation to share knowledge. These observations align with CIPD (2022) findings, which indicate that the absence of informal, spontaneous collaboration found in office settings such as water cooler discussions or impromptu kitchen conversations, is often lacking in remote environments.   
Streamline communication along with meetings and team collaboration account for over half (56%) of responses.  This implies that even within remote settings, employees still view synchronous, in-person interaction as the best way to knowledge share.    As stated in the literature review, Maynard, et al (2018) found that team members who know each other professionally tend to listen to and consider each other's input, no matter what their personal views.
The higher score concerning cross departmental collaboration highlights a potential silo issue with knowledge becoming stuck within teams and departments.  Participants rank the issues with the barriers of collaboration within AoEC to be more prominent than issues like Psychological Safety.  This links back to what Edmondson (1999) had found regarding team members feeling comfortable with each other, allowing better collaboration and knowledge sharing which in turn, fosters psychological safety.
Systems improvements and updates were barely mentioned which is a crucial point for AoEC leadership.    This clearly demonstrates that even with the technological upgrades, knowledge sharing and collaboration issues cannot be solved unless refined processes exist   It also supports what Blanding (2024) had mentioned about how technological constraints can hinder collaboration and disrupt the flow of knowledge sharing among colleagues.  What he is suggesting is that having poorly managed technological systems creates too much interference with virtual collaboration.  This suggests that collaboration is interrupted by too many unmanaged systems as opposed to a lack of tools.


[bookmark: _Toc228986170]The strategies for effective collaboration 

Fig 3:  This graph illustrates how staff at AoEC support effective collaboration
Analysis
This question provides strong evidence that the issues within AoEC are due to human behaviour as opposed to the set up within the business.  An overwhelming majority highlighted the significance of team participation as they main ingredient for effective communication suggesting that the success factor is the willingness of individuals to engage., whereby all members are encouraged to contribute to a meeting  Participant 8 mentioned that cultivating an atmosphere of open-mindedness, freedom of expression, and psychological safety are fundamental values within any team as it naturally promotes effective collaboration. This perspective aligns with what is said by HBR (2015), which emphasises the importance of leaders stepping back and actively listening to their teams and embracing diverse ideas, rather than solely directing conversation. 
Participant responses also mention psychological safety and the giving and receiving of feedback, which ties directly to team participation as these cultural factors are the foundation for collaboration. Both Gao (2024) and Edmondson (1999) stress that engagement and familiarity among members reduces the reluctance to contribute to meetings.
Clearer communication to assist with effective collaboration was also mentioned several times during the questionnaire by participants suggesting that while technology and tools are necessary, they are only as effective as the clarity of the communication being passed through them.  This aligns with the observations of CIPD (2025), which emphasised the significance of establishing internal communication processes that are cohesive, strategic, and foster a culture of trust and openness.
Channels of communication such as email, and live documents all ranks significantly lower than the “behavioural” factors.    This reinforces the trend as mentioned earlier with technology not being as important a method of communication if the content isn’t clear.  This was mentioned by Anwar et al (2019) who had found that collaborative platforms are often misused or incomplete, and Salehi and Abdulridha (2024) who had identified these methods as potential technological barriers to collaboration.   Emails were frequently mentioned as a major source of disruption, with many expressing frustrations about being included in irrelevant messages.  However, there was also a sense that while emails can be distracting, they are also necessary for completing tasks and facilitating important conversations.   The literature review reveals that emails can cause messages to become overly diluted, reducing morale, and contributing to decision fatigue (Milos, 2025). Craine (2019) characterised this situation as "information chaos," especially when several individuals rely on email to discuss or develop ideas.

