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Virtual organizations (VOs) are organizations that employ Internet technologies to work with international teams; they have no constraints in terms of geography or time (Schilling, 2021). In today's rapidly evolving digital landscape, VOs have become increasingly significant due to their ability to adapt quickly, access global talent, and reduce operational costs (Dulebohn & Hoch, 2017). However, they also present unique challenges in areas such as communication, corporate culture, and performance management (Gilson et al., 2015).
This report examines virtual management in Dell Technologies through a structured analysis. It begins with an introduction defining virtual organizations and the report's purpose. The main body is divided into three key sections: first, it explores the challenges Dell faces in virtual management, including cultural, communication, and security issues. Second, it discusses the opportunities presented by virtual management, such as global talent access and cost reduction.
Company Background: Dell Technologies is an American multinational technological organization established in 1984 that has earlier adopted virtual work structures (Dell Technologies, 2023). Starting from 2009, Dell continues and proves that it insists on the flexible and remote work policy with the program called “Connected Workplace” (Messenger & Gschwind, 2016). This initiative has since evolved, making Dell an ideal subject for examining virtual organization practices. 
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[bookmark: _Toc174481056]Maintaining Organizational Culture and Employee Engagement
The organizational culture, hence, has its share of challenges in relation to its preservation together with commitment-building for the employees working for Dell Technologies at a virtual setting. According to Schein (2010), it was established that organizational culture encompasses aspects that are well imbedded in the organization’s people and things, which are tangible in the physical space but not easily in virtual environments.  
Also, Neeley (2021) notes that virtual work may bring latent feelings of alienation and dislocation within employees, thus contrary to the intention put on organizational culture at Dell. Ideally, the company faces the challenge of shifting from shallow attempts of culture-building, through social media connections, hence the need to critically redesign the culture strategy to encompass creation of high-quality virtual experiences that reflect the organizational culture of Dell and improve employee engagement.
[bookmark: _Toc174481057]Ensuring Effective Communication and Collaboration
As for the efficient communication between the globally located employees, Dell, despite the latter’s investment in the modern means of communication technologies, continues to face significant challenges. The findings of Marlow et al., (2017) show that many virtual teams face issues that relate to coordination, communication, and trust. Another is that Dell leveraging of digital coms as a means of communication may lead to a creation of many ‘pools of information’ that do not interact as they would if the workers were physically situated hence inhibiting the passing around of ideas. 
 In addition, Jarvenpaa & Leidner (1999) found that the level of trust in virtual teams is relatively low and testifies a certain period to strengthen cooperation between distributed employees Thus, Dell must make efforts to maintain and develop the trust of the employees. 
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The use of virtual management in Dell has gone a notch higher in increasing the kind of talent pool the company is in reach of. It will also be important to agree with Raghuram et al., (2019) that virtual work arrangements could in fact assist an organisation in being able to access talent that it could not previously access, hence increasing innovation and possibly problem-solving skills. 
However, the authors of the article Hinds et al., (2011) noted across geographical space- and nation-bound diverse workforce has certain issues which can be managed only through efficient cross cultural management skills. The following issue that Dell needs to address is if the current management practices at Dell are diverse enough and if the company is making the most out of diverse views that result from global virtual work environment to sustain competitive advantage in the technology industry.
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Virtual management can serve as a major advantage for Dell as it freed the company significant amounts of money as the need for the extension of physical offices and other overhead costs. However, according to Nilles (1997), it is claimed that virtual working not only entails cost savings, but also enhanced levels of productivity and flexibility of organizations. Thus, Dell needs to deeply analyze the impact of virtual work model and decide whether these cost reductions are effectively re-allocated and invested into the company’s competitive advantage instruments, such as R&D or customer relationship improvements. 
However, according to Martins et al., (2004), virtual teams can be assembled, reconfigured and disassembled rather easily since the needs of an organisation are bound to change with the passage of time. The above flexibility could somehow improve the organizational agility of Dell, effectively enabling it to address market trends much faster. 
