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ABSTRACT

The commercialization of the Internet and the widead use of information technology have enabledynmaganizations
to enhance their business processes and expamntiagkets. Virtual sales teams allow the flexiilitnd convenience of
working anywhere and building a geographically dsseeworkforce. However, an inappropriate leadedes adopted by
virtual sales teams may cause potential busineskiréa and economical losses in California Silicoralley
telecommunications organizations. The propositibthis correlational study was to examine the riglaship between the
virtual leader’s style and the team performancenfpoised of three factors; achieving virtual salearh objectives and
KPlIs, individual role clarity, and the sales teawllaboration) of California Silicon Valley teleconumication networking

virtual sales teams.

The participants included 120 distributed salesfessionals employed by California-based telecomeations
networking organizations who completed an Intebtveted survey regarding virtual leader’'s styles &mam performance.
The finding from the study was that a correlatiaisted between the virtual leader’s style and #at performance. While
the findings showed significant correlations betwéee virtual leader’s style and the sales teanfqrerance for achieving
team KPIs (5= .667, p < .01), role clarity (= .336, p < .01), and team collaboration,¥ .738, p < .01) respectively,
additional analysis showed weak linear relationsHietween the variables®R 444, .113, and .545, p < .01)
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INTRODUCTION

The new economy of the digital information-baseabgl computerized network of communication has tyesccelerated
innovation, creativity, and economic growth in aiprecedented pace (Kantola, Kabir, & Loiseau, 20I)er since the
inception of the Internet, virtualization, which iee process when the virtual forms replace thé peacesses and
phenomena, has become a reality (Baeva, 2016).eMamd Griffith (2007) argued that globalizatiorsheeen a major
contributor to the introduction of virtual globaams and their respective global product laundbesghici, Aldea, and
Draghici (2013) defined virtual teams as those waykeams that are physically dispersed and cotibgrimarily using

electronic means and communication technologiegerGthe fast paced growth for global telecommuibcatompanies
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2 Naem Saafein

over the past few decades (Venkatram & Zhu, 20h2a))y of these companies moved into a distributetdali sales team
structure, where the front line sales teams codpedaectly with customers in numerous organizatlofunctions,

especially the technical sales function.

The new dispersed team structure has caused difficu managing virtual teams, which can contribtite
business failures and disruption in the traditiomanagement process. To address such risks, wetméede knowledge
about any influence that leadership style may ta@véhe performance of the distributed virtual teaBales function in
global teams is a complex task and many challenged to be addressed when managing globally distdbsales team
such as the divisive different points of view, cultl beliefs, interests, standards, as well astimdlicting roles, task, and
priorities (Cleland & Garies, 2006)

Because of the potential business failures and eomal losses that employee low performance related
inappropriate leadership styles may have in th&ibliged virtual sales teams in the telecommunicatompanies, it is

crucial to examine the relationship between theuglrteam members’ performance and the teams’ ishigestyles.
Background of the Problem

The contemporary business world has some uniqueleantharacteristics, and teams should be respmnatlaptable,
creative, and dynamic to survive and compete im#he changing environments (Cleland & Garies, 2086%allup poll
of the American workplace has shown that while 28R%he workforces were engaged, 51% were not, 2% Qere
completely disengaged. A total of 70% of Americarkers was disengaged in the workplace and thisseact
disengagement costed the economy about $450 -1§iBi60 per year (Gallup Poll, 2014). This fact ieased the need for

more emphasis on teams’ performance and overgibcate financial performance.

Trying to deal with this dilemma and to promoteubstantial growth for business, organizations acrmany
industries, including telecommunication networkimglustry, have evolved their teams, such as R&D saids, from
being traditional co-located teams to virtual tedmsut costs and establish an improved high-quabies pipelines that
drive better margins, more sales, and higher revekiost of the contemporary organizations use &irteams, one way
or the other. The growth of virtual teams has bea@rstant, and a relevant study showed that more tt&billion people
work virtually and that 25% of the teams worldwie virtual. These data gave an indication of theartance of virtual

teams in organizations (Guinaliu & Jordan, 2016).

While virtual teams allowed organizations to hayaaimic work environments with a healthy mix of cuéts and
values (Richards & Bilgin, 2012), Gibson and Col{2803) stated that virtual team members dependzohnblogical
tools to connect across geographic, organizaticarad, other boundaries. Although these distributgldssteams were
traditional co-located teams initially when theyrevdormed, they evolved into virtual teams driventbe technological
advances that made their existence feasible andatesavings they bring (White, 2014). The tecbgimal advances in
communication technology enabled organizationsaionfteams with a broad range of expertise regasdidstheir
location, which was not attainable using the tiadal co-located teams (Maruping &Agarwal, 2004)o$¥ of the
organizations nowadays employ some level of paialality (Al-Ani, Horspool, & Bligh, 2011; Szewc2013). The
technology advances have facilitated the developmed operation of virtual sales teams and helpedem businesses

meet their goals without incurring the high cosid #ogistical problems associated with co-locagsaiis.
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However, this new reality of virtual teams madariperative for organizations’ management to realieevirtual
teams’ challenges, operation, and how to manag®a fhea proactive way that assured high team pedooa. White
(2014) argued that virtual teams’ leadership andadyics were entirely different than those of ttagitional co-located
teams and hence introduced many new organizaticmallenges, such as managing cultural differenoesntaining
remote leadership, and developing trusting relatigms within the teams. While traditional team peai-solving
processes rely on in person meetings (Ocker, 200Bgre team leaders engage their team members phiygjcal
conversations, such as para-verbal means; tonesyerbal indications, and body language to delivezssages more
efficiently to employees (Warkentin et al., 199Viytual sales teams use collaborative technolodgimals to collaborate

and work asynchronously (Eom, 2009).

