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1. INTRODUCTION

Virtual organizations (VOs) have gained prominence due to technological advancements,
globalization, and the need for flexible work environments (Camarinha-Matos et al., 2006).
VOs are decentralized entities that leverage technology for coordination and communication
among dispersed teams. According to a survey by Upwork, 41.8% of the American workforce
is expected to work remotely at least part-time by 2025 (Bedoyan, 2022). The COVID-19
pandemic accelerated this shift, with a Gartner study indicating that 74% of companies plan to
shift some employees to remote work permanently (Matthew A Ng, 2021). These trends
highlight the growing importance of virtual organizations. The strategic management of VOs
involves unique challenges related to planning, designing, and leading. This paper examines
these challenges, focusing on technology infrastructure, organizational culture, and leadership
styles, to understand the critical factors driving the success of virtual organizations in the

modern business landscape.

2. OVERVIEW OF VIRTUAL ORGANIZATIONS

Virtual organizations (VOs) are entities that operate without traditional physical infrastructure,
enabling team members to work remotely from various locations. A key driver behind their
emergence is the increasing availability of high-speed internet, cloud computing, and
collaborative tools like Slack and Zoom. According to (Wang et al.,, 2021), the use of
collaborative technologies has grown by over 20% during the pandemic. This rapid adoption
has facilitated the transition to virtual organizations, allowing them to achieve operational
efficiency, reduced costs, and access to a global talent pool. (Williamson et al., 2021) found
that 78% of CEOs believe remote work will continue to be a significant trend in the future.
This shift towards virtual operations has been further driven by the desire for flexible work
environments and a broader reach, enabling organizations to attract talent without geographical

limitations.
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2.1. Key Characteristics of Virtual Organizations

Virtual organizations (VOs) have gained popularity due to their flexibility and cost-efficiency,
allowing companies to operate without traditional physical infrastructure. This section explores

the key characteristics that define virtual organizations.

2.1.1 Geographically Dispersed Teams

A defining characteristic of virtual organizations is that their teams are geographically
dispersed. Employees can work from various locations, ranging from different cities to
different countries, offering a broader talent pool and greater reach. This geographical
dispersion has become more common in recent years, with a report indicating that 45% of the

U.S. workforce worked remotely at least part-time in 2022 (Salon et al., 2022).

2.1.2 Technology-Driven Communication

Communication is at the heart of virtual organizations. VOs heavily rely on technology
platforms like Slack, Zoom, Microsoft Teams, and Google Meet to coordinate activities and
maintain productivity. A McKinsey survey found that 58% of organizations use collaboration
tools daily, underscoring the critical role of technology-driven communication in virtual
settings. These platforms enable seamless communication and real-time collaboration among
remote team members, allowing VOs to operate efficiently despite geographical distances

(McCudden, 2010).

2.1.3 Flexibility and Agility

Flexibility is a hallmark of virtual organizations, offering employees the freedom to work at
different hours and from various locations. This flexibility allows VOs to adapt quickly to
changing market conditions and improve work-life balance (Mowshowitz, 1944). A Deloitte
study revealed that 80% of employees value workplace flexibility, emphasizing its significance
in attracting and retaining talent. Flexibility also enhances organizational agility, enabling VOs

to respond to new opportunities and challenges with greater speed.

2.1.4 Reduced Physical Infrastructure

Virtual organizations operate without large office spaces, resulting in reduced overhead costs.

This reduction in physical infrastructure is a significant advantage for VOs, contributing to cost

5



@ University of Wales

" Trinity Saint David

efficiency. A Global Workplace Analytics report estimated that businesses could save up to
$11,000 per employee annually by allowing remote work (Morris et al, 2023). These savings
can be reinvested into the business or used to support other strategic initiatives. Reduced
physical infrastructure also contributes to environmental sustainability by lowering energy

consumption and reducing commuting.

2.2. Types of Virtual Organizations

2.2.1 Telecommuting Organizations

Telecommuting organizations allow employees to work from home or other remote locations
while maintaining a central office for some operations (Camarinha-Matos et al, 2006). This
model offers a hybrid approach, combining elements of traditional office-based work with the
flexibility of remote work. According to a PwC survey, 83% of employers plan to continue
telecommuting to some extent even after the pandemic, indicating the enduring appeal of this

hybrid model (Johnson, 2021).

