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A PHENOMENOLOGICAL INQUIRY INTO THE PERCEPTIONS

OF E-LEADERS ON VIRTUAL TEAM LEADERSHIP

Abstract

Corporations are facing a more complex and challenging global business environment,
and many have implemented a virtual workforce to maintain their competitive advantage through
maximizing productivity, reducing product time to market, and cost reduction. The purpose of
this qualitative phenomenological study was to gain a deeper understanding of the phenomenon
of virtual leadership, as seen through the eyes of study participants (Merriam, 2009). Participants
included fifteen Fortune 500 virtual team leaders who had prior experience leading traditional
co-located teams. Data collected through telephone interviews were transcribed verbatim and
NVivo 11 assisted in the coding, analyses, and presentation. The data analysis emerged with four
major themes: (a) establishing and maintaining rapport with subordinates in the absence of
physical cues; (b) monitoring and assessing individual performance and the importance of
follow-up on observed performance issues; (c) having inherent people skills to bridge the
distance created by working over a virtual platform and across different time zones and
geographic locations; and (d) establishing effective virtual communications systems and

workflow processes (Lepsinger, 2014).
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CHAPTER 1
INTRODUCTION

Friedman (2005), Marquardt and Berger (2000), and Prahalad (1990) once wrote that
there are forces of change at work in the world that will dominate the business world of the 21st
century. The Industrial Revolution was characterized by a single disruptive force that
transformed everything (Dobbs, Manyika, & Woetzel, 2015).

Today, there are four fundamental forces reshaping the world economy (Dobbs et al.,
2015). The first among these forces of change is the movement of the center of world economic
activity from developed economies to emerging markets (Dobbs et al., 2015). Dobbs et al.
emphasized that less than 20 years ago 95 percent of Fortune 500 companies were stationed in
developed economies. The authors stressed that in less than a decade from now more Fortune
500 companies will be headquartered in Asia, Latin America, and the Middle East than in the
United States or Europe. Second among forces disrupting the status quo is the ubiquitous nature
of technology and the fast pace in which it is proliferated and innovated (Dobbs et al., 2015). The
third force of change is the aging of the world's human population. Dobbs et al. stated that
fertility rates are dropping and nearly 60 percent of the planet's population lives in countries with
fertility rates far below the rates needed to replace successive generations. Finally, the fourth
disruptive trend is the substantial increase in connectedness brought about by technology (Dobbs
et al., 2015). Considering that all four forces are occurring simultaneously, it can be surmised
that business leaders should re-think the way to navigate this changing global economy to
adequately prepare for success.

Friedman (2015) famously stated that the world was "flat,” but later modified his

metaphor by stating the world is no longer flat, but rather that today's world is fast and



complexity is being removed from everything. Consider the following: Uber is the world's
largest taxi company, yet Uber owns no taxis; Facebook is the most well-known media owner,
yet Facebook creates no content; and Alibaba is one of the world's most valued retailers, yet
Alibaba has no inventory (Friedman, 2015). Friedman contended that being average is no longer
accepted, and to survive, every country must stand its ground against global competition and
other impacts of globalization.

This study is informed by the realization that globalization has created a new work
paradigm, and this paradigm shift has introduced a need for revised leadership styles that can
prove successful in an environment that is missing many features of a conventional workplace
(Morganson, Major, Oborn, Verive, & Heelan, 2010; Strobl, & Kohler, 2013). In contrast to
Friedman's perspective, Lindgren (2012) posited that global change has caused complexity, and
this complexity has significantly lowered businesses' average lifetime. Lindgren (2012) solidified
this statement by offering that the average survival rate of Standard & Poor's companies in the
1920s and 1930s was sixty to seventy years. Today, that lifespan is a mere 15 years (Lindgren,
2012). The forces of globalization direct that companies must remain innovative in order to
survive, a direct result of an increasingly complex business climate that demands a new approach
be taken in order to maintain competitive edge (Lindgren, 2012; Strobl, & Kohler, 2013;
Marquardt & Berger, 2003). For managers, the degree of complexity reflects the number of
situations dealt with at one time (Lindgren, 2012), and if the level of uncertainty of each situation
is low, complexity will only linearly grow with the increasing number of situations.