[bookmark: _Toc228986171]The daily challenges and distractions encountered by staff

Fig 4: This graph illustrates the communication methods that AoEC employees find distracting including their reasons.
Analysis
Zoom, the collaboration communication software used by AoEC, was highlighted as the primary source of distraction with the company’s internal company emails as well as unstructured meetings identified as notable contributors.    This signals that the primary driver of workplace distraction within AoEC is the is the unstructured and real-time interruptions.  Indeed (2026) reports that collaboration tools such as Teams and Zoom have become essential in the workplace, providing advantages for real-time collaboration among virtual teams. However, their findings indicate that these platforms may create pressure for employees to remain constantly available, and that notifications can be distracting when staff are engaged in tasks.    According to Forbes (2026), 69% of remote employees experience greater burnout due to the persistent use of digital communication tools, as the continuous influx of digital messaging contributes to mental fatigue.  This suggests that, although internal messaging systems are used to engage in rapid daily communication, the overuse or lack of structured guidelines may have unintended consequences on productivity.
We have previously discussed how copying employees into emails that are irrelevant to them, can obscure the main purpose of the communication as well as risking having too many people unnecessarily involved in a task which can result in confusion, chaos, and lack of progress.  Email is often used in modern workflows for tasks it wasn’t designed for, and with the high percentage mentioning this as a distraction, there is a risk that employees suffer “inbox fatigue”.  Plumbly (2025) found that digital overwhelm, which includes email overload and constant notifications, to be a core contributor to technostress.
Similarly, it is equally important to address issues that can arise from meetings lacking clear structure and having employees involved where they don’t need to be   This along with the responses of “too many comms methods” signals that employees are frustrated by inefficiency.   The issue of calling a meeting without any agenda was a significant concern amongst participants, as meetings can cause mental exhaustion. Instead of driving the team forward, and especially when unstructured meetings can waste precious hours, be counteractive and leave those involved wondering what could’ve been completed instead of being sat there needlessly. (Richmond, 2025)

Fig 5:  This graph illustrates the challenges AoEC employees face when collaborating and knowledge sharing
Analysis
A high concern highlighted was time management and heavy workloads, once again mentioning problems like too many meetings and the issues with prioritising them online due to lack of agenda.  This suggests that employees aren’t so much struggling with being remote, but more with the unrealistic output expectations where workers feel they must always be active to prove they are working. Forbes (2024) reported that multitasking disrupts our concentration, resulting in reduced productivity. The participants also mentioned that flitting between tasks decreases efficiency, leads to more errors, and tires the brain more quickly than focusing on one task at a time.    According to Bulacu and Monahan (2025), just 18% of individuals use a structured approach to time management, even though time management strategies are shown to boost well-being and help relieve stress and feelings of overload.  The findings indicated that the improvement of processes, setting clearer expectations and improving communication strategies could all help with time management challenges in both hybrid and remote working environments.
Participants also spoke about the lack of in-person interaction as a major disadvantage, pointing out that it can prevent the development of strong working relationships.   They also noted the challenges in sensing tone and urgency and felt that the absence of face-to-face interaction within remote only workplace environments creates additional obstacles for knowledge sharing.  Gao (2024) observed that knowledge sharing relies on continuous employee engagement, and that when both physical and virtual interactions are infrequent, employees may become reluctant to contribute.  This can lead to reduced psychological safety and trust.  These findings are consistent with communication theories found in the literature review which emphasised the importance of non-verbal cues in supporting meaning and reducing ambiguity.  Forbes (2021) highlighted the importance of body language to avoid miscommunication during virtual calls.  These nonverbal cues i.e. facial expressions, posture, eye movement, tone, and hand gestures help with conveying additional meaning to conversations.
Participant 4 observed that working remotely reduces the ability to gauge colleagues' workloads or pressures, as well as preventing natural relationship building and truly getting to know each other.  There was also a sense that collaborating virtually within AoEC limits effective communication, as it's difficult to interpret tone and body language.  Collaboration isn’t failing because participants don’t want to talk with one another, it maybe more to do with the digital infrastructure being disorganised if systems are hard to navigate.  This can lead to knowledge remaining siloed in individual teams as opposed to flowing through the organisation.

