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Abstract 

The dissertation aims to investigate the challenges associated with virtual cooperation in the 

industrial sector, such as maintaining effective interactions, ensuring data security, and 

overcoming any barriers to synchronization and teamwork. The research adopts a quantitative 

research design where primary data has been collected through a survey.  

 

The survey includes around 17 questions that are answered by industry professionals who are 

part of remote teams. The collected data has been analysed using IBM SPSS and the findings 

are presented graphically.  

 

The findings of the study indicate that there are various challenges faced by remote team 

members of the manufacturing industry. The communication barrier is found to be the major 

problem for the members of the remote team. Moreover, they also face challenges related to 

maintaining team cohesion and time zone differences.  

 

There are also issues related to the lack of access to necessary resources for the team members. 

Moreover, technical issues also can lead to problems for the team members. Virtual team 

meetings are conducted mostly weekly as per the findings of the survey.  

 

To assess the performance of the remote team members both qualitative and quantitative 

methods are adopted. Various measures are being taken by companies to ensure data security 

in the remote teams. 
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Chapter 1: Introduction 

1.1 Introduction 

The dissertation aims to investigate the challenges associated with virtual cooperation in the 

industrial sector, such as maintaining effective interactions, ensuring data security, and 

overcoming any barriers to synchronisation and teamwork. Team members need to keep 

coordinating and communicating well since delays or misunderstandings can damage timelines 

and quality expectations (Morrison-Smith and Ruiz, 2020). To effectively navigate this 

paradigmatic shift, businesses need to understand how employees in the production industry 

are impacted by remote employment and virtual communication. The manufacturing industry 

has always been defined by on-site operations, where physical attendance at plants and 

facilities is crucial (Gupta and Pathak, 2018). For workers in the production industry, remote 

work settings provide a number of potential advantages. Increased job contentment and 

personal happiness can result from this mobility, which raises employee participation and 

recruitment rates (Garro-Abarca et al., 2021). 

1.2 Research Background 

It might be challenging to duplicate the hands-on labour and real-time communication that 

manufacturing procedures frequently need in a remote environment (Gupta and Pathak, 2018). 

Problems about maintaining data protection and adhering to industry rules also arise in virtual 

work settings. Employers may adopt tactics to maximise efficacy, improve employee 

happiness, and stay successful in a world going more and more digital by recognising the 

benefits and drawbacks of working from home (Garro-Abarca et al., 2021). Understanding the 

consequences of virtual cooperation and telecommuting on industrial employees is the main 

question of concern.  
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One of the main issues here is assessing the effects of remote work on efficiency, job 

satisfaction, and work-life harmony (Gupta and Pathak, 2018). These issues need to be solved 

to ensure companies to make the most of their remote work practices and for legislators to 

enact the required laws. Despite the growing prevalence of remote work arrangements, very 

little is documented about how they affect industrial employees specifically, who have 

traditionally placed a heavy emphasis on worker presence (Abarca et al., 2020).  Thus, the 

purpose of this paper is to clarify how remote employment in the manufacturing sector might 

be utilised to take advantage of opportunities and lessen drawbacks.  

Ireland's report on remote work was published in 2019. COVID-19 has prompted organisations 

to reconsider their core methods and operational procedures. People in white-collar jobs Due 

to the remote work needs that employees have been forced to work from home due to the need 

to spend more time within their organisations. Ireland's national statistics office supports the 

idea that the COVID-19 pandemic has significantly affected the employment market and daily 

life. Job satisfaction is a well-known concept in the corporate world. Its precise meaning 

remains a topic of discussion. Remote workers may experience uncertainty regarding their 

career progression and job safety. Remote workers face challenges and lack visibility with 

decision-makers. This may limit their ability to advance their careers within the company. 

Working remotely may exacerbate existing disparities between staff members, particularly in 

terms of assistance and resource availability. Employees having limited access to technology, 

such as laptops or home offices, may struggle to fulfil their professional tasks compared to 

more affluent counterparts (Spagnoli et al., 2021). In virtual teams, communication challenges 

may arise due to linguistic and cultural differences among members. Misunderstandings and 

blunders are more likely to occur in virtual environments, leading to conflicts and problems. 
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1.3 Aims and Objectives 

Aim 

The research aims to examine the impact of remote working environments and virtual 

teamwork on employees’ performance in the manufacturing industry in Ireland. 

Objectives  

 To identify the factors associated with remote working environments that influence 

employees’ performance in the manufacturing industry in Ireland. 