The phenomenon of leadership encompasses an individual's ability to influence others to
help achieve organizational objectives (Naseer, Raja, Syed, & Donia, 2016). The domain of

leadership has been romanticized since its inception, emphasizing the beneficial effects of



leaders on followers and organizations. The extensive use of virtual teams (VTs) and outsourced
resources has become popular in many corporations around the globe. Owing to the growing
demand for faster delivery of products and services and increased competition coupled with a
scarcity of talent, businesses are finding it necessary to adopt a virtual team approach in order to
access talent otherwise unreachable. Rather than continuing to focus on past business models and
leadership strategies, corporate executives would be best served to consider the global
organization of the future and implications for leading a virtual workforce (Kanter, 2013).
Corporations invest in virtual teams to keep pace with globalization, yet successful leadership
strategies have not developed at the same rate (Strobl, & Kohler, 2013). Leaders are facing
unforeseen challenges as well as opportunities as they strive to meet their objectives (Snellman,
2013).

This study examined the perceptions of virtual leaders who currently work for a Fortune
500 organization, but who also had significant prior tenure in the traditional work environment.
The goal was to gain further insight into the characteristics of effective virtual leaders through
their perceptions of and lived experiences leading global virtual teams (Van Manen, 2015), with
emphasis on the distinction between leadership of traditional face-to-face work environments
and virtual leadership of teams working from geographically dispersed global virtual locations.

The landscape of the global economy has changed drastically over the past 50 years
(Davenport & Pursak, 2013; Niblett, 2010). Once a leader in the world market with 53 percent of
the Gross Domestic Profit (GDP), the last 5 decades have re-defined the playing field, and the
United States of America now accounts for only 18 percent of world GDP (Davenport & Pursak,
2013). According to Davenport and Pursak (2013), advancements in transportation, technology,

and communication have enabled a globalized economy that provides an endless selection of



services and products to consumers and increasingly intense worldwide competition between
international businesses. They further posited that companies must move away from the practices
that historically made them profitable, and discover new ways to quickly and efficiently produce
quality goods and services with expedient time to market. The post-industrial global economy
has set a new precedent that, in order to gain and maintain competitive advantage, global
corporations must differentiate themselves through knowledge and intellectual property
(Davenport & Pursak, 2013) and strive to position themselves as a pacesetter in innovation rather
than merely settling to maintain the status quo.
Background of the Problem

Early in the 20th century, inventors such as Thomas Edison predicted that even though
humans had tremendous potential for developing incredible technology, deciding the best way to
utilize their innovations would take considerable more time (Avolio, Sosik, Kahai, & Baker,
2014). Avolio et al. (2014) likened this concept to how the rapid development of advanced
information technology (AIT) in the late 1990s transformed organizations with the internet,
Skype video and audio conferencing, e-mail, and virtual teams at a much faster pace than the
understanding of how this AIT would impact the way people work together, as well as
implications for leadership in organizations. While leadership scholars have established that the
potential influence of AIT is significant, Avolio et al. (2014) noted that there was very little
knowledge about the impact of leadership and AIT. In fact, virtual work is still in its neophyte
stages, with corporations only fully implementing it during the most recent decade, exhibiting
the most significant growth, with corporations increasing their utilization of virtual workers by
80 percent during 2005 to 2012 (Global Workplace Analytics [GWA], 2015), a figure that does

not account for 2.8 million entrepreneurs who work from home.



Many organizations have failed to acknowledge the significant difference between
leading in traditional organizations and leading virtually (Clemons & Kroth, 2011). In sync with
Edison’s suggestion that innovation oftentimes occurs at a much faster pace than the decision
process of how best to implement innovations, organizations are still reliant upon techniques and
leadership styles for the co-located process and they have not made significant strides in
adjusting leadership techniques to meet the demands of virtual teams (Avolio et al., 2014; Soon,
2015).

Many organizations have failed to acknowledge the significant difference between
leading in traditional organizations and leading virtually (Clemons & Kroth, 2011). In sync with
Edison's suggestion that innovation oftentimes occurs at a much faster pace than the decision
process of how best to implement innovations, organizations remain reliant upon techniques and
leadership styles for the co-located process and have not made significant strides in adjusting
leadership techniques to meet the demands of virtual teams (Avolio et al., 2014).

FAILURE OF TEAMS

Through recent decades there have been rapid advancements in the development of
information and communication technology. The creation of the internet in 1969 led to the
production of internet-based communication tools and technologies (Wong, 2009). Internet
technology has become both a real and ubiquitous part of everyday life. Internet usage grew from
an estimated 360.9 million individuals in 2000 to 2.4 billion in 2012 (Cummings & Worley,
2014), and the world began incorporating its use into every aspect of their lives, both personally
and at work. According to the International Data Corporation (IDC), worldwide spending on
mobile technologies was $901 billion in 2014 and will reach $1.2 trillion by 2019 (IDC, 2015).