[bookmark: _Toc228986172]Successful collaboration within a fully remote company


Fig 6:  This pie chart illustrates the setup of knowledge sharing and collaboration within AoEC compared to other workplaces
Analysis
The analysis of this question was approached from a different angle, which resulted in a variety of individual responses rather than consistent themes.  Participants found it difficult to recall pre-pandemic conditions and office working prior to working remotely.   However, the fact that a high percentage viewed the current setup negatively suggests that organisations have ported office habits to digital spaces as opposed to redesigning them.
However there did seem to be a primary concern which was identified as the absence of robust processes in comparison to larger organisations. Quantitative summaries indicated that a few participants referred to issues relating to unclear processes with qualitative responses indicating that this lack of structure led to confusion, inefficiencies and reduced confidence in the AoEC systems.  Without robust processes, simple tasks require manual communication leading to excessive emailing and distractions as mentioned earlier.  These findings align with existing literature surrounding the topic of organisational management with Entrepreneur (2024) recommending that companies should fully adopt and integrate remote work models to facilitate success. This can be achieved through the implementation of digital collaboration tools and the standardisation of procedures.  This would then enable remote teams to operate efficiently across various time zones and locations supporting seamless workflows and effective communication. It’s been found that many employees who might follow instructions to complete assigned tasks by colleagues or leaders, and don’t necessarily question the effectiveness or reason for the task.  Shamsuzzoha et al. (2024) felt that regular audits of processes are essential, and outdated procedures should be discarded, with new relevant procedures being developed from the ground up, involving companywide decisions and input.  Participant 8 mentioned that process updates are often only discussed in meetings (usually irrelevant meetings) or scattered chats.  This lack of companywide sharing leads to knowledge gaps being developed and as successful remote working environments depend on clarity and proactive communication, the informal information sharing that you would normally encounter in offices doesn’t happen remotely.  Participant 1 also felt that whilst their department processes are proving effective to them, multiple file sharing across other departments often leads to confusion about storage locations, which prevents knowledge being successfully shared and creates challenges with collaboration.   However, there is the possibility that perception of what is right and effective is influenced by individual expectations or varying levels of experience.  This therefore may not necessarily reflect the absence of processes as such, but instead it could be due to the inconsistencies in communication and implementation of processes.
Participants generally described their remote work experience within AoEC as open and transparent and one which contributes to a great work life balance. The primary concern within the research doesn’t appear to be the remoteness, but the potential operational immaturity.  Participating employees indicated that greater clarity with regards to communication as well as the standardisation of processes could further improve collaboration and knowledge sharing effectiveness. A few participants also noted that even without meeting every colleague in person daily if at all, collaboration as well as many process workflows remain efficient and function smoothly, however this seems to be dependent of if they are in the same or different departments. 
[bookmark: _Toc228986173]Discussion 
The purpose of this chapter was to evaluate the findings of the primary research involving employees of AoEC, who kindly provided me with supplementary evidence to the secondary research discussed in the literature review regarding knowledge sharing and collaboration within remote teams.
Participants generally provided a positive outlook regarding their remote work experience, with responses revealing very few significant issues. However, it is clear from the findings that certain areas require attention to further enhance the effectiveness of collaboration and the way in which AoEC facilitates knowledge sharing.
The main challenge with regards to collaboration amounted to the lack of face-to-face interaction, which resulted in difficulties interpreting colleagues’ tone and body language. The element of psychological safety was also highlighted, along with the need for individuals to feel more empowered to contribute during meetings and discussions. Participants indicated that remote collaboration is most effective when supported by clarity, consistency, and trust.  
Remote working environments thrive when there is a strong and well-established documentation culture; when there is a shared sense of promoting psychological safety; and when all employees adhere to agreed communication standards.  These values were considered more important and influential than purely implementing new technological tools and systems., It could be said that to facilitate successful knowledge sharing, there is a need for less dependence on technology and more reliability on shared practices and accountability.
Participants also agreed that having outdated and ineffective processes and files were one of the main reasons for gaps in knowledge sharing. They all mentioned a need to streamline procedures and processes; having a centralised base of information accessible for all; and finally, to make use of functioning systems already in place rather than depend on or create new or other unofficial systems which leads to scattered local knowledge.  The findings seem to be closely linked to each other – there is the time management challenges from working remotely, and the importance of reinforcing clear organisational processes and communication procedures.   AoEC employees highlighted that unstructured meetings were frequently regarded as remote work environments, unstructured meetings were frequently regarded knowledge sharing barriers as the absence of face-to-face interaction could compromise communication clarity. However, meetings were still regarded as the most efficient method for enabling successful knowledge exchange within the organisation.
The key takeaway from this research was the issues uncovered from the research interrelate in ways that strengthen the arguments and the justification of other issues such as unstructured meetings leading to increased reliance on messaging platforms for further clarification, with unclear processes adding to time management difficulties.  This suggests that challenges are systemic and can be improved as opposed to being down to the employees.
In summary, the findings indicate that effective remote working is not just dependent on having the right digital tools, but on the presence of well-defined processes, structured communication practices and clear expectations.  If AoEC address these issues, they will further enhance productivity, improve communication and support more efficient time management in remote working contexts.
[bookmark: _Toc228986174]Future Research
To improve the reliability and overall quality of the research, any future research on this topic should be carried out as an interview and with a larger sample size where possible whilst standardising interviews to a semi-structured format.  This will help mitigate researcher bias as well as capturing more trustworthy results that accurately reflect the wider population. Another interesting angle of the research might be to consider inviting participants from various work settings such as hybrid, virtual, and in-office environments which will provide access to a wider and potentially more diverse audience.  Another good focus point is on exploring some of the issues such as how process-related challenges are experienced in practice; as well as the implementation of meeting frameworks and communication guidelines which may improve productivity and reduce inefficiencies.  
[bookmark: _Toc228986175]Method Reflection
The methodology used for this research imposed certain limitations on the data collected. Initially, the plan was to interview a small sample size of approximately ten participants which would have enabled deeper probing of the responses and potentially richer explanations from participants. It was only feasible to use questionnaires which returned a small sample of participants, which may have reduced the reliability and increased the risk of bias.  This is because the views were based on a limited number of participants and would therefore not be representative of the wider population. However, using interview data can also be subject to researcher bias as my views and opinions could have had a significant impact on the reliability and validity of the findings distorting the conclusions. Another important point to consider is the potential for conflicting results between methods with interviews providing more in-depth qualitative insights, which allow participants to express many different perspectives.  Questionnaires on the other hand, usually produce quantitative, surface-level data, however, the data can be affected by social desirability bias with participants reluctant to say what they really feel to align with what they think a researcher would want to see.   Conducting interviews with certain participants could have greatly enriched the research, but as mentioned in the methodology section, limitations on time and work hours made this impossible. 