2.2.2 Virtual Teams

Virtual teams operate within larger organizations, working remotely but maintaining close
collaboration through technology. This approach allows organizations to retain a central office
while enabling certain teams to work remotely. Virtual teams are common in technology and
consulting firms, where project-based work is prevalent. By using collaborative tools and clear
communication protocols, virtual teams can maintain high levels of productivity and teamwork

despite the physical distance (Lipnack et al, 2008).

2.2.3 Fully Virtual Organizations

Fully virtual organizations operate without any central physical office, relying entirely on
virtual operations. This model represents the pinnacle of virtual organizations, with all
communication and collaboration occurring through digital means. GitLab, a software
development company, is a well-known example of a fully virtual organization, with all its

employees working remotely. This approach allows for maximum flexibility and cost-
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efficiency, but it also requires robust technology infrastructure and strong virtual leadership to

succeed (Camarinha-Matos et al, 2006).

These various types of virtual organizations showcase the diverse ways companies can embrace
remote work and adapt to the evolving dynamics of the modern workplace. Each type offers
distinct advantages and challenges, allowing businesses to choose the model that best aligns

with their strategic goals and operational needs.

3.1 Planning a Virtual Organization

Planning a virtual organization (VO) involves a detailed focus on strategic vision, technology

infrastructure, and legal compliance (Priego-Roche et al, 2016).

3.1.1 Strategic Vision and Goals

A clear strategic vision is vital for virtual organizations. Leaders need to define a mission and
set objectives that align with the organization's virtual nature. This clarity helps maintain focus
and provides direction for remote teams. According to a Harvard Business Review study,
companies with a well-defined vision are more likely to succeed in a virtual environment. To
achieve success, leaders should ensure that the organization's vision is communicated

effectively to all stakeholders (Priego-Roche et al, 2016).

3.1.2 Technology Infrastructure

The selection of technology platforms is a crucial aspect of planning virtual organizations.
Leaders must choose reliable, secure, and user-friendly tools for communication, collaboration,
and data management (Camarinha-Matos et al, 2006). The reports indicates that most of
business leaders believe technology plays a crucial role in remote work productivity. Selecting
the right technology can ensure seamless collaboration among geographically dispersed teams,

allowing them to work efficiently despite the physical distance.

3.1.3 Legal and Compliance Issues

Operating in multiple locations requires addressing different legal and compliance regulations,
such as tax laws, labour laws, and data protection regulations. (Hertel, 2004) found that 42%

of virtual organizations consider legal compliance a major challenge. Organizations must
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ensure compliance to avoid legal complications and must stay informed about the legal

requirements in different regions.

3.2. Designing a Virtual Organization

The design phase for a virtual organization involves structuring the organization, defining

processes and workflows, and fostering a virtual culture.

3.2.1 Organizational Structure

Virtual organizations often adopt flat structures to promote autonomy and faster decision-
making, reducing bureaucracy and encouraging creativity. (Whyte, 2007) noted that 68% of
executives believe flat structures are more effective in virtual environments. This structure
enables a flexible and agile approach to decision-making, which is crucial for virtual

organizations.

3.2.2 Processes and Workflows

Standardized processes and workflows are essential for virtual organizations. Leaders must set
clear guidelines for communication, task management, and reporting (Berente, 2019). A PwC
study found that well-defined processes contribute to better collaboration among virtual teams.
By establishing clear processes, leaders can ensure that teams work cohesively and meet

organizational goals.

3.2.3 Organizational Culture

Creating a strong organizational culture in a virtual setting can be challenging. Leaders must
foster a sense of belonging and team cohesion through regular virtual interactions (Zeuge et
al., 2021). An Accenture report highlighted that successful virtual organizations prioritize
building a strong culture (Shekhar, 2016). Effective leaders promote virtual team-building

activities and regular communication to maintain a positive organizational culture.

3.3. Leading a Virtual Organization

Leading a virtual organization requires specific skills and strategies to ensure effective
communication, collaboration, and performance management.