 To evaluate the impact of remote working factors on employees’ performance working 

in the manufacturing industry of Ireland using social exchange theory. 

 To recommend strategies related to virtual teamwork to resolve remote working 

problems to ensure enhanced employee performance 

1.4 Research Question 

 What are the benefits of remote working and virtual teamwork experience by 

employees operating in the manufacturing industry in Ireland? 

 What are the challenges related to virtual team work and remote working environments 

faced by employees working in the manufacturing industry in Ireland? 

 What is that impact of remote working and virtual teamwork on the performance of 

firms operating in manufacturing industry in Ireland? 

 What are the effective strategies to improve virtual teamwork conditions and remote 

working to provide satisfaction to employees in the manufacturing industry in Ireland? 

1.5  Research Problem 

In the present environment mobility and flexibility are the type of megatrends that influences 

the way of working of employees. The deployment of virtual teamwork is a type of trend that 

is beneficial to employees as it provides them flexibility related to working hours and locations 
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in this modern working environment, remote working is becoming a norm as it saves cost and 

provides intangible benefits (Großer, and Baumöl, 2017). The purpose of this paper is to 

address the problem statement about the impact of working remotely and in virtual teams on 

the employees operating in the manufacturing industry in Ireland. 

The kind of megatrends that affect how people work in the current environment are mobility 

and flexibility. One development that helps workers is the use of virtual teamwork, which gives 

them flexibility in terms of working hours and places. Due to its cost-effectiveness and 

intangible benefits, remote work is increasingly becoming the standard in today's workplace 

(Größer and Baumöl, 2017). The goal of this study is to explore the issue of how employees in 

Ireland's manufacturing sector are affected by working remotely and in virtual teams. 

1.6 Research Significance 

For many stakeholders, it is crucial to investigate how professionals in the economic sector are 

affected by remote work environments and virtual teams (Raghuram et al., 2019).  By knowing 

the factors that influence employee participation and engagement in remote work settings, 

employers can create inspiring and effective places to work (Chamakiotis et al., 2021). 

Designing rules and processes that uphold employees’ rights, ensure workspace security, and 

address any concerns with virtual working together, including privacy and data security, may 

be made easier with a comprehension of remote work patterns. The paper’s findings are also 

important for research in academia and other investigations on organisational conduct and 

human resource administration (Narayanamurthy and Tortorella, 2021). Gaining insight into 

the ways in which these trends affect worker profitability, job happiness, and happiness may 

help manufacturers organisations create policies to enhance workforce administration and 

operations effectiveness (Kniffin et al., 2021). This information would also be useful to 

legislators and industry operators who want to adjust the labour standards and restrictions that 

are in place to reflect the evolving nature of job opportunities in the industrial sector. 
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1.7 Research Structure 

A research structure is important to make sure clarity, coherence and intensity, in studies. It 

serves as a guide for delving into subjects, which incorporates exploring how a ways flung 

work settings and virtual organization collaborations affect the producing region. This 

framework permits researchers to break down thoughts and variables in a way that fosters 

extensive comprehension and rigorous evaluation. It plays a function in providing research 

inquiries validating the selected method and discussing findings cohesively. Each segment 

builds upon the simplest to maintain an improvement that aids readers' know-how. A dependent 

thesis moreover permits for an evaluation of research consequences laying a foundation for 

drawing sizable conclusions and offering realistic tips (Rapotra et al., 2023). In the producing 

location wherein traditional onsite artwork norms are deeply rooted an organized technique is 

important to get to the bottom of the intricacies of labour and digital organization dynamics 

reading their effects on productivity, conversation and organizational ethos. This framework 

ensures that the thesis not only enriches discussions but also gives treasured insights, for 

organization specialists navigating the changing landscape of producing workplaces. 

1.8 Research Summary 

The advent of virtual teams and remote working settings has significantly changed the 

manufacturing industry, presenting both opportunities and challenges for employees. 

Nevertheless, because of technology advancements and the global shift to adaptable work 

schedules, the industry is embracing remote work practices more regularly. In remote work 

environments, people may better manage their domestic and business lives since they have 

greater flexibility with their schedule. Working remotely also allows one to avoid long trips, 

which reduces tension and increases productivity.  