With the use of internet tools such as email, smart phones, voice-over internet protocol (VOIP),



and wireless access outside the home and office, the modern individual is able to communicate
and work globally as a seamless integration with everyday life.

Goepfert, Chute, Xion, and MacGillivray (2015) claimed that workforce mobility
initially evolved from the concept of providing deskbound workers the flexibility for conducting
work away from the office. Today mobile technologies are empowering workers across
industries to connect, collaborate, and create new ways to operate and do business (Goepfert et
al., 2015). IDC estimates that the U.S. mobile workforce will see an upsurge from 96.2 million in
2015 to 105.4 million by 2020. Additionally IDC (IDC, 2015) forecasts that by 2020 mobile
workers will comprise 72.3 percent of the total U.S. workforce. Manufacturing, construction,
retail and healthcare industries employ the largest proportion of mobile workers, and as such
IDC expects these four business sectors to experience the most rapid growth over the next 5
years.

Maitland and Thomson (2011) postulated that, in order to maintain competitive
advantage, organizations must quickly adapt to changes in the management of work created by
globalization; moving society further away from industry and production of goods in a
traditional work environment, and towards a less tangible product of information, knowledge, or
services conducted over a virtual platform without geographic, cultural, or temporal restrictions.
According to the U.S. Department of Labor (2016), the virtual workplace will become prevalent
over the next decade in response to increased globalization and advancement in information and
communication technology. As organizations transform business models to incorporate e-
commerce it is imperative they also give similar attention to creating leadership strategies to

meet the needs of virtual workers (U.S. Department of Labor, 2016).



Hertel, Geister, and Konradt (2005) defined virtual work as distributed work that is
primarily carried out over the internet, away from the existing company site. Virtual teams are
comprised of individuals working together to accomplish a task, reporting to the same leader,
and seldom, if ever, interacting physically with each other or their supervisor (Hertel et al.,
2005). Organizations are taking advantage of an emergent virtual workforce which allows
corporations to capitalize on talent existing across geographic and cultural boundaries; which
also allows them to cut labor costs by outsourcing jobs (Davenport, Thomas, & Cantrell, 2012;
Charlier, Stewart, Greco, & Reeves, 2016). Further, use of globally dispersed teams allows
corporations to utilize resources located in countries where pay scales are typically a fraction of
U.S. salary requirements.

Leadership is a critical component in team performance (Cascio & Shurygailo, 2003).
Many organizations fail to acknowledge the significant differences between leadership in
traditional physical work environments and e-leadership of virtual or dispersed teams in terms of
temporal or geographic variations. In doing so, leaders and workers are not empowered to
transition efficiently from traditional teams to virtual teams. Through self-expansion theory
approaches, Dansereau, Seitz, Chiu, Shaughnessy, & Yammarino (2013) posited that leaders
may be able to bridge the differences between traditional and contemporary leadership
approaches. Effective leadership can vary based on the context of the situation (Carpenter,
Bauer, & Erdogan, 2010). While the inputs and outputs of traditional and virtual work
arrangements are similar, the leadership challenges inherent with virtual teams increase with
geographical disbursement. Organizations planning to include virtual workgroups in their
business strategy would benefit from learning best practices of developing and supporting virtual

employees and their leaders.



Statement of the Problem

The distinction between moving from an industrial economy to a services economy
wanes in comparison to the impact of the global information economy (Davenport & Prusak,
2013). There is a growing need for knowledge workers because increasingly organizations are
faced with a need for innovation and strategic positioning (Nelson & McCann, 2010; Priem, Li,
& Carr, 2012). A higher portion of knowledge workers in a corporation's workforce means that
corporations must increase telework opportunities to sustain their workforce and lower their
corporate real estate footprint while driving product and process improvement (Ouye, 2011,
Lister & Harnish, 2011).