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Due to the changes in business organization structures, especially the shift to virtual management in the case of Dell, Essential Performance must push for a radical overhaul of performance standards and management methodologies. Kaplan et al., (2018) also highlighted the existence of performance evaluation issues where managers rely on their own default to estimate their subordinates’ productivity without supervision. Dell needs to justify whether its hierarchy of performance management tools is capable to provide fair and accurate assessment in context of virtual environment. 
 Furthermore, Dell has noted higher extant of productivity in some work domains according to; Kelliher & Anderson (2010) this has been specifically observed as a potential threat to work intensification and well-being consequences among employees. 
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This vulnerability is more concerning for an organization such as Dell as a technology company in a contemporary, heavily computerized workspace. In this paper, cram et al., (2017) explain that an increased attack surface and cyber risk are two disadvantages of remote work due to decentralization. It’s high time for Dell to ensure that current security measures are effective in case of the company’s largely remote workers, and to define potential consequences of data leaks in the global field for the company’s competitive advantages and customers’ confidence. In addition , Canibano (2019) note that it is quite difficult for organizations to enforce data protection laws that are required for virtual workplaces.
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The model of virtual management increases the activities of the company in the space of density of electricity with the market and customers as well as the speed of the changes. Sambamurthy et al., (2003) maintain that flexibility is the main source of competitive advantage in digital business settings. 
 Nonetheless, Eisenhardt & Martin (2000) have opined that the organizational capabilities may get over time frozen irrespective of the dynamic environment that the organization operates in. Dell must be careful not to lose focus from the fact that flexibility within an organization entails the development of other aspects that identify its core competencies. 
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Virtual management, which Dell utilizes, gives the firm a chance to work with cross-functional teams, which may be in different geographical regions, hence cutting costs and encouraging innovation in new ideas. According to Gibson & Gibbs, (2006), virtual teams can increase innovation since different knowledge and perspective may be compiled. Due to the virtual nature of Dell’s organizational structure, talent and ideas can be combined in fundamentally new ways. 
 However, Gilson et al., (2015) add that the facility of idea generation and other creative assignments tends to be a problem for virtual teams because of the absence of casual interactions. With regards to the innovation referenced by the author, Dell must ask itself whether its virtual innovation processes are engaging the creativity of the diverse population. 
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While virtual teams have the advantage of flexibility, they lack the effective means of developing trust and creating the integrated, united spirit of the whole. The use of online communication may cause some team members to have certain misconceptions and antagonisms which will only harm the team’s performance. Jarvenpaa & Leidner (1999) are of the opinion that virtual teams are easily mistrustful and therefore the trust needs to be cultivated continually. However, communicating excessively to make clients trust you can create a problem of ‘over information’ decimating productivity. About this, leader’s ought to self-reflect and analyse if the steps they use in managing virtual teams promote trust or if it is all mirage that disintegrates when pressure is applied.
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Leading virtually requires the application of new skills which blur the application of conventional leadership theories. Whereas Zigurs (2003) proposes more facilitative ways of leadership, this changeover may result in reduced influence of the leader. A potential drawback to judging leadership skills in the written domain is that it unfolds in the context of virtual communication, which naturally privatizes communication while often overemphasizing the written form, thus potentially disadvantaging those leaders with innately strong interpersonal skills. Besides, more recent theories of leadership, such as that of ‘e-charisma’ (Avolio et al., 2014), prompt concerns about the nature of leadership in virtual environments. One can develop a false sense of authenticity and lose the signal about who the leader is and what abilities they possess offline. Leadership development programs need to be queried by organizations to determine if they adequately equip effective leaders to operate in virtual management environments.
[bookmark: _Toc174481072]Opportunities
[bookmark: _Toc174481073]Fostering a Global Leadership Perspective
Virtual organizations allow for global exposure that can improve cultural literacy in leadership, or exacerbate the problem. But this opportunity is accompanied by numerous problems. Counterparts of this type of thought are those simple belief systems which proposed that all the world exposure would amount to cultural competence. So, the prejudice can be simply reproduced in a far more aggressive manner when the interaction goes through the virtual environment, and that is the way such communications can convert prejudices instead of eliminating them. As much as Ang & Van Dyne (2015) suggest cultural intelligence, attaining this in virtual context unachievable. The ideas of fully democratized leadership positions within the virtual domain seems enticing but such a paradigm might only reinforce the divisions across different capabilities in using technology props. Leaders of organizations need to assess whether virtual leadership enhances diversity, or if it is just a façade.