Understanding the impact of remote work and virtual collaboration on workers is crucial for 

industrial organisations seeking to improve production, staff happiness, and overall 
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performance (Yarberry and Sims, 2021). This research can aid in developing effective 

workforce management strategies, increasing employee satisfaction, and maintaining 

competence in the dynamic production industry by assessing the benefits and drawbacks of 

working remotely. To properly manage remote work, industrial organisations must adjust 

protocols, especially during global events like COVID-19 (Blanchard, 2021). 
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Chapter 2: Literature Review 

2.1 Introduction 

The literature review section seeks to explore the impact of remote working environments and 

virtual teamwork on employees in the manufacturing industry. Gaining insight into the impact 

of remote work and virtual collaboration on workers is essential for industrial organisations 

looking to boost output, employee happiness, and organisational performance (Yarberry and 

Sims, 2021). Hence, by analysing the possible advantages and disadvantages of working via 

the internet, this research can help create workforce management strategies that work, increase 

employee happiness, and maintain competence in the dynamic production sector. Industrial 

organisations must adapt their protocols to effectively manage the increasing pattern of remote 

work, particularly in the context of global events like as the COVID-19 pandemic (Blanchard, 

2021).  

2.2 Theoretical Framework 

Adaptive Structuration Theory (AST) 

Individuals who interact with frameworks, regulations, and traditions inside organisations both 

actively develop and are impacted by these aspects, pursuant to the Adaptive Structuration 

Theory (AST)(Vanderbilt, 2018). Employees, in accordance with AST, negotiate and 

understand norms of society, organisational rules, and technology-mediated interaction 

instruments continuously in order to effectively arrange their job operations. Moreover, 

technology-based arrangements including the use of project management instruments 

communication systems, and virtual conference software have an influence on teamwork and 

remote interaction (Ranjan et al., 2020). Additionally, concerning distant job settings and 

virtual interaction in the industrial category, AST provides a mirror through which individuals 

adapt to and influence the conditions of distributed work agreements.  
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Figure 1: Adaptive Structuration Theory 

(Source: Trapero, 2018) 

Social structures are the set of norms, duties and responsibilities that control how team 

members communicate with one another. The cohesion, credibility, and leadership 

characteristics of virtual teams are impacted by these frameworks (Vanderbilt, 

2018). Employing AST in this scenario, investigators may examine how employees in remote 

workplace situations navigate and adapt to the interplay between technology opportunities and 

social interactions. Furthermore, AST highlights the ways in which social and technical 

elements impact individuals’ actions inside virtual organisations (Ranjan et al., 2020). 

Companies need to be well-versed in these procedures if they hope to establish productive 

policies for remote work, assist virtual teams in an efficient manner, and foster a productive 

and cooperative work atmosphere in the production industry. 
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Social Exchange Theory  

 

Figure 2: Social Exchange Theory 

(Source: Even, 2020) 

Social Exchange Theory (SET) provides a framework for understanding the patterns of 

relationships between workers and their companies in circumstances of virtual collaboration 

and distant functioning environment in the production industry (Stafford and Kuiper, 2021). 

Virtual industrial teams constantly exchange resources such as information, support, and 

recognition via digital communication platforms. Moreover, employees may offer 

psychological support during challenging tasks, offer feedback on their peers’ performance, or 

use their expertise to solve problems as a team. As per the SET, individuals engage in 

conversations with other a different in the hopes of receiving something in exchange, and the 

character of such connections influences people’s behaviours, attitudes, and outcomes 

(Chernyak-Hai and Rabenu, 2018). These conversations increase the social relationships, 

mutual confidence and cooperation among team participants.  

Additionally, SET emphasises how important imagined justice and fairness are in social 

interactions. Furthermore, SET highlights the significance of leadership behaviours and 
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organisational support in promoting constructive social interactions. These behaviours include 

setting clear deadlines, giving suggestions, and acknowledging participation in virtual 

environments (Handke et al., 2020). Employee determination, contentment, and participation 

with remote work are influenced by how well they perceive the organization’s harmony 

between their inputs (such as labour and energy) and their results (such as incentives and 

acknowledgment) (Morrison-Smith and Ruiz, 2020). In the industrial sector, knowing of these 

phenomena may help develop methods that maximise performance in distant work situations, 

improve personnel happiness, and foster successful cooperation.  

2.3   Virtual teamwork and remote work in Irish manufacturing offer 

flexibility, productivity, and talent access. 