The aim of the research was to gauge an understanding of AoEC employee experience for effective knowledge sharing and collaboration in fully virtual teams in comparison to more remote-friendly settings.  
The results imply that successful remote work relies not just on digital tools, but also on well-defined processes, structured communication practices, and clear expectations. Issues identified in the study were found to reinforce each other such as the attendance of an unstructured meeting might increase the dependence on messaging platforms for clarification.  There is also evidence that unclear processes increase challenges with time management and structure and that challenges within remote settings are due to lack of defined processes rather than the employee and the way they structure their day.  Lack of clarity and structure from leadership can affect how the employee prioritises tasks.  This can lead to the employee feeling overloaded and pressured to complete everything at once.
It became apparent that this research could have been enhanced by being able to interview participants when analysing the results.
The next chapter will conclude the success of this research and provide recommendations for improvement to the daily operations of AoEC and any other completely remote company.
5. [bookmark: _Toc228986176]Conclusion
The aim of the dissertation was to research existing literature as well as carrying out my own research to systematically explore employee experiences of effective knowledge sharing within fully virtual teams versus more remote friendly settings.  The objective was to contribute to a deeper understanding of the world of completely virtual teams and how their current operations might impact the way in which the collaborate and share knowledge.  
Whilst reviewing the literature, finding a comparative benchmark for companies like AoEC was extremely difficult.  This was due to most of the literature either being based on companies that had temporarily moved to remote due to the global pandemic, or companies that had decided to allow their workforce to adopt a hybrid working pattern since the pandemic.    There was very little research carried out on companies that were remote native even though they do exist at around 16% of companies being fully remote worldwide (Forbes, 2023).  This percentage is small on a global scale, with the amount of fully remote businesses not representing most international businesses, the consensus is that they have a significant impact with shaping modern work.  It was therefore quite surprising to find a lack of good peer reviewed literature that exists on remote native companies.  
The employees used for the research were all current employees of AoEC – a completely virtual organisation since its inception. The results from the questionnaires indicate that employees within AoEC are happy with the overall culture and structure of the business, but participants also expressed that thy miss the in-person interaction and sporadic knowledge sharing and collaboration that happens naturally in office settings.   
There was a sense that processes weren’t quite efficient enough to allow the teams to operate flawlessly daily.  The main issues that arose were the amount of unstructured meetings on a day to day basis which were unnecessary and irrelevant to many invited; too many emails and other notifications disturbing natural workflow; the lack of robust processes and outdated files which cause confusion and the blurred work life balance caused by chat software which made employees feel they always had to be available.  
However, there were also many perks to being able to work remotely with participants describing their remote work experience within AoEC as open and transparent and one which contributes to a great work life balance.  They also shared that the company actively promoted and practiced psychological safety, which is of fundamental importance when employees work apart from other colleagues and workplace collaboration is less spontaneous and more enforced.  
Finally, the research clearly identified areas for improvement that can be easily incorporated into the daily operations of AoEC, which will help shape processes, improve knowledge sharing and introduce ways for the team to collaborate more effectively even though the team is spread across the UK.
The research was not without its limitations as there were issues with obtaining the primary research at first due to the heavy workloads of AoEC employees.  Even though the sample size was originally aimed at obtaining 8-10 in depth interviews, only 10 questionnaire responses were achieved which limited the quality of the data which in turn affected the generalisability of the data. There was also a lack of strong peer reviewed literature to support some of the underlying theories.  Future research would be able to build on this research by examining some of the key themes such as information vs knowledge sharing, in person vs remote collaboration and by also comparing like with like – therefore 2 different remote native companies and their operations.
In conclusion, this dissertation has clearly shown that if the structure and processes are in place, virtual teams can successfully share in depth knowledge and collaborate across technology just as successfully as those based in face-to-face office settings.    This research is merely the foundation for further research into the operations of remote native companies and highlights the continued importance of having a well-defined and transparent structure that is consistently implemented across all levels and departments of remote organisations.
6. [bookmark: _Toc228986177]Recommendations
The final chapter of this dissertation will look to provide recommendations to AoEC which are based on the findings of the questionnaires with employees supported by the existing literature.  Suggestions aim to address the key issues identified to support improvements with knowledge sharing and collaborative engagement within a completely remote company.
The research found that 
· Processes need to be more robust and aligned
· Outdated files need to be dealt with and a clearer structure in place for finding files
· More structure is required in meetings 
· Emails and chat notifications should have clear purpose 
· Face to face interaction is required more regularly or at least informal catch-up meetings to foster relaxation and connection
[bookmark: _Toc228986178]Recommendation one – Implementation of a communication policy
To be able to guide how best to manage the internal communications to ensure consistency, and clarity to all employees, AoEC should implement a communication policy.    The policy would cover all verbal, written and digital communication such as emails, meetings, chat groups and forums.    This will ensure an effective flow of communication is adhered to across the company and will aim to notify employees on important developments or changes that are happening.
An internal communication policy will ensure that information is delivered to the right person at the right time and without this sort of policy in place, employees can miss out on key messages or even be overloaded with irrelevant information.  It will help to enhance productivity by preventing over communicating unnecessary information; it will contribute to an already strong company culture; and it will improve the employee experience by fostering greater teamwork and boosting collaboration.
The policy should be put in place by the HR department and senior management as soon as possible and a structured meeting to explain the rationale for the implementation and expectations.
[bookmark: _Toc228986179]Recommendation two – Process alignment
Employees mentioned that lack of structure was an issue which affects time management and task prioritisation and by aligning internal processes, AoEC will improve employee performance as well as efficiency.  Alignment will enable all activities, systems and workflows to contribute to a organised and efficient working environment ensuring that all processes are in line with the company objectives, mission and values giving AoEC a competitive advantage.
To achieve the process alignment, it is important for AoEC to identify what really matters – what are the priorities and objectives of the business.  Key processes need to be mapped by the emphasis of end-to-end process thinking ensuring processes link to business objectives and then align these processes across all departments.  Cross department collaboration will prevent silos and issues with inconsistencies and regular reviews of the processes will keep the company up to date and relevant.
The process alignment will need assistance from the technical department as well as internal and external stakeholders with a structured meeting to explain the new process flow and how it impacts each department.