Additionally, this new reality presented some majballenges to leaders and required them to dewdifgrent
leadership qualities to maintain and promote the vietual organizational management (Leonard, 200ther challenges
this new reality brought were the alignment of cledjectives, concerns for security and reliabildy real-time
communication channels, fragile team dynamics,stkewness of competence, and the disruptive cultaedlonal and,
language differences. Pauleen (2004) argued virmalironment leadership challenges usually manithstnselves
through the team's internal communication, collabon, and effectiveness. This study examined treetation between
the virtual team members’ performance and the tebadership styles among distributed teams’ salepfe working for

California-based telecommunication companies.
Statement of the Problem

Sales have evolved from being a lone wolf actititype an increasingly team-based approach wherg praducts and
services are increasingly complex and fast-chandWyld, 2015). Although many organizations investtemsive
resources in supporting their sales forces withaaded technological tools to increase work proditgtiRoman &

Rodriguez, 2015), budgetary structure and commtiaicahallenges of the sales teams have not dihedis Similarly,
sales teams in the telecommunication networkingketanave been facing many challenges, such aspénedsg cuts,
saturated markets, more competitive landscape, nebguh customer needs, and declining revenues. Whilaarily

focusing on selling, salespeople in the networkimdustry strive to maintain a positive relationskijih their customer
base to reduce the possibility of customer chumcddse the sales force plays a crucial role incamgpany’s market
value, optimal performance of the sales team @l ¥dr their overall growth. Enhancing the salescéomotivation is a

crucial measure, which can lead to improved saesrrues (Kananen & Akpinar, 2015).

The topic of the study was the examination of thltionship between virtual leader’s style and tham
performance among telecommunications Californig&c @il Valley networking companies’ sales professien@he new
dispersed team structure has caused a difficultynémaging virtual teams, and an overall organipaticompetency
challenge (Ziek & Smulowitz, 2014). The generallpeon of the study was the potential business fadand economical
losses that employee low performance related tppirapriate leadership styles may have in virtudésdaeams. The
specific problem was the possible poor performamtated to having a difference in virtual leadestgle at California
Silicon Valley telecommunication networking compemithat can contribute to business disruption asglly}c market

growth slowdown.

www.iaset.us ed@iaset.us



4 Naem Saafein

Purpose of the Study

This correlation study primary purpose was to itigage the relationship between virtual sales tedgaslership styles and
the team’s performance (in terms of achieving tek@y performance indicators (KPIs), role clarity,dateam

collaboration) in the distributed sales teams dif@aia's Silicon Valley networking companies. Shjuantitative study
was employed to research a number of distributéek garofessionals at Silicon Valley networking c@migs using a

survey instrument to examine the relationship betwihe virtual sales teams' leader’s style andethm performance.
RESEARCH QUESTION

The purpose of this correlational study was to necdter the relationship between the virtual le&dstyle (the predictor
variable) and the performance of sales teams atdehmunication networking companies (the critenamiable. The
following research question guided the study: Wisathe relationship between virtual sales leadstide and team
performance (in terms of achieving team KPls, rdirity, and team collaboration) in the distributsales teams of

California's Silicon Valley networking companies?
HYPOTHESES

Because team performance is measured in this studyhe team’s ability to achieve goals, role ¢lariand team
collaboration (as a function of trust level, effeetcommunications, and conflict resolution), thiegotheses related to

each performance measures are used for the respagstion as follows:

* Hol: There is no significant relationship between vhitual sales leader’s style and the ability of tistributed

sales teams at California's Silicon Valley telecamibation companies to achieve their KPIs.

e Hal: There is a significant relationship between thtual sales leader’s style and the ability of thstributed

sales teams of California's Silicon Valley telecommigation companies to achieve their KPIs.

» Hy2: There is no significant relationship between theual sales leader’s style and the role claritythe

distributed sales teams of California's Siliconl#faktelecommunication companies.

» Ha2: There is a significant relationship between twtual sales leader’s style and the role claritythe

distributed sales teams of California's Siliconl¥fakelecommunication companies.

» Hg3: There is no significant relationship betweenthtual sales leader’s style and the team collaton in the
distributed sales teams of California's SiliconI®ltelecommunication companies, measured by trs tevel,

the effective communications, and the conflict heson within the team.

* Ha3: There is a significant relationship between htual sales leader’s style and the team collataman the
distributed sales teams of California's Silicon®altelecommunication companies, measured by tist tevel,

the effective communications, and the conflict heBon within the team.

Impact Factor (JCC): 6.2242 NAAS Rui2.08
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DEFINITIONS, ASSUMPTIONS, AND LIMITATIONS
Definition of Terms

Global sales teamare teams that spread across national, culturdlliaguistic lines and operate in a globally distatied
virtual environment. Numerous multinational orgamians operate this form of virtual organizatiorddag (Zander,
Mockaitis, & Butler, 2012).

Virtual sales teamsire sales teams with individuals who are distetun various geographical locations with
little to no in person communications, and who regavily on electronic means of communication tooagplish their
team objectives. Virtual sales teams connect teamiers over temporal and distance to collectivetykwon joint
projects to attain shared objectives (Bell & Kozsiiy 2002). The terms virtual sales teams andidigigd sales teams

were used interchangeably throughout this paper.