Organizations in the 21st century have changed dramatically in response to globalization,
technological advancements, and the internet (Avolio et al., 2014; Strobl, & Kohler, 2013). In
these current hyper-competitive and fast-paced times, many innovations become obsolete before
they leave research and development labs (Priem, Li, & Carr, 2012). This calls for constant
improvements in organizations’ working methodologies (Avolio et al., 2014). In response to the
increasing sophistication in information and communication technologies (ICT), growing
demand for faster delivery of products and services and increased competition coupled with
scarcity of talent, businesses are exploring the virtual team platform in order to access otherwise
unreachable diverse talents and expertise (Avolio et al., 2014). Businesses are changing in
fundamental ways—structurally, operationally, and culturally (Avolio et al., 2014). There is
increased uncertainty in the global economy and decreased trust in leaders of both corporations
and the government (Nelson & McCann, 2010). Rather than continuing to focus on past business
models and leadership strategies, corporate executives would be best served to consider the

global organizations of the future and implications of leading a virtual workforce.



The internet has revolutionized business practices by providing an important and
effective channel for communication and has allowed people to work on projects irrespective of
their physical location (Stinton, 2015). According to Stinton (2015), virtual workers are
employees who work any distance away from their company's headquarters at any rate of
frequency, meet with business clients at the clients' locations, work while in transit on some form
of transportation, interact with co-workers who work on a different floor or building or another
country, and are members of a team that rarely if ever meets face-to-face. One resulting business
practice that has been adopted in recent years is virtual teamwork. Cohen and Gibson (2003)
defined virtual teams as groups of individuals who work in different locations (i.e., are
geographically dispersed), work at interdependent tasks, share responsibilities for outcomes, and
rely on technology for much of their communication. A virtual team individual worker may
never meet coworkers or supervisors physically, conducting their working life remote from a
centralized office (Mulki, Bardhi, Lassk, & Nanavaty-Dahl, 2009). Virtual team communication
is almost solely via voice and media via internet technologies. There may be a rare physical
meeting for a virtual team to complete a specialized task, but this is the rarity rather than the
norm (Mulki, et al., 2009). The use of virtual teams has become widespread in organizations, and
its use is expected to grow (Martins, Gilson, & Maynard, 2004; Powell, Piccoli, & Ives, 2004).

For organizations to survive in a global environment, it is imperative they be
multicultural, namely that there are adequate resources allocated to improving education and
opportunity for a diverse workforce, the necessary linguistic knowledge, and a certain
proficiency in interpersonal skills (Martins et al., 2004; Powell et al., 2004). Despite a growing
reliance on virtual teams, organizations have not been entirely successful in managing virtual

workgroups (Moser & Axtell, 2013). A study of virtual teams by Deloitte showed a 66 percent
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failure rate in meeting performance requirements (Wellings, 2015). Rubinstein (2007) produced
similar findings, stating that two thirds of virtual projects fail. These results provide evidence of
a need to determine and address the causal factors in virtual projects' failure.

Manus and Wood-Harper (2007) conducted a study of 42 virtual projects and found that
technical factors accounted for approximately one third of the virtual project failure rate, while
two thirds were due to management causal factors (Levasseur, 2010). Levasseur (2010)
concluded that leadership that proved effective in traditional workplace settings may not meet
the needs of employees working virtually. He further indicated that the inability to review work
physically without other interaction, message delivery and interpretation differences, worker skill
building and teaching model clarity, lack of trust and rapport between coworker, and leadership
all leads to failures in virtual projects. Specifically, leadership communication in a virtual
environment lacks many of the required components for successful management skills in a
traditional office environment, such as non-verbal cues, face-to-face interactions, and human
connection that provide context and helps establish a shared understanding of the setting (Zofi,
2012).

In a traditional workplace setting, communication takes place through several forms. In
addition to verbal communication, there are nonverbal cues such as eye contact, body language,
facial expressions, and hand gestures; each of which can increase the likelihood that the intended
message is successfully received (Lee, 2014). Without nonverbal cues inherent in traditional
workplace environments, communication between virtual team members has a greater chance for
misinterpretation (Marques, 2010). Researchers suggested that, due to reliance on digital
communication, virtual employees often feel isolated from others, leadership becomes less

effective, trust diminishes, and roles and expectations become blurred (Marques, 2010).
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Effective leadership strategies in both co-located and virtual teams are identified as
frequent communication, progress meetings with team members, a collaborative environment
that uses technology, and an established group rapport (Boies, Fiset, & Gill, 2015). The business
impact aligns with a maximizing of performance by providing best practices for leading virtual
teams. Prosocial change will occur when corporate executives gain knowledge of effective
virtual leadership characteristics and strategies, which provide opportunities to improve the
leadership of virtual teams in the community.