3.3.1 Leadership Styles

Virtual leadership often requires a participative and transformational approach. Leaders must

inspire and motivate teams without physical presence. The study showed that 73% of
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successful virtual organizations use a collaborative leadership style (He, 2008). This style

involves engaging with team members, encouraging input, and fostering a sense of ownership.

3.3.2 Communication and Collaboration

Effective communication is crucial for virtual organizations. Leaders must ensure that
communication channels are open, transparent, and inclusive (Shute et al., 2012). (Benjamin,
2020) report found that frequent communication is a key factor in maintaining employee
engagement in virtual settings. Leaders should encourage regular virtual meetings, use

collaborative tools, and promote open communication.

3.3.3 Performance Management

Measuring performance in virtual organizations can be challenging. Leaders should focus on
results-oriented metrics and provide regular feedback. The virtual organizations use results-
based performance management systems to measure productivity (Ahuja, 1998). This approach
focuses on outcomes rather than micromanaging processes, allowing employees to work

autonomously while meeting performance expectations.
4.1. Benefits of Virtual Organizations

4.1.1 Cost Savings

One of the primary benefits of virtual organizations is cost savings. Since VOs don't require
large physical infrastructure, they save on office space, utilities, and maintenance costs. A
Global Workplace Analytics report indicates that companies can save up to $11,000 per

employee annually by allowing remote work (Dollar, 2021).

4.1.2 Access to Global Talent

Virtual organizations can attract talent from a broader geographic pool, enabling them to hire
the best candidates regardless of location. (Sousa et al., 2024) study found that 62% of
businesses believe access to global talent is a significant advantage of virtual organizations.

This broader reach can enhance creativity and diversity in the workplace.

4.1.3 Increased Flexibility

Virtual organizations offer flexibility in work hours and locations, which can improve
employee satisfaction. (Richman, 2011) revealed that 80% of employees value workplace
flexibility. This flexibility can also lead to improved work-life balance, contributing to higher

employee retention rates.
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4.1.4 Reduced Environmental Impact

Virtual organizations contribute to environmental sustainability by reducing the need for
commuting and physical infrastructure. According to the Environmental Protection Agency,
remote work can significantly lower carbon emissions due to decreased commuting and office

energy consumption (Sutton-Parker, 2021).
4.2. Challenges of Virtual Organizations

4.2.1 Communication Barriers

Virtual organizations may face communication barriers due to time zone differences and the
lack of physical interaction. Effective communication can be challenging when team members
work across different time zones. (Powell, 2004) study showed that 45% of virtual
organizations struggle with communication issues. Overcoming these barriers requires clear

communication protocols and tools that facilitate asynchronous communication.

4.2.2 Employee Isolation

Working remotely can lead to feelings of isolation among employees. This (Papadopoulos,
2022) found that 21% of remote workers experience loneliness, which can affect morale and
productivity. Virtual organizations must address this by fostering a sense of community through

regular virtual interactions and team-building activities.

4.2.3 Coordination and Collaboration

Managing coordination among distributed teams can be complex. Virtual organizations need
robust project management systems and clear workflows to ensure effective collaboration. A
(Camarinha-Matos et al, 2006) report found that 43% of virtual organizations face challenges
with coordination and collaboration. Using collaborative tools and implementing well-defined

processes can help address this challenge.

4.2.4 Security Risks

Virtual organizations may face heightened cybersecurity risks due to the dispersed nature of
their operations. Remote work increases the risk of data breaches and unauthorized access. A
(Lipnack et al, 2008) study reported that 67% of virtual organizations consider cybersecurity a
significant challenge. Virtual organizations must invest in robust security measures and

employee training to mitigate these risks.
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5. CONCLUSION

The rise of virtual organizations signifies a substantial transformation in business structure and
management practices. This shift has been driven by technological advancements, the desire
for greater flexibility, and the global nature of modern business. Virtual organizations provide
several benefits, including cost savings, access to global talent, increased flexibility, and
reduced environmental impact. A Global Workplace Analytics report estimated that companies
can save up to $11,000 per employee annually through remote work, demonstrating the cost

advantages of virtual organizations (Dollar, 2021).

With these benefits come unique challenges, especially in the strategic management of virtual
organizations. Effective planning, designing, and leading are crucial for the success of these
entities. (Camarinha-Matos et al, 2006) identified legal and compliance issues as a significant
concern for 42% of virtual organizations, highlighting the need for careful planning when

operating in multiple jurisdictions.