Sales co-located teammre the teams where member work is the same docatésigned to perform their
respective project assignments. The sales team arendhall operate close together (Reinertsen & I5niif97).
Throughout this paper, the terms of sales co-lactgams, sales traditional teams, and sales fataeéoteams were used

interchangeably, and referred to the same meaning.

Leadershipis defined as the venue to motivate, inspire, anthiize subordinate to strive willingly to achieve

common goals, through ethical, respectful, andlloyanners (Hersey & Blanchard, 1988).

Leadership stylesepresent how teams are led and could be eitl@sdctional or transformational. While
transformational leadership mainly focuses on mangathe interpersonal relationships among subotd&dransactional
leadership emphasizes on enabling and coordingtimgnplementation of team tasks to build and @elpproducts (lorio
& Taylor, 2015).

Trustis a phenomenon that has different aspects, wiidmportant for interactive relationship developten
maintenance, and survival (Curtis, 2011). Trustldas well be seen as a social aspect that helgsei alignment of

physically dispersed team members.

Knowledge sharings a process of individuals in an organization,iclhhfacilitate sharing and leveraging of

knowledge and may result in a new knowledge devetoy (McNurlin et al., 2009).

Key Performance Indicator (KPI¥ a crucial measure for defining the health ¢éam in terms of achieving the

team’s objectives (Collins, Hester, Ezell, & Ho216).

Team performanceharacterizes activities directly related with themonstration and application of technical
knowledge, skills, and abilities (KSAs) towards iaeing teams’ objectives (Grand et al., 2013). 8inwst teams have a
unique set of goals and objectives, there is nahaffshelf solution that fits all teams (Davengitvhite, 2001) and there
is no single, uniform, and agreed-on measure dbpeance effectiveness for teams (Guzzo & Dicksi#96). While a
real team is defined as an assembly of individualking committedly to achieve a mutual objectiaehigh performance
team is one that satisfies all of the requiremaritseal teams, but take their commitment furtheqpanding their
relationships in which members sacrifice for themll success of each individual on the team a$ agethe team itself
(Regan, 1999). In this study, team performance gmilpnfocused on Hacker and Lang (2000) performameasurement

system, which includes the next three structures:
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» Accomplishing the team’s overall objectives and lRe&yformance Indicators

e Team members’ Role Clarity, which improves effig@gnwork environment quality, alignment with a sepp

accountabilities, and deliverables.
 Team collaboration associated to team'’s internai freffective communication, and conflict resanuti

Role Clarityis the level to which guidance and information gireen to employees regarding the expectations and
behaviors associated with their work role. The nsrfficient information regarding roles increast® more employees’
uncertainty, and lack of clarity decrease (Kahralet 1964; Zheng Thundiyil, Klinger, & Hinrichs, 26). While role
clarity was deemed a substantial contributor to ¢hecessful formation of organizations, establighiole clarity may

empower cooperative working practices and thudifaig coordination (Curnin, Owen, Paton, TristP&rsons, 2015).

Conflict Resolutions the exercise of recognizing and addressinglictmfn a practical, reasonable, and effective
way, and it entails certain skills, such as effecttommunication, problem solving and negotiatinthva focus on
interests (Saeed, Almas, Anis-ul-Haq & Niazi, 2014)proper conflict management not only achieveseasation of
hostilities, but also promotes ideas for coopeeakiehavior (Godiwalla, 2016). It is all about erigggn an exercise with
the confidence that those involved will work ounhatually beneficial solution (de Graaf & Rossead] %), and it usually

challenges the diplomatic and human relationssskillthe most skillful manager (Berry & Kaul, 2014)
Assumptions

Because the major global telecommunication comgaanie United States of America based, the vastribagf the study
participants were United States-based, which pagastential overrepresentation of the United Stagea country, and as
an advanced technological culture. Another limitatis the time constraint under which the study tabe completed.
The dissertation completion guidelines dictatedegtain time by which the study should have been pieted, so
conducting the study within a finite time might lealzeen a limitation. Because the correlational istuéxamine the
relationships between variables and are employeihspect if a relationship exists, it could not &&sumed that the
predictor variable caused changes in the criteviatiable. Lastly, participation in the study wadwaary without any

form of remuneration, so response rate could haea la limitation.
Limitations

Because the study was conducted in the United sStatest of the participants were based in the driietes. This could
have caused a possible over-representation oftcjpaatits from a country with advanced communicatod technology
infrastructure, and a common work culture. Suchr-ogpresentation may influence the outcomes relaiezfficiency of

technologies virtual teams use in their daily dodleation and communication, and outcomes relatexitoral differences

among teams.

Moreover, the participants were asked to voluntedake part of the study, without anticipationawfy type of

remuneration. This may have resulted in extendiegleadline to complete the survey.