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The idea of having data driven leadership in virtual environment, as proposed by McAfee et al., (2012) holds a great promise. Excessive reliance on analytics implies that the management of human capital is dehumanizing complex human relations to figures. Despite the promise of applying AI and especially machine learning to identify dynamics of working teams, it becomes clear that such an approach might be reductionist and reproduce prejudices existing in the algorithms. This idea of implementing Virtual and Augmented Reality as a form of team-building engagement is rather unique and may pose possible psychological trends of being able to engage virtually but cannot transfer to other usual organizational communication and interdependence settings. Such leaders need to analyse to what extent the technology improves their efficiency and effectiveness or simply disguises the leadership issues with a high-tech coat.
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Global Talent Acquisition: Virtual management is the other area, where Dell has managed to record organizational triumphs through supply of global talent. As Larson & Makarius (2018), such approach might lead to the enhancement of creativity and to the actions connected to the work on different problems. Starting from the year 2009, Dell began their programme known as ‘Connected Workplace’ that has ease their talent acquisition implying that they source talents that may not be in their vicinity hence make them more competitive over the interface technologies and products in the technology industry. 
Cost Efficiency: Dell for instance regarding cost factors it provided $12 million annual cost reductions for cost reduction through flexibility in work (Dell Technologies, 2020). This is in line with Nilles’ sentiment in 1997 as he blew the trumpet for telework as having capacity to bring about absolute elimination of costs. Still, it becomes pertinent to check whether, these savings have better been channelled into imperative business plans. 
Environmental Impact: Dell's virtual work policies have contributed to a reduction in carbon emissions by decreasing employee commuting. While this aligns with corporate social responsibility goals, it's important to note that Harrington & Santiago (2006) argue that the overall environmental impact of virtual work is complex and not always positive.
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Culture and Engagement: Thus, it is still very hard for Dell to preserve organisational culture during the usage of virtual teams. According to Neeley (2021), deliberate culture activities should be conducted in workspaces that are virtual. Considering this, Dell must prudently assess the efficacy of the existing virtual culture promotion endeavours and explore more creative solutions regarding the management of the employees engagement. 
Performance Management: Thus, it can be hypothesized that the performance evaluation systems used in Dell has not been optimized for the virtual work environment. One limitation that Kaplan et al., (2018) discussed to virtual performance assessments is that there is a possible systematic bias. Dell needs to conduct a critical evaluation of how performance management is done within the company to see if the current approach effectively measures the employees’ performance in a virtual environment. 
 Innovation Processes: Although Dell has the ambiguous virtual structure, the company must solve the problems of virtual innovation, and the team composition can differ. Gilson et al., (2015) made their observation on the fact that virtual teams tend to have poor idea generation. Therefore, a major challenge that Dell has is the means of fostering creativity and innovation in virtual teams.
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Market Responsiveness: Its virtual management model might be useful in boosting Dell’s capacity for reacting swiftly to market trends. But Eisenhardt & Martin (2000) noted that such organizational capabilities tend to become exponentiate with time. To ensure credibility, Dell must be very careful that its virtual structure indeed equates market agility. 
Competitive Differentiation: Introducing flexible work option has become a norm in industries presently and therefore Dell’s virtual management practices do not hold the competitive advantage that they used to. The paradox for the company is that it now needs to seek opportunities for the competitive advantage of the ‘being virtually structured’ more probably in virtual collaboration distinction or in virtual customer interaction distinction. 
Global Expansion: Virtual management is advantageous to Dell as it operates on an international level while at the same time posing challenges in cross-cultural management. Hinds et al. define the difficulties of co-ordinate intercultural team communication and work in virtual teams. Thus, Dell also must carry out an appraisal of its cross-cultural management strategies to enable efficient operation on the international level. 