Purpose of the Study

The purpose of this qualitative phenomenological study was to explore the perceptions of
virtual team leaders regarding practices that contribute to virtual team success. Fifteen virtual
team leaders from Fortune 500 companies were interviewed to gather their stories about which
leadership practices contributed to their success, to determine which of these practices were
used, and how they differed from co-located leadership. The study's findings will add to existing
knowledge bases of effective e-leaders' proven best practices, as evidenced by performance
objectives' attainment of their virtual teams. It will provide the reader with actionable
information that can improve upon human resource staff's selection and hiring processes,
training, and development of virtual leaders, and will serve as a tool that can improve virtual
worker job satisfaction and performance.

One can argue that, due to the ubiquitous presence of the internet and affordable access to
technology, working from computer-mediated virtual locations has been increasing and will
continue to grow. Illegems and Verbeke (2004) suggested that the adoption of virtual leadership
practices will have immediate effects on an organization, although the long-range strategic

impact has been given little consideration and requires further analysis.
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Research Questions
This study explored the primary research question number 1 and the secondary research
questions number 2 through 5.

1. What experiences do virtual leaders describe as important in their transition from
leading in a face-to-face environment?

2. What level of technological proficiency is necessary for leading a virtual team?

3. How do virtual leaders describe the difference between leading a co-located versus a
virtual team?

4. What challenges and/or opportunities do geographical dispersion, temporal distance,
and socio-emotional distance present in a virtual workforce environment that may not
exist in traditional co-located work settings?

5. How do leaders address the challenges presented by geographical dispersion,
temporal distance, and socio-emotional distance differences?

Significance of the Study

Although leadership is a well-researched topic, existing theories have not kept pace with
today's global corporation team environment. This research study is significant because it
addressed a gap in current knowledge regarding the lived experiences virtual leaders report as
necessary in fulfilling their role leading virtual teams. The 21% century has experienced radical
changes in work, the work place, and on employees tasked with performing the work.
Globalization has drastically changed the workplace demographic by age, ethnicity, and marital
and living arrangements (U.S. Department of Labor, 2016). The Bureau of Labor Statistics
(BLS) projected that during the next 10 years, the workforce will see an increase of workers

under the age of 25 and over the age of 45, with less workers aged 25 to 44, a 35 percent increase
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in workers 64 to 69 years of age, with a 38 percent increase in people over age 70. BLS predicted
there will be shifts in the workforce ethnic composition—less non-Hispanic whites in the
workforce, 49 percent compared to 76 percent in 2005 and an increase of Hispanic workers.
With the influx of Hispanic workers, the educational base of the labor force may decrease (U.S.
Department of Labor, 2016).

Changing marital and living arrangements are projected to increasingly impact
unemployment rates (married men and women show lower unemployment and greater workforce
participation than unmarried men and women). American families without children will increase
eight percent which suggests more negative labor market outcomes than married-couple families
with children (DOL, 2016).

Virtual work has gained popularity with global Fortune 500 corporations throughout the
past decade (Mohammed, 2009). The U.S. Department of Labor (2016) predicts substantial
future growth of virtual work, as businesses adapt to the rapidly changing needs of the global
marketplace in order to maintain a competitive advantage. The internet and technology have
rapidly changed every aspect of the way people work, although leadership practices used in
guiding virtual teams have not yet fully transitioned away from traditional face-to-face styles.
Individuals working primarily through means of electronic communication present new
challenges to traditional leadership practice (Nelson & McCann, 2010).

Organizations that rely on conducting business through electronic communication are
best served by investing time and energy on attracting and developing leaders who can
effectively navigate the digital business platform and produce game-changing results (Kane,
Palmer, Phillips, & Kiron, 2016). This research will assist organizations with successful planning

and implementation of virtual leadership programs. Corporation leaders who are the most
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mindful of the leading causal factors impacting this population's success will benefit from this
study by being better equipped to plan for and support a virtual leadership program.
Conceptual Framework

Ravitch and Riggan (2009) posited that the conceptual framework serves as a guide for
the research study. The authors defined the conceptual framework as an argument supporting the
significance of the study, helping to situate the research questions within the existing literature
on the topic. The theoretical framework is part of the conceptual framework. Ravitch and Riggan
(2009) described the conceptual framework as the entire conceptualization, philosophically and
methodologically, for the study; whereas the theoretical framework deals with the formal
theories that inform the entire study.