Lastly, the selection of the convenience samplirghed was another limitation because it can intcedbias
(Creswell, 2015). In fact, selecting any singleessh design or sampling method over others cremteadditional

research bias.
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RESEARCH METHODOLOGY

While a quantitative research is typically employedjuantify defined variables and asks questisush as what is for
quality and how much/how many for quantity, a qiadéive research focuses on the quality of data evipeoblems are
answered to have an insight into why certain actiappens without generally focusing on quantity ¢itanald &
Headlam, 2008). A quantitative method was choseraliee the purpose of the study was to examineefaganship
between the virtual leader’s style and virtual saléstributed teams’ performance. The proposedysiinestigated the
probable connection between various leadershipestybf virtual sales teams and their performance thia

telecommunications industry.
Population and Geographic Location

Members of global virtual sales teams belongingCadifornia’s Silicon Valley based telecommunicatioetworking
companies served as a population for this studg. tElecommunications industry major companies aesitanufacture,
develop, and service both hardware and softwareviigd, wireless, voice, data, and video servites énable people all
over the world to access and transfer informaticespective of time zone, place, or informationtsysmedia differences.
Given its fast-paced growth and fierce competitiaéure, the telecommunication industry is one efrtiost energetic and
innovative industries, where products and serviaes continually evolving, and the rate of obsoleseeis high
(Mavengere, 2014).

While the telecommunications industry has been grgveteadily in the last few decades, Californigiicon
Valley has been the primary location for some o thajor telecommunication switching companies (Malti &
Nomaler, 2014; Sutton 1998). Although the termioadly referred to the region's large number atseih chip innovators
and manufacturers, Silicon Valley has evolved tferréo all the high-tech businesses in the areguding the world's
largest technology companies, such as Apple, Fatebtahoo, Cisco, Google, HP, Intel, Salesforceplel and Oracle.
Silicon Valley in California’s San Francisco solitly area has been a dominant contributor of thieadimformation and
communications technologies (ICTs) and a pillathie world’s information technology (IT) industrizdition era (Fairlie &
Chatterji, 2013). Silicon Valley has witnessed numns waves of innovation in the last few decadt&stisg with the
defense industry in the 1950s-1960s, rapid grovittih® semiconductor industry in the 1960s-1970ssqreal computers
(1970s-1980s), and the technology infrastructucktha Internet since the 1990s to present (Hentéte&, 2013).

Correlating the relationship between virtual leatigyr styles and sales teams’ performance in the
telecommunication networking industry will addresgap in research and offer top management thertyyity to better
manage the new virtual sales teams’ reality anceldgva trusting relationship between the teamshoAlgh previous
studies described the functions of virtual teantléeship in greater details (Eissa et al., 2012; Kaig et al., 2014; Ziek
& Smulowitz, 2014), many gaps still exist in regaodthe relationships of leadership capabilitied #reir impact on the
virtual sales team overall performance and effectéss in the telecommunication networking industityis proposed
study addressed these gaps by correlating theiordaip of leadership styles to the technical salétual teams’

effectiveness and performance in the networkingpames in California.
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Sampling Size

Since researchers cannot study every case of wdraiesy are interested in, they sample, where $ldsct targeted cases
to study in more detail and then use what theynldarunderstand a much larger set of cases (Neu@i¥). The
population in this study was well beyond few thowgsa Hence, based on a proposed guide by Leed®ancbd (2016),
the size of the population was almost irrelevaie power analysis was used to calculate the sasiggeof one hundred
and twenty (120) as described below. While caloudpthe statistical testing and sample size ofstinely, both Type | and
Type 1l errors were considered. Type | error (nefdrto as alphaaj error), is falsely claiming a significant relatghip
between two or more variables and Type Il errofe(red to as betaB] error) is a false non-significance incorrectly

claiming two or more variables are unrelated (YamgtMann, & Feit, 2013).

The suitable study’s sample size was found usingepoanalysis, which is recognized as a rigorous and
defensible method of determining sample size wiaikéng into consideration the level of statistisanificance (alpha),
the amount of power desired in a study, and theceffize (Bacchetti, Deeks, & McCune, 2011; Crekw@13). Simon
(2011) stated that power analysis depends on tl@nviog variables: sample size, population varigribe magnitude of
the difference between a null hypothesis and aah@native hypothesis, significance level, angationality of the test.
Statistical power, which is the probability of cectly rejecting a false null hypothesis (HO), ifeafed by Type | errors:j
and Type Il errorsf), the size of the effect, and the size of the daraped to detect it (Schneider, 2015). The power o
test is measured as “1p% wherep (beta) is the Type false negative, which is threreof failing to accept an alternative
hypothesis when we are unable to observe a differaien in truth there is one, and is inverselsteel to the probability
of making a Type Il erroff}) (Kuo & Zaykin, 2013).

A p value describes the probability of obtaining tHeserved result or one more extreme given that tiie n
hypothesis is true (Myles & Gin, 2000; Kusuoka, &ffinan, 2002). If the probability is less than &-specified valueo
acceptable type | error) set by the authors, thiehgpothesis is rejected (Gibbs & Gibbs, 2015)céuling to Ferreira and
Patino (2015) and Gibbs and Gibbs (2015), the €wtdtie to reject the null hypothesis is typical¥5 but could be 0.01
or 0.1 or another value determined by the authbine. smaller the value is the stronger evidence researchers have to
conclude that the null hypothesis is false. Addiidy, effect size (ES) is a measure that represém size of the
relationship strength between the study’s variafBesco, Aguinis, Singh, Field, & Pierce, 2015).R&tver is an accurate
power analysis program for statistical tests, comyaised in social and behavioral research to selacappropriate
sample size (Faul, Erdfelder, & Buchner, 2007).ndeh Heine University G*Power tool is free of cbartool that

performed high precision power analyses and useddio-commercial purposes.