[bookmark: _Toc228986180]Recommendation three – Implementation of file management solution
The recommendation has been chosen as a few participants mentioned their inability to find what they need and that too many manual systems are in place leading to confusion and a sense of chaos.  The implementation of a file management system will ensure that all files are centralised and not scattered across multiple devices and locations, in turn improving security and the ability to retrieve files more quickly and easily.    This will also enhance collaboration across the business as employees are able to edit documents and spreadsheets in real time enhancing the efficiency and compliance of AoEC and eliminating version control issues.
To achieve this solution, AoEC needs to implement a centralised document storage space acting as a single source of truth for all organisational files, which allows employees to access the most current versions of everything.  The next task would be to automate document collection and validation workflows to prevent manual document collection and the tedious task of checking documents before sending that there is no old and irrelevant information and that the version is up to date.  AoEC should also have a tracking system to flag document expiry dates to trigger auto renewal notifications.  
The ownership of this task would belong to the technology department, but it would be worth also having a product owner who maintains the tracking of documents, workflows and access control of documents.  Having role-based access control will prevent information that is confidential to some being accessed and edited therefore creating a powerful level of internal security.
[bookmark: _Toc228986181]Final thoughts
To summarise and conclude, the recommendations that I have outlined above will provide AoEC with realistic and actionable steps to address the issues raised during the research.  I believe that the implementation of these recommendations could significantly enhance its strong virtual organisational structure.  I also feel that these recommendations together with any future research on completely remote native teams will provide a solid foundation for ongoing development growth.
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How do you support effective knowledge sharing?