Theoretical Framework

The theories that comprise a theoretical framework (Ravitch & Riggan, 2009) are usually
found in the scholarly literature. Theoretical frameworks may either be borrowed from other
research or shaped by the research for the purposes of the study. In both cases, theoretical
frameworks represent a combination of formal theories, which serve to illuminate some aspect of
your conceptual framework. There are some overlaps between the conceptual framework and
theoretical framework; the distinction is that rather than being about the topic itself, theoretical
frameworks are more formal theories that can be applied to the study topic rather than theories
that arise from the topic (Ravitch & Riggan, 2009).

While not all-inclusive, four leadership styles have been prominent among contemporary
scholarly literature: (a) transformational leadership, (b) transactional leadership, (c) charismatic
leadership, and (d) laissez-faire leadership. Each leadership style evolved from stakeholders'

needs. Three of these leadership styles emanated from Bass's (1985) theory of leadership, and



15

then later evolved to the full-range leadership theory (FRLT) developed with Avolio (Bass &
Avolio, 1997).

Kayworth and Leidner (2002) suggested that effective leaders of virtual teams perform
certain roles, including addressing behavioral complexity, providing mentorship, acting as an
authority, and offering team members the understanding and empathy necessary to achieve high
performance. These roles are exemplified in the transformational style of leadership (Wang, Oh,
Courtright, & Colbert, 2011; Lehmann-Willenbrock, Meinecke, Rowold, & Kauffeld, 2015),
where effective leaders have the capability of (a) performing multiple leadership roles, or
behavioral complexity; (b) acting as mentors or coaches to followers; (c) using authority wisely
by trusting followers; and (d) individually considering followers by understanding them and
empathizing with them (Zhang, Wang, & Pearce, 2014). Bass & Avolio, 1997). Authors (Bass
& Avolio, 1997; Pearson, 2012) believed the transformational style of leadership would be
effective with teams, including global virtual teams. The current study was based on the
assumption that the transformational style of leadership would be effective with virtual teams, as
viewed through the perceptions of effective virtual leaders who had previously been successful
in a co-located environment.

The relationship between learning through experience and leadership is central to
understanding how virtual leaders develop the virtual leadership competencies they determine to
be important to their role. The constructs of experience and leadership provide the foundational
concepts within this framework. It is through learning, "a process by which behavior changes as
a result of experiences” (Maples & Webster, 1980, p. 21), that leaders are able to adapt and

change to survive and thrive in a complex business environment that involves continuous
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change. According to Bennis (1989), "the basis for leadership is learning, and principally
learning from experience"” (p. 181).

As organizations and leaders confront environments that are increasingly characterized
by ambiguity and uncertainty, they engage in sense-making to establish some degree of certainty
(Weick, 1995). Leaders learn how to be effective leaders by processing their experiences and
adapting their behavior to facilitate achievement of their goals. Many scholars hold that "most
learning occurs on the job" (Keys & Wolfe, 1988, p. 216) through both "planned and unplanned
on-the-job experiences"” (Wexley & Baldwin, 1986, p. 278). Learning is an essential skill for
leaders, through which they experience phenomena, reflect on and analyze experience, create
meaning from the experience, decide what (if anything) to do differently in the future, and
ultimately implement new, changed behavior (Barnett, 1989; Lussier & Achua, 2013). Brown
and Posner (2001) investigated the relationship between learning and leadership, and found that
individuals who were more active and flexible self-reported that they are more frequently
engaged in leadership behaviors. Simply having an experience does not guarantee that one learns
from that experience (Fiedler, 1970); therefore, the ability to learn is one of the most important
competencies for successful leadership (Argyris, 1991; Dechant, 1989).

The ability to learn involves "learning how to learn, which is the ability to analyze your
own cognitive processes . . . and to find ways to improve them. It also involves self-awareness,
which is an understanding of your own strengths and limitations” (Yukl, 2006, p. 204). Clearly,
learning, and specifically the ability to learn, exerts a strong influence on leaders’ ability to adapt
to and thrive within the turbulent business environment in which they must operate and is a

critical component of the conceptual framework for this research study.
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Thus, the specific relationship that this study seeks to understand is the relationship
between leadership development through experience and virtual leadership. Experience enhances
and develops leadership skills and, through a reciprocal relationship, virtual leadership both
seeks and produces experience. It also appears that a similar relationship exists between
development through experience and virtual leadership. Development through experience is
described in the literature as being essential to the development of virtual leadership
competencies (Marquardt, 2000; Mendenhall, 2006; Oddou & Mendenhall, 2008). Virtual
leaders face significantly greater co