The probability value used to calculate the sangie of this study was 0.05. The power in the tjtative
hypothesis testing is typically set to the valu®&, or 80% (Diegmann, Basten, & Pankratz, 201ijfinb & Kawamoto,
2013). The sample size was calculated to be 12@&ipants, based on an Alpha) (=.05, an effect size equal to 0.25, and

power equal to 0.80 as follows:

Impact Factor (JCC): 6.2242 NAAS Rui2.08
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Figure 1: Power Analysis to Calculate Sample Size.

The population effect size is a tool to measuredtnength of relationship between variables in angtative
study (Creswell, 2013fEffect sizes are important to the practical sigaifice of the results, and effect sizes - previous
studies can be used when planning a new stLakens, 2013)Although the effect size usually has a 0.5 valu
educational research (Creswell, 2015), an assumpfithe medium value is made when the effect sizbe population i
not known (Cohen, 1988).

Pilot Test

A pilot test was conducted to ensure participarstd & clear understanding of the survey completistructions, the
survey questions, and responses, and to refinevtinding of the gestions for clarity and focuA pilot test on a few
participants can usually help decide which tions to use (Creswell, 2013)sang, Royse, & Terkawi (2017) argued t
researchers can validate predictedcomes using a pilot studTwelve participants (whicwere 10% of the total number
of the study intended sample) were asked to parteipathe pilot study and a comment section was naa@éable fol

participants to give their feedback in an atterodutther enhance the instrumel

Although all participants in the pilot study wermployees of virtual technical sales teams in Silidailey-
based telecommunication networking companies, tlweye chosen from different geographies (four frdra United
States, four from India, two from Germany, one frtime United Kingdom, and one froJapan) to not only solicit
feedback on the instrument reliability and validityit also to verify the clarity of the survey'sitpiage, instructionsnd
various items as it applies to participants frorffedént backgrounds. In addition to answering intended survey
guestions, the pilot test participants were reqeest provide feedback about the structure, thenddy the question:
clarity, and any other comment that may help rethgeinstrument before disbuting it to the actual samp Cronbach's
alpha, which is a numerical coefficient of relidtyil Reynaldo & Santos, 1999), was calculated &b tiee reliability of he

used pilot test.
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Data Collection Design and Procedure

For access convenience, a web link to the survey evaated and simultaneously electronically matedhe stated
population sample. Electronic data collection pdeg an easy and a quick form of data collectiorg@ell, 2013). An
electronic mail was sent to 240 prospective pardicts, which was 100% more than the required sasipé&eof 120 to
offset the risk of a low response rate. A weekrasiending the link of the questionnaire link elenically, about 49
individuals (20% of the 240 prospective particigaritad completed the survey. A week later, an et mail was sent
to all 240 prospective participants to thank theigi@ants who have completed the survey and tarérthose who have

not completed it to do so.

A week after emailing the survey link referenced\ay another email was sent to the participantskihg those
who completed the survey and kindly asking those tdive not completed the survey to do so. Duriegdita collection
process, 12 (5%) responses were removed becayseéhe partially completed (abandoned). Anothef@%) started the
survey but exited due to the lack of prior exper@em the virtual sales environment. This processtinued up until the
goal sample size of 120 valid responses was adhjevieich lasted for 27 days. Accordingly, the syrveas locked, and

the data collection process and analysis began.
Reliability of the Instrument

Creswell (2013) recommended several factors to rgehaeliability of a good research instrument, sashthe clearly
stated and easy to follow questions, uniformitytedt administration procedures, and level of edsie participant’s
experience. The research used clear, easy to followl easy to interpret questionnaire format, kegepn mind

participants should not be pressured, or nervougevamswering the online survey. Since a pilot wsta subset of the
participants can help establish the validity ofimstrument scores and enhance questions and f¢@naswell, 2013), a

pilot testing was employed to revise the claritytef questionnaire and make changes based orféhdivack.

According to Sekaran and Bougie (2010), the mostufar test of inter-item reliability is Cronbach&pha
coefficient. The value of the Cronbach’s alph doefficient of reliability ranges from 0 to 1 (Mellis, 2003), with the
higher thea is, the more reliable the test is. Although thisr@aot a generally agreed cutoff, 0.7 and abowvacieptable
(Nunnally, 1978). The calculated Cronbach's alpdlaias for the final questionnaire were 0.927 fdrieding team KPIs,
0.810 for role clarity, and 0.837 for team colladdton, respectively, which indicated a high religypiof the study’s final

instrument.
Validity of the Instrument

Validity is defined as the degree to which a comdeporrectly calculated in a quantitative stutieéle & Twycross,
2015), and usually refers to “the ability of thaetiument to collect meaningful data, which enalthesresearcher to draw
conclusions from the sample to the population, iamaay be internal or external” (Creswell, 2013,1p9). According to
Sullivan (2011), determining the validity of an tinsnent includes building an evidence to supportnat support, a
specific use of the instrument tool, and that evigecan be found in the content, response promglasionships to other
variables, and consequences. The representatisales professionals who have both virtual leadprshiles supported
the data validity and credibility of the instrumeamd the results of the current study, because pineyided feedback
supported by real-world assessment of both virtaablership styles. In addition, the study's pgstints identified

themselves as belonging to one of three differ@mffjinctions, namely, sales professional, salefele@r others.
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This representation supported the data validity amdlibility of the instrument and the results bé tcurrent
study, which addressed primarily the sales funcitiothe telecommunications industry companies. $tugy's validity

was also confirmed by comparing and contrastingrtftgmation drawn from this study with other stesliinformation.
Internal Validity