Designing virtual organizations requires attention to structure, processes, and culture. Flat
organizational structures promote autonomy and faster decision-making, the studies indicating
that most of executives find this structure more effective in virtual settings. Building a strong
organizational culture is another challenge, requiring regular virtual interactions to foster a

sense of community among remote teams.

In conclusion, while virtual organizations offer considerable benefits, they require strategic
management to navigate the challenges associated with planning, designing, and leading.
Effective leadership, clear communication, and a strong organizational culture are essential to

ensuring the success of virtual organizations in this evolving business landscape.
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Task 1

PRECIS

Paper- Is Emotional Intelligence an Advantage? An exploration of the
impact of Emotional and General Intelligence on Individual

performance- by Laura Thi Lam, Susan L Kirby

In order to ascertain if emotional intelligence (El) enhances performance above and beyond
general intelligence, the study investigates the relationship between El and individual

cognitive-based performance. There is a dearth of scientific investigation despite the

14



@ University of Wales

" Trinity Saint David

widespread belief and testimonies that success and emotional intelligence are positively
correlated. The research postulates that emotional intelligence (EI) in general and its
constituent parts- perceiving, comprehending, and regulating emotions have a beneficial effect
on cognitive performance, The idea of emotional intelligence has grown in acceptance among
a number of audiences, including academics, managers, business consultants, and members of
the general public. Sensing, comprehending, and controlling emotions are three different

emotional reasoning skills that are used to form emotional intelligence.

This paper examines the impact of emotional intelligence (EI) on individual cognitive-based
performance, addressing the gap in empirical research despite widespread beliefs in their
positive correlation. It investigates whether El, including its components of perceiving,

comprehending, and regulating emotions, enhances performance beyond general intelligence.

304 undergraduate students completed measures of general intelligence and El using the
Multifactor Emotional Intelligence Scale (MEIS). The study aims to elucidate the relationship

between El and personal performance.

The findings corroborated Hypothesis 1: Individual cognitive performance was positively
correlated with overall emotional intelligence, surpassing the level due to general intelligence.
The study did not support Hypothesis 3, but it did support Hypothesis 2: Individual cognitive-
based performance was enhanced by the perception of emotions beyond what can be explained
by general intelligence. The research implies that rather than the presence of emotions, issues
with task performance may arise from specific emotions experienced and their interpretation

and management.

High emotional intelligence people are able to control their emotions in a way that minimizes
negative effects and increases motivation and output. While emotions may initially get in the
way of tasks, the study reveals that those with developed emotional intelligence (EI) can control
their emotions to maximize performance. Higher emotional intelligence people can lessen the
harmful impacts of fear, negative emotions, and anxiety by internalizing and separating their
emotions using buffering techniques. On the other hand, they can harness happy feelings to
maximize productivity and personal engagement. Future studies may examine the connections
between emotional intelligence and other facets of life, like organizational commitment, job

satisfaction, and task-interdependent activities.
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One of the limitations is the use of cognitive reasoning exercises, which may restrict
generalizability to other activities. More research is necessary to address reliability concerns
with the MEIS, particularly with regard to the comprehension component. The homogenous

undergraduate sample might make it harder to extrapolate the findings. To different groups and

environments.

Future directions for research include examining tasks other than cognitive-based ones and
examining how Emotional Intelligence (EI) affects task-interdependent behaviors,
organizational commitment, and job satisfaction. It is also worthwhile to investigate how

gender variations in emotional expression relate to performance and emotional intelligence.

Finally, the study sheds light on the relationship between El and cognitive function as a whole,
El. And all of its elements, including feeling and controlling emotions, improve performance.
The MEIS’s flexibility in evaluating total emotional intelligence as well as its constituent parts
highlights its usefulness in studies. More investigation into diverse tasks, demographics, and
gender disparities should yield insightful information about the function of emotional

intelligence in performance enhancement.