Cybersecurity and Data Governance: As Dell goes virtual, security threats grow to be significant in the firms’ strategic plans across the world. Cram et al., (2017) also explain how risks have grown in distributed work environments. Dell must now regard effective protection of its assets and clients’ data as prerequisites not only for operational efficiency, but also for gaining customers’ trust around the world.
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The case of Dell Technologies can be considered as one of the most dramatic cases that reflect the specificity of managing enterprises in the conditions of the digital environment. As for the strengths, Dell manages to effectively source global talents, minimize costs, and uphold environmental objectives; as for the weaknesses, there are challenges related to creating and sustaining the company’s culture, adapting the system of performance management, and promoting innovation in a virtual context. In the future, it is expected that the virtual management will incorporate more intensively artificial intelligence, focus on the virtual management competencies, develop the novel approaches towards cybersecurity, and use the option of the work-from-home initiative as a combination of both virtual and physical work environments. At the same time, virtual management becomes the standard model, particularly in the global industries.
[bookmark: _Toc174481080]References
Ang, S. and Van Dyne, L., 2015. Handbook of cultural intelligence: Theory, measurement, and applications. Routledge.
Avolio, B.J., Sosik, J.J., Kahai, S.S. and Baker, B., 2014. E-leadership: Re-examining transformations in leadership source and transmission. The Leadership Quarterly, 25(1), pp.105-131.
Cañibano, A., 2019. Workplace flexibility as a paradoxical phenomenon: Exploring employee experiences. Human Relations, 72(2), pp.444-470.
Cram, W.A., Proudfoot, J.G. and D’arcy, J., 2017. Organizational information security policies: a review and research framework. European Journal of Information Systems, 26(6), pp.605-641.
Dell Technologies, 2020. FY20 Social Impact Report. [online] Available at: https://corporate.delltechnologies.com/content/dam/delltechnologies/assets/corporate/pdf/progress-made-real-reports/delltechnologies-fy20-progress-made-real-report.p [Accessed 1 August 2024].
Dell Technologies, 2023. Who we are. [online] Available at: https://www.dell.com/en-us/dt/corporate/about-us/who-we-are.htm [Accessed 3 August 2024].
Dulebohn, J.H. and Hoch, J.E., 2017. Virtual teams in organizations. Human resource management review, 27(4), pp.569-574.
Eisenhardt, K.M. and Martin, J.A., 2000. Dynamic capabilities: what are they?. Strategic management journal, 21(10‐11), pp.1105-1121.
Gibson, C.B. and Gibbs, J.L., 2006. Unpacking the concept of virtuality: The effects of geographic dispersion, electronic dependence, dynamic structure, and national diversity on team innovation. Administrative science quarterly, 51(3), pp.451-495.
Gilson, L.L., Maynard, M.T., Jones Young, N.C., Vartiainen, M. and Hakonen, M., 2015. Virtual teams research: 10 years, 10 themes, and 10 opportunities. Journal of management, 41(5), pp.1313-1337.
Harrington, S.J. and Santiago, J., 2006. Organizational culture and telecommuters' quality of work life and professional isolation. Communications of the IIMA, 6(3), p.1.
Hinds, P., Liu, L. and Lyon, J., 2011. Putting the global in global work: An intercultural lens on the practice of cross-national collaboration. Academy of Management annals, 5(1), pp.135-188.
Jarvenpaa, S.L. and Leidner, D.E., 1999. Communication and trust in global virtual teams. Organization science, 10(6), pp.791-815.
Kaplan, S., Engelsted, L., Lei, X. and Lockwood, K., 2018. Unpackaging manager mistrust in allowing telework: comparing and integrating theoretical perspectives. Journal of Business and Psychology, 33, pp.365-382.
Kelliher, C. and Anderson, D., 2010. Doing more with less? Flexible working practices and the intensification of work. Human relations, 63(1), pp.83-106.
Larson, B.Z. and Makarius, E.E., 2018. The virtual work skills you need—even if you never work remotely. Harvard Business Review, 5(2018), p.5.
Marlow, S.L., Lacerenza, C.N. and Salas, E., 2017. Communication in virtual teams: A conceptual framework and research agenda. Human resource management review, 27(4), pp.575-589.
Martins, L.L., Gilson, L.L. and Maynard, M.T., 2004. Virtual teams: What do we know and where do we go from here?. Journal of management, 30(6), pp.805-835.
McAfee, A., Brynjolfsson, E., Davenport, T.H., Patil, D.J. and Barton, D., 2012. Big data: the management revolution. Harvard business review, 90(10), pp.60-68.
Messenger, J.C. and Gschwind, L., 2016. Three generations of Telework: New ICT s and the (R) evolution from Home Office to Virtual Office. New Technology, Work and Employment, 31(3), pp.195-208.
Neeley, T., 2021. Remote work revolution: Succeeding from anywhere. London, UK:: Harper Business.
Nilles, J.M., 1997. Telework: enabling distributed organizations: implications for IT managers. Information Systems Management, 14(4), pp.7-14.
OSAZEVBARU, H.O. and TARURHOR, E.M., 2020. Corporate governance and management opportunistic behaviour. Social Science Asia, 6(3), pp.1-12
Raghuram, S., Hill, N.S., Gibbs, J.L. and Maruping, L.M., 2019. Virtual work: Bridging
Research clusters. Academy of Management Annals, 13(1), pp.308-341.
Sambamurthy, V., Bharadwaj, A. and Grover, V., 2003. Shaping agility through digital options: Reconceptualizing the role of information technology in contemporary firms. MIS quarterly, pp.237-263.
Schein, E.H., 2010. Organizational culture and leadership (Vol. 2). John Wiley & Sons.
[bookmark: _GoBack]Schilling, M.A., 2017. Strategic management of technological innovation. McGraw-Hill.


