Creswell (2013) recommended pilot testing to inseeiternal validity in quantitative studies. Siniy, Kimberlin and
Winterstein (2008) recommended pilot testing atrimsent to enhance quantitative methods internbditsaand overall
research quality. Accordingly, a pilot test wasfpaned in this study to improve the internal valgin which a subset of
the compiled list of prospective participants had thance to review the applicability of the questi the efficiency of

the procedure, and the questions contents.
External Validity

Increasing both the sample size as well as thécjmamts’ convenience level can be used to impribnestudy external
validity (Creswell, 2015). Hence, this study hasnpled a large sample size of 120 technical satdeggmionals in an effort
to improve the external validity. Likewise, easy &mcess and use web-based questionnaire was desteknd

administered, so participants’ convenience wasagdel Additionally, data external validity was domfed by comparing
and contrasting the information drawn from thisdstwith information from other studies (Bonet & Jadi; 2015; Chang
& Lee, 2013; Zander, Mockaitis, & Butler 2012). Téxeternal reliability verified whether the inforn@at that gathered for
the conducted study was aligned with the data c@lte by earlier studies. This study was not inténtteexamine any

variables other than those highlighted and statdte purpose statement of the study.
RESULTS

The size of the sample group was 120 sales profealsi and managers. The study included a pointiiseorrelation
analysis, a simple regression analysis, a hypathiesiting, and a partial correlational analysisthe variables; the
leadership style and each of the three performdacers, namely, achieving virtual sales team dbjes and KPIs,

individual role clarity, and the sales team collation.
Demographic Data

The study’s demographic categories included gengears with the current team, job function withie brganization, and
work location. The demographic data allowed theettgyment of a demographic-based understandingeo$déimple. The
demographic data was only used to describe theonegmts’ sample, and did not play a role in the datalysis of this

study.

The respondents of the survey categorized thensébtvde one of four diverse groups based on thresrsyof
employment with their respective teams. The largattgory was those who have been with their ptésam for one to
five years. While the likelihood of employees quiit their jobs in their first five years of emplogmt and before they
even build a solid commitment to their teams (Bluegd 1982), the results were in line with the ager&mployee

retention rate of technology companies in the &Gilivalley.
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W< year

®m 1-5 years
m 6-10 years
m > 10 years

Figure 2: Experience of Participants with their Current Teams.

Furthermore, the participants identified themselasdelonging to one of three different job funesionamely
sales professional, sales leader, or other. Ttag abajority of the participants identified themsed\as sales professals.
The three groups’ representation of sales teamsailmees among respondents supported the data vaiddycredibility of
the results of the current study, which is addresgirimarily sales function in the telecommunicatiodustry companie:
Figure 3 below illustrates the participants’ allocatimsed on their stated job functi

M Sales Professional
m 5ales Leader

m Other

Figure 3: Job Function Demographics of the Participants.

While most participants indicated that they workadthe United Statesapproximately 43% of participan
specified that they worked in 13 other countriegt,Yall participants confirmed working for virtuables teams
telecommunication corporations. Table 1 shows #réigpants allocation based on their place of v
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Table 1: Location of Participants (N = 120)

Location Participants Number | Proportion
India 13 10.83
Singapore 11 9.16
Australia 7 5.83
Netherlands 5 4.17
Germany 3 2.5
Japan 3 2.5
China 2 1.66
United Kingdom 3 2.50
Dubai 1 0.83
Hong Kong 1 0.83
Italy 1 0.83
Saudi Arabia 1 0.83
Spain 1 0.83
United States 68 56.7
Total 120 100

Team Performance, Communication Tools, and Challeres in Virtual Environment

The respondents ranked factors in terms of thepoitance to improving the performance of the virtsales team.
According to the collected ranking, the most sigaifit factor was trust among team members, followgdKPI

Achievement. The high ranking that participants kpdcified to trust, which captured the standindro$t in enabling
virtual teams’ smooth operations and performandea{BPande, & Ahuja, 2014; Robertson, Gockel, &uBex, 2013;
Anantatmula & Kanungo, 2010).

The essential role of trust in enhancing and prargotirtual environment, and the high standing tiéetive
communication methods in team’s performance, astithted in Table 2, both confirmed and justiftes necessity to have
the current study. This research study examineddlaionship between the virtual leader’s styleplyed by virtual
sales teams in telecommunication companies and pleeformance. Table 2 below displays the rankdfighe most

significant factors of the performance of virtuales teams.

Table 2: Ranking of Critical Virtual Team Performance Factors (N = 120)

Rank | Critical Performance Factor | Percentage of Participants (Either Important or Very Important)
1 Trust among team members 95
2 KPI achievement 93
3 Attaining a role clarity 92
4 Effective communication 86
5 Efficient conflict resolution 76
6 Team size 47

Also, the participants classified the challenged ffales teams encounter while employed by a Visalas leader.
The most important challenge was alleged to betrin relationships in the team followed by achigvKPlIs in the
virtual team. This outcome was aligned with thekiag given to trust among team members, which wasked as the
most significant factor in as far as the virtudesaeam performance is concerned. Table 3 displeyshallenges ranking

that the survey respondents encounter when empiayedirtual setting.
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Table 3: Ranking of Challenges that Sales Professials Face in Virtual Environment (N = 120)

Rank Team Challenge Score a
1 Achieve Key Performance Indicators (KPIs) 417
2 Trust Relationships in the Team 410
3 Communication Gaps Challenges 364
4 Role Ambiguity 339
5 Conflict Resolution 263

Total Score = Score is a Weighted Calculation b SBoftware Based on the Sum of all Rank Counts.
Data Analysis

The answers to the survey’s questions were codseldban 5-Point Likert-type responses. Each questaried an equal
weight when aggregated into the final score folhgaerformance factor. Once the aggregated scoreaadf performance
factor were found, the analysis to answer the rebequestions began. Table 4 below shows the vad@iedifferent

variables and other relevant team classificatibas the participants provided.