SUMMARY

B) IDENTIFICATION OF WHAT PROBLEM &/OR ISSUE YOUR CHOSEN PAPER
TRYING TO SOLVE OR EXPLAIN IN THE FIELD. FOCUS ON WHY THIS RESEARCH
IS BEING DONE BY LOOKING CLOSELY FOR EVIDENCE OF AGENDA OR
MOTIVATION OF THE RESEARCH

Emotional Intelligence and Performance

16
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Emotional intelligence has emerged as a focal point of interest across diverse fields, spanning
from psychology to business management. It is widely believed that emotional intelligence
plays a pivotal role in shaping both personal and professional success. This concept posits that
individuals endowed with high emotional intelligence possess the ability to comprehend,
perceive, and regulate their emotions as well as those of others, thereby leading to favorable

performance outcomes.

In contemporary workplace environments, the significance of emotional intelligence has
gained substantial traction, with proponents touting its potential to bolster productivity, job
satisfaction, and overall career advancement. While traditional metrics of intelligence, such as
IQ, remain fundamental, emotional intelligence is heralded for providing an additional
competitive advantage by influencing how individuals navigate social dynamics, cope with

stressors, and make critical decisions.

Despite the widespread acknowledgment of emotional intelligence’s importance, empirical
research validating its impact on individual performance has been scant. Much of the existing
evidence is anecdotal in nature, leaving a notable void in understanding the precise relationship
between emotional intelligence and cognitive-based performance. Thus, the current study
endeavors to bridge this gap by delving into whether emotional intelligence contributes to
heightened cognitive-based performance beyond the scope of conventional measures of general
intelligence. Through a meticulous examination of the distinct components of emotional
intelligence—namely perceiving, understanding, and regulating emotions—the study seeks to

offer a methodical analysis of how these elements shape performance outcomes.

By amalgamating theoretical underpinnings, research hypotheses, and empirical scrutiny, this
study aims to illuminate the intricate interplay between emotional intelligence and individual
performance. The insights gleaned from this research endeavor hold the promise of enriching
both theoretical comprehension and practical applications across various domains where

optimizing performance is paramount.
Emotional Intelligence and General Intelligence

Emotional intelligence (EI) and general intelligence (often measured by 1Q) are two distinct
but interrelated constructs that influence various aspects of human behavior and performance.

While general intelligence refers to cognitive abilities such as logical reasoning, problem-

17
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solving, and abstract thinking, emotional intelligence encompasses the ability to perceive,

understand, regulate, and manage emotions effectively, both in oneself and in others.
General Intelligence:

1. Definition and Measurement: General intelligence, often referred to as 1Q, is the
capacity to acquire knowledge, learn from experience, and apply it to adapt to new
situations. It is typically measured using standardized tests that assess skills like verbal

comprehension, mathematical reasoning, and spatial visualization.

2. Predictive Power: General intelligence has long been recognized as a strong predictor
of academic and occupational success. Individuals with higher 1Q scores tend to
perform better in school, excel in complex tasks, and achieve higher job performance
ratings.

3. Cognitive Abilities: General intelligence encompasses a range of cognitive abilities,
including problem-solving, critical thinking, memory, and learning capacity. These
abilities play a fundamental role in various domains of life, from academic achievement

to professional success.
Emotional Intelligence:

1. Components: Emotional intelligence comprises multiple components, as proposed by

Mayer and Salovey (1997):

Perceiving Emotions: The ability to accurately identify and interpret emotions in oneself and

others.

Understanding Emotions: The capacity to comprehend the causes and consequences of

emotions, as well as their complex interrelationships.

Regulating Emotions: The skill to manage and control one’s own emotions, as well as influence

the emotions of others in social interactions.

2. Importance in Social Settings: Emotional intelligence is particularly relevant in social
contexts, such as the workplace, where effective communication, teamwork, and
leadership are essential. Individuals with high emotional intelligence are better

equipped to navigate interpersonal relationships, resolve conflicts, and inspire others.

18
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3. Impact on Performance: Research suggests that emotional intelligence contributes
significantly to individual performance outcomes beyond what can be explained by
general intelligence alone. High emotional intelligence is associated with better
decision-making, higher job satisfaction, stronger leadership skills, and improved

overall well-being.
Integration:

While general intelligence provides the cognitive foundation for problem-solving and learning,
emotional intelligence complements it by facilitating effective emotion management and
interpersonal interactions. Together, these two forms of intelligence influence various aspects
of individual behavior, performance, and success across different domains of life.
Understanding the interplay between emotional intelligence and general intelligence is
essential for comprehensively assessing human abilities and potential for personal and

professional development.