[bookmark: _Toc174481081]Appendix A: Individual Summary 
Analysis of the Conclusion - (Osazevbaru & Tarurhor, 2020)
The authors argue that control mechanisms such as performance- related executive compensation policies in the corporate governance structures of firms offer a way through which opportunistic actions by managers can be curbed and the levels of information asymmetry decreased. Their findings are inconclusive as to the efficiency of all compensation elements since positive findings are combined with either negligible or significantly negative signs.
Key Findings:
1. The study result indicated that the CEO benefits and bonuses ratio had a negative but insignificant effect on information asymmetry. It also indicates that it can partially lower the level of opportunistic behaviour; however, the impact is not very pronounced.
1. In addition, there were insignificant negative correlations between information asymmetry and the following executive compensation policies; executive benefits and bonuses (for non-CEO executives). Again, this suggests a possible but weak moderating effect of the level of opportunism.
1. Long-term incentive mix (stocks, performance plans) including CEO had a positive and significant correlation with Information Asymmetry. This implies that it may even enhance the fabrication of opportunism contrary to any conception.
1. For the combined variables of executive compensation, the general impact was observed to have a statistically relevant relationship with the information asymmetry.
Linking Results to Research Question: The authors also successfully relate the results obtained to the main research question of whether CG innovations, more specifically, the systems of executive compensation, can help mitigate managers’ self-serving behaviours and obtainable information disparities. They address this by looking at the composite picture and working out each part and the whole. Therefore, the outcome of the reviewed studies is inconclusive; thus, the paper offers a mixed results to the research question. It means that while some of the compensation elements may pose a positive line of work in connection with decreasing opportunism, others will do the opposite. This shows that there is a special challenge in creating efficient governance structures as well as compensation schemes.
Identified Limitations: The authors acknowledge some limitations of their study: 
1. Use of primary data: As with the current information, this approach is likely to present certain biases compared with the use of historical financial data. 
1. Sample size: The normally low number of used responses, in this case approximately 97, is an indicator that the results of the study may not readily translate to the general population. 
1. Focus on executive compensation: Other corporate governance structures were not investigated which might have concealed these factors. 
1. Geographic limitation: The research centered on Nigerian firms implying a confinement to the market thus restricting the generalization to other markets or regulations. 
Points the Authors May Have Missed: 
1. Endogeneity concerns: Of these concerns, there is a lack of profound discussion about the endogeneity problem between compensation policies and firm performance or information gap. 
1. Cultural factors: The paper could also have gone further to show the impact that culture typical of the Nigerian market has on the success of different structures of compensation as was seen for other markets. 
1. Time horizon effects: Longitudinal research studying that considers the way in which the variations in compensation structures affect information asymmetry over time can be informative. 
1. Interaction effects: The authors might have expanded where different compensation components interrelate with each other and their joint effect on opportunistic behaviour. 
 Proposed Next Steps: 
The authors suggest several directions for future research: 
1. Some of the limitations of the study include, they included, the small sample size and the geographical restricted nature of the study. 
1. Implementing other corporate governance mechanisms except for the focuses on the executive compensation. 
1. To supplement these results, findings are also corroborated using other proxies of information asymmetry. 
1. Carrying out research that focuses on the changes in the overall behaviour of employees and business over an extended period following the implementation of different compensation structures to curb opportunism. 
Critical Assessment: 
The suggested post-analytical work is appropriate and effectively responds to some of the study’s limitations. However, additional areas for future research could include: 
1. Analyzing the changes in regulations affecting the efficiency of the compensation structures on the prospects of opportunism. 
1. Exploring the fact that firm characteristics may act as a moderator and influence the compensation-information asymmetry linkage. 
1. Combined with examining the boards of directors and their independence as the external factor, this study looks at the board composition external factor moderating the relationship between executive compensation. 
Agreement with Findings and Proposed Steps: 
 I endorse the study conclusions and the authors’ conservative analysis of the study outcomes. The mixed evidence presented should remind scholars and practitioners of the challenge of crafting sound corporate governance structures and is consistent with prior research that has reported both beneficial and detrimental influence of the executive pay on managers’ action. 
The finding that CEO long-term mix may raise opportunistic behaviour is interesting and puzzling, and thus requires more research. It may imply some negative side effects of particular remuneration arrangements, which might lead to the executives’ influence on the information process, and overemphasis on the short-term results rather than the long-term benefits for the stakeholders.  Regarding the proposed next steps, I also concur with them because they correct fundamental flaws and are designed to enhance the research’s generalizability in terms of the link between corporate governance, executive compensation, and information asymmetry. However, the other research directions highlighted would be beneficial in adding more knowledge in this unarguably complicated problem.
[bookmark: _Toc174481082]Appendix B: Presentation + Précis of the Paper
Title: Corporate Governance and Management Opportunistic Behaviour
Authors: Henry Osahon Osazevbaru and Emmanuel Mitaire Tarhuror
Owing to the corporate failures recorded in Nigeria and elsewhere, this work assesses the link between corporate governance mechanisms, in particular, performance related schemes of executive compensations and managerial opportunism. In this regard, the authors examine the efficacy of these ends of compensation structures to eliminate the information asymmetry between the managers and shareholders. 
Methodology: 
· Primary data that was gathered by administering questionnaires to 125 senior managers of Nigerian organizations 
· The 97 completed and usable questionnaires used the OLS regression analysis. 
· Dependent variable: Analysts’ following as a measure of the degree of information asymmetry 
· Independent variables: CEO to the benefit/bonus ratio, the long-term CEO constituent, and other executive benefits/bonus. 
 Key Findings: 
· The correlation test on CEO benefits and bonuses ratio and information asymmetry yielded a coefficient with a negative sign but not significantly different from zero.
· Among the control variables, executive benefits and bonuses also had a negative accord with information asymmetry but the coefficients were insignificant. 
· Hypothesis H2: There was a positive and statistically significant correlation between CEO long-term mix and information asymmetry, although it was in the opposite direction of the prediction. 
·  The combined effect of all executive compensation variables significantly influenced information asymmetry.
Conclusions: There are somewhat ambiguous findings regarding the impact of PER and executive compensation for mitigating managerial opportunism. While some elements reveal the signs to curb the opportunistic behaviour, some of the other components may worse it subjectively. This shows why it’s challenging to create a proper framework for a company’s corporate governance and compensation system. 
Limitations: 
· The collected primary data can be biased 
· A factor that could affect the generalization of the results is the size of the sample in relation to the population. 
· Concentrate on the variables that relate to the remuneration of executives without any regard to the other instruments of governance. 
· Restriction of firms to Nigeria 
Recommendations: 
· Restraining self-interest: to control opportunistic behaviour, managerial benefit or bonus and chief executive officers benefits and ratio should be used carefully. 
· A concept that needs to be reviewed is the use of CEO long-term mix since it will lead to information asymmetry. 
· More research is required with bigger sample, different geographic areas, and other forms of governance. 
 Implications: 
This research participates in the current discourse on measuring adequate corporate governance structures and stresses that considerably more concern should be given to the procedure when developing performance incentive structures for executives to ensure their goals are consistent with the shareholders.
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Analysis of the Conclusion