Communication Channels	Shared documents	Meetings	Emails	Training	Team Collab Software	Recorded Materials	Social Media Posts	0.14285714285714285	0.17142857142857143	0.34285714285714286	5.7142857142857141E-2	5.7142857142857141E-2	0.11428571428571428	5.7142857142857141E-2	5.7142857142857141E-2	


What strategies do you feel help remote sharing knowledge succeed?


Cross department collab	Updates	Psychological Safety	Transparency/Consistency/Clarity	System Improvements	Training	Face to Face Contact	Streamline communication	Meetings/team collab together	0.15625	3.125E-2	6.25E-2	9.375E-2	3.125E-2	3.125E-2	3.125E-2	0.3125	0.25	


How do you support effective collaboration?


Live document sharing	Communication	Meetings	Email	Project Groups	Psychological Safety	Clarity	Team Participation	Feedback	0.1111111111111111	0.1111111111111111	7.407407407407407E-2	3.7037037037037035E-2	7.407407407407407E-2	7.407407407407407E-2	0.1111111111111111	0.33333333333333331	7.407407407407407E-2	


What communication methods do you find distracting and why?


Unstructured meetings	Too many coms methods	Excessive emailing	Zoom messenger 	Inability to not be disturbed	Out of hours messaging	Telephone app	0.20833333333333334	0.125	0.16666666666666666	0.25	8.3333333333333329E-2	8.3333333333333329E-2	8.3333333333333329E-2	


As a remote worker, what collaboration and knowledge sharing based challenges do you face?

Lack of Face to Face interaction	Staff issues	Time Constraints/workloads/management	Communication Methods	Constant meetings	Health	System structure	0.25	0.125	0.34375	6.25E-2	3.125E-2	6.25E-2	0.125	


What is your current knowledge sharing and collaboration setup like compared to other workplaces you've experienced?


Positve	Negative	Neutral	0.34482758620689657	0.48275862068965519	0.17241379310344829	
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