Remote work has grown in popularity over the past several years among a wide range of 

organizations in many industries. Technology has revolutionized interpersonal communication, 

and the use of information and communication technology (ICT) has made distant work 

feasible. According to Dixon & Panteli (2010), remote working is the use of ICT to enable 

management of an organization and individual employee work processes to be conducted from 

home or another location. Although remote working has been around for a while, the recent 

COVID-19 pandemic has compelled organizations to come up with fresh, creative ideas for 

conducting business and offering safe alternatives to office work for staff members (Baig et 

al., 2020). 
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Figure 3: Future of Remote Work 

(Sources: Magan, 2023) 

In Ireland Manufacturing sector the revenue is most important factor from remote work and 

virtual team up. Firstly, by offering more suppleness, these contracts let workforces better 

organise their agendas. Improved work-life balance is made conceivable by this suppleness, 

which permits workers to balance work and personal duties. Moreover, working remotely saves 

workforces money on transport and vital time (Citrin and DeRosa, 2021). 

Also, virtual teamwork opens up admittance to a larger capacity pool, permitting Irish 

manufacturing corporations to hire capable workers wherever in the nation. This skill pool 

inspires creativity and recovers a team’s aptitude to resolve glitches. Likewise, irrespective of 
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physical nearness, virtual collaboration knowledges enable smooth communication and 

evidence discussion among team adherents (Richter et al., 2021). As an outcome, decision-

making and cooperation are improved, which increases total productivity. 

The aptitude to work in a more contented setting that outfits their tastes is another benefit of 

virtual teaming and distant working for personnel. Further with higher levels of job 

gratification and confidence might follow, that tend to raise employee engagement and 

retaining. Furthermore, by letting down carbon emissions related to transportation, distant work 

provisions would also support ecological sustainability. This reduction in go back and forth 

that backs to the situation and is reliable with CSR efforts, showing the organization’s 

commitment to reducing its ecological effect (Panda and Sahoo, 2021). 

Thus, personnel in Ireland’s industrial sector tend to profit from an amount of remote work and 

virtual teaming arrangements (Devereux and Studnicka, 2024). These contain of more 

flexibility, a healthier work-life balance, informal admittance to a higher talent pool, tougher 

teamwork, higher output, and ecological sustainability. By using these aids, industrial 

companies might increase employee retention and satisfaction while also evolving a more 

lively and active staff. 

The COVID-19 pandemic of 2020 upended the foundation of the international employment 

model and revolutionized the use of remote work worldwide. The COVID-19 epidemic forced 

governments and institutions to enact stringent safety protocols to safeguard public health, 

which helped to foster the growth of remote work in Ireland and around the world. Ireland 

ranked second in Europe behind Belgium for the highest percentage of working from home, 

according to a socioeconomic assessment on the effects of COVID-19 on people's lives 

(Ahmed, 2021). The poll indicated that between 40 and 45 percent of Irish people now work 

from home. Especially with the advanced technology of today, this allows companies to run 

their operations normally despite the workforce’s geographic limitations. 
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Ireland's report on remote working was published in 2019. However, the arrival of COVID-19 

has forced companies to reevaluate their fundamental approaches and operational procedures. 

Those in white-collar jobs Because of Remote work requirements that demand them to spend 

most of their time inside their organizations; they have been forced to switch to employment 

from home (Kizenga, 2022). The concept that the arrival of the COVID-19 has had a significant 

impact on the job market and day-to-day living in the nation is supported by information 

gathered by Ireland's national statistics agency. In the corporate sector, the idea of employee 

happiness has long been investigated and acknowledged. There is still a lot of debate over its 

exact definition. The quality of people, their experiences, and their performance at work are 

what determine how satisfied workers are with their workplaces.  

2.4 Issues employees in Ireland’s manufacturing sector face when working 

remotely and in virtual teams 

Many scholars have written about the issues of virtual leadership. For example, Slade (2015) 

explains that being an effective virtual leader requires more core competencies than those of a 

traditional leader. The author makes the case that leaders must now meet a higher level of 

psychological demands; she specifically named three: competence, relatedness, autonomy, and 

special attention. The author goes on to say that a leader must be able to forge a shared vision 

that all members of the organization not only comprehend but also embrace and are dedicated 

to, in addition to attending to these psychological demands. 
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Figure 4: People and Companies Feel during remote work 

(Source: Routley, 2020) 

The above picture illustrates that if handled well, remote work situations in manufacturing can 

alleviate worries about productivity. Dispersed teams, however, might have issues with 

cohesiveness and culture (Routley, 2020). These problems might be lessened by modifying 

communication methods and evolving capable leadership, which will guarantee successful 

distant cooperation.  

Workers might feel inaccessible and separated from their colleagues when they are not actually 

there, that would be damaging to their mental health and self-confidence (