* Study Focus:

« Examines the link between corporate governance mechanisms (performance-related
executive compensation) and managerial opportunism in Nigerian firms

* Key Findings and Analysis:
« CEO benefits and bonuses ratio:

* Shows a negative, albeit insignificant, impact on information disparities

« Indicates a potential for slightly reducing opportunistic managerial behaviour, though the effect is not
substantial

* Non-CEO executive benefits and bonuses:
« Demonstrates minor negative correlations with information gaps
« Hints at a possible, but weak, restraining effect on opportunistic tendencies
« Long-term incentive mix (including stocks and performance plans):
« Exhibits a positive and significant relationship with information imbalances
« Surprisingly, may actually encourage opportunistic behaviour, contradicting initial expectations
« Aggregate effect of executive compensation variables:
* Reveals a statistically meaningful connection to the level of information disparity within the organisation
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Analysis of the Conclusion

Main Argument:

+ Performance-related compensation can potentially curb managerial opportunism and reduce information asymmetry

Critical Points:

+ Mixed results highlight complexity in designing effective governance mechanisms.
+ Unexpected positive correlation of CEO long-term mix with information asymmetry
+ Limited generalizability due to sample size and geographic focus

Limitations Identified:

« Potential bias in primary data
« Focus solely on executive compensation
+ Geographic limitation to Nigerian firms

Suggested Future Research:

« Expand sample size and geographic scope

« Incorporate additional governance mechanisms

* Use alternative proxies for information asymmetry

« Conduct longitudinal studies on compensation structures' impact

Agreement with Findings:

+ Mixed evidence aligns with previous research on executive compensation effects
+ Puzzling result of CEO long-term mix warrants further investigation
+ Proposed next steps address key limitations and enhance understanding of the complex issue