Table 4: Frequency of Variables in Both Modes of Ogration (N = 120)

Variable and Aggregated Value of the "
Classifications Performance Factors 1o i ParliEl g o
Scoré> 80% 59 49
Score between 60-79% 44 37
Transformational Scoré< 60% 17 14
Achieving KPI Goals
Scoré> 80% 42 35
Role Clarity Scoré between 60-79% 52 43
Score < 60% 26 22
Collaboration
Score> 80% 14 12
Score between 60-79% 95 79
Score< 60% 11 9
Scoré> 80% 38 32
Score between 60-79% 45 37
Transactional Scoré< 60% 37 31
Achieving KPI Goals
Scoré> 80% 38 315
Role Clarity Scoré between 60-79% 39 32.5
Score< 60% 43 36
Collaboration
Score> 80% 37 31
Score between 60-79% 35 29
Score< 60% 48 40

*Score = Aggregated Score Based on ParticipantsvArs
FINDINGS

The study investigated a research question thateaddd the relationship between sales virtual Esadéyle and team
performance of virtual sales teams in networkirigd@mmunication corporations based in Californtikcon Valley. In
the following paragraphs, the findings of the datalysis are discussed and explained to presenartieers to the

research questions. The data are further analgradcept/reject the respective hypotheses.
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Research Question

The research question asked whether a relatiortsdtiween sales virtual leader’s style and team pmdace of sales
teams in telecommunication companies. Since thgy® team’s performance extent is constructed upoee different
factors; team’s capability to accomplish set KPjealives, role clarity, and team collaboration, dwypothesis for each of
the three measures was utilized in answering thregoy research question. The point-biserial cotiats employed to

tackle each respective hypothesis is illustratefaible 5 below.

Table 5: Point-Biserial Correlations for the Study’s Variables (N = 120)

Performance Factor Virtual Leader’s Style a
Achieving team’s KPIs .667**
Role Clarity .336**
Team Collaboration .738**
®Mode of operation: 1 face-to-face0 =virtual
*P<.01

Hypothesis Hlpredicted no significant relationship betweendhkes virtual leader’s style and the ability ofesal
virtual teams in telecommunications networking migations to accomplish their KPIs. The correlatimhattaining
team’s KPIs, as shown in Table 5 above, gave at{bigerial correlation coefficient (,) value of .667 (p < 0.01), that

specified a significant correlation. Therefore réhis enough evidence to reject the hypothesis HO1.

Table 6: Simple Regression Analysis

Model R R Square | Adjusted R Square | Std. Error of Estimate
Achieving Goals .667 a 444 440 12.9293140783
Role Clarity .336 4 113 .105 11.8771939357
Team Collaboration .738]a .545 541 8.47280

*Predictors: (Constanilode of Operation

By choosing g-value of 0.01, there was an indication that thera 1% probability that the correlation between
the virtual leader’s style and achieving team’s K inadvertent or accidental, further supportihgt the detected
relationship is highly significant. In the test corcted, and with the value of 0.01, we rejected the null hypothesis and
concluded that there was a statistically signifiaatationship between the virtual leader’s stybel &he ability to achieve

team goals.

Simple regression between the sales virtual leadstyle and the ability of sales virtual teams in
telecommunications networking organizations to aggésh their KPIs, measured in terms of attainirey business
objectives, as illustrated in Table 6 above, shothed the regression analysis coefficient of deteation () value of
444, which indicated that almost 44% of the KPalgaaccomplishment may well be attributed to theying value of the
virtual leader’s style, namely, transactional @ngsformational. This showed a strong linear refestidp representing the
relationship between the two sets of variablesufeigl below shows the linear correlation betweetuai leader’s style

and achieving team KPIs factor.
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100.00

80.00

60.00

Aggregated Team KPI

40.00

0 2 a 8 8 10

Virtual Leader's Style

Figure 4: Linear Correlation between Virtual Leader’s Style and Achieving KPI.

Hypothesis K2 predicted no significant relationship betweenghkes virtual leader’s style and the sales teams’
role clarity in telecommunication companies. As [Eab above illustrated, the correlation for teare rarity and virtual
leader’s style 1= .336, p < .01) was significant, that gave backimgeject Hypothesis §2.Simple regression between
the sales virtual leader’s style and the sales $egste clarity, and as shown in Table 6 above tted value of .113 foR?,
which specified that almost 11% of team role cjacibuld be attributed to the changing value ofwuintual leader’s style.
This shows a strong linear relationship betweertwhevariables since almost 11% of team role glaz@uld be attributed

to the changing value of the virtual leader’s stigure 5 below shows the linear correlation betweirtual leader’s style
and the sales teams’ role clarity.

R? Linear = 0.113]
10000

80.00

60.00

40.00

Total Aggregated Role Clarity

2000

0 2 A 6 8 10

Virtual Leader Style

Figure 5: Linear Correlation between Virtual SalesLeader Style and Role Clarity.