Research Gap

Research Gap: The study by Lam and Kirby addressed the lack of independent empirical
analysis on the influence of emotional intelligence on individual performance, specifically
cognitive-based performance. Motivated by the widespread acceptance of emotional
intelligence’s importance in success, despite limited empirical evidence, the researchers aimed
to provide rigorous examination of its impact. By conducting systematic analyses, they aimed
to bridge the gap between anecdotal claims and empirical research, contributing to a deeper

understanding of emotional intelligence’s role in performance outcomes.
Identification of the Problem or Issue Addressed by the Chosen Paper

Emotional intelligence (EI) has emerged as a popular concept believed to influence personal
and professional success. However, there has been a lack of rigorous empirical research to
substantiate claims about the impact of emotional intelligence on individual performance,
particularly in comparison to traditional measures of general intelligence (IQ). The chosen
paper aims to investigate whether emotional intelligence contributes to increases in individual

cognitive-based performance beyond what is attributable to general intelligence.

1. Lack of Empirical Evidence:
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Despite widespread beliefs about the importance of emotional intelligence,
there is a dearth of independent, systematic analysis to support claims of its
positive influence on individual performance.

Anecdotal sources and testimonials have fueled the perception of emotional
intelligence as a valuable attribute, but empirical research is needed to validate

these claims.

2. Questioning the Relationship between EI and Performance:

The paper addresses the gap in understanding the specific relationship between
emotional intelligence and cognitive-based performance.

It questions whether emotional intelligence accounts for performance
improvements beyond what can be explained by traditional measures of general

intelligence.

3. Motivation of the Research:

The authors seek to contribute to the existing body of knowledge by

investigating the impact of emotional intelligence on individual performance.

The agenda of the research is to provide empirical evidence regarding the utility
of emotional intelligence in enhancing cognitive-based performance. By
conducting systematic analysis and employing a comprehensive emotional
intelligence scale, the authors aim to shed light on the practical implications of
emotional intelligence in various domains, including education and the

workplace.

POWER POINT PRESENTATION
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Emotional intelligence (EI) has gained attention for its perceived role in personal and
professional success. However, empirical evidence supporting its impact on individual
performance beyond general intelligence is lacking. This study explores the relationship
between emotional intelligence and cognitive-based performance to determine if EI offers an

advantage. By addressing this gap in the literature, the research aims to provide insights into

the significance of El in shaping individual success.
Research Gap

The study by Lam and Kirby addressed the lack of independent empirical analysis on the
influence of emotional intelligence on individual performance, specifically cognitive-based
performance. Motivated by the widespread acceptance of emotional intelligence’s importance
in success, despite limited empirical evidence, the researchers aimed to provide rigorous
examination of its impact. By conducting systematic analyses, they aimed to bridge the gap
between anecdotal claims and empirical research, contributing to a deeper understanding of

emotional intelligence’s role in performance outcomes.

Identification of the Problem or Issue Addressed by the Chosen Paper
1. Lack of Empirical Evidence:

Despite widespread beliefs about the importance of emotional intelligence, there is a dearth of
independent, systematic analysis to support claims of its positive influence on individual

performance.
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Anecdotal sources and testimonials have fueled the perception of emotional intelligence as a

valuable attribute, but empirical research is needed to validate these claims.
2. Questioning the Relationship between EI and Performance:

The paper addresses the gap in understanding the specific relationship between emotional

intelligence and cognitive-based performance.

It questions whether emotional intelligence accounts for performance improvements beyond

what can be explained by traditional measures of general intelligence.
3. Motivation of the Research:

The authors seek to contribute to the existing body of knowledge by investigating the impact

of emotional intelligence on individual performance.

The agenda of the research is to provide empirical evidence regarding the utility of emotional
intelligence in enhancing cognitive-based performance. By conducting systematic analysis and
employing a comprehensive emotional intelligence scale, the authors aim to shed light on the
practical implications of emotional intelligence in various domains, including education and

the workplace.
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