Hypothesis H3predicted no significant relationship betweenhtual leader’s style and the virtual sales teams’
collaboration in California Silicon Valley-basedeeommunication corporations. As illustrated in TEab above, the
correlation for virtual sales teams’ collaboratiamnd virtual leader’s style of§, = .738, p < .01) was significant, which
gave backing to reject Hypothesig3d Simple regression between virtual sales teamitalworation and virtual leader’s
style, as shown in Table 5 above, resulted in mevaf .545 foi?, as shown in Table 6 above, which showed that simo
55% of team collaboration could be credited todhanging of the virtual leader’s style value. Téli®ws a strong linear
correlation between the two sets of variables salo®st 48% of the variability in the virtual saesms’ collaboration
could be ascribed to other factors than the relatigp between virtual sales teams’ collaboratiothartual leader’s style.
Figure 6 below shows the linear correlation betwéemal leader’s style and the sales teams’ coltaton.
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Figure 6: Linear Correlation between Virtual SalesLeader and Collaboration.
CONCLUSIONS AND RECOMMENDATIONS

While telecommunication industry is witnessing astfpaced adoption of distributed and virtual stuuet
telecommunication companies need to manage theivigg virtual sales teams, improve their busineszdpctivity,
increase their employee satisfactions, and enhtér@ieoverall performance. The study addressedatie of knowledge
about the relationship between virtual leader’testiyat distributed sales teams in telecommunioat@mmpanies adopt and
the overall team performance. Also, the findingenfrthis study contributed to the body of knowledgese of virtual
teams by expanding the understanding of virtualldeship among telecommunication companies and dhiables that

impact team performance.
Conclusions

The study’s instrument statistical results andahalysis of the collected data indicated that theree indeed relationships

team objectives and KPIs, role clarity, and teartaboration, in terms of trust, effective commurioa, and conflict

resolution. Hence, the following can be determined

First, virtual leader’'s style was indeed relatedvidual sales team performance. The relationshighibe
influenced by the factors listed by participantsd ahown in Table 6 above, such as trust among teambers, KPI
achievement, and attaining role clarity. Howevle study’s goal was not to neither find the impctse factors may

have on team performance nor to measure it.

Second, participants indicated the unimportanceoaflict resolution as far as team performanceoiscerned, as
shown in Table 6. While this may be in contradictof what Pazos (2012) and Ayoko et al. (2012)chated, this may
point to the enhanced tools many of the globalctal@munication organizations use to improve feedlbmekhanisms,

knowledge sharing, and task alignment within theéms (Eissa et al., 2012).

Lastly, the outcomes of the current study preseotedstituency with numerous past pertinent studgesutlined
earlier in the literature review section and oftees secondary data. Hence, the shared suppobiiwreen the current
study and the past studies was that they estatlliahsignificant relationship between virtual leaslestyle and team
performance. This may emphasize the importance xaiwialization plays on the distributed teams, luiding
telecommunication sales organizations. Neverthetbsscurrent study was not conducted to neitherpzde nor quantity

the impact of virtual leader’s style on the ovetalim’s performance.
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Recommendations

The latest advances in globalization and technologye helped expand and distribute business furctio various
locations globally not only to cut costs, but atsoreach more customer bases and telecommunicatitustry is no
exception. While telecommunication industry is wiBing a fast-paced adoption of distributed antlalirstructure,
telecommunication companies need to manage theivigg virtual sales teams, improve their busineszdpctivity,

increase their employee satisfactions, and enhéiedeoverall performance. Based on the findinfjghis study, the next

recommendations were made.

First, virtual sales teams’ leaderships in theciehdemunication industry need to understand factuatsdre related
to the teams’ effectiveness as well as the aspbatscan impact their team dynamics when building sunning their
virtual sales. By concluding the existence of atiehship between the virtual leader’s style andssteam performance,
the findings of this study can promote sales ogitns leaders’ awareness of the various chalkefagng the newly
formed distributed teams, so that they may addife=s properly. Table 3 above listed numerous chgéls the study

participants raised, which can be deemed as a tmadigrther investigation and discussion.

Second, Table 3 above showed that trust was higeligto be the most significant factor in the \altgales
environments; hence, organizational leaders ofssatganizations should pay a very close attentioit hot only as a
social aspect that helped in the alignment of masi dispersed team members, but also as a crelgalent in operating

successful and effective virtual sales teams’ stines and operations.

Third, as represented in Table 6, team collabanatias found to be the strongest performance factahe
virtual leader’s style. This finding as well as lieag most of the participants ranked trust tothe first significant
performance factor, as shown in Table 2, sales se&aderships should consider collaboration andttas the most
essential elements in operating virtual teams. ®vtullture has a great impact on virtual teamsctieire of the company
is superior to national culture (Pinar et al., 20Xknce, leaders should pay a close attentiorolabmration and trust
when tackling challenges in the virtual sales esnwinents.

SUMMARY

The findings of the current study backed the retathip between virtual leader’s style and the thr@@ameters used to
measure the performance of the virtual sales teamely, achieving virtual sales team objectives IdRdk, role clarity,
and team collaboration, in terms of trust, effeetdommunication, and conflict resolution. Howeue findings of the
study showed a weak positive correlation betweenvittual leader’s style and the three performameasures, which

indicated that virtual sales team performance nwynacessarily be predicted based on their vitesder’s style.
DATA AVAILABILITY STATEMENT

All data, models, and code generated or used dtiimgtudy appear in the submitted article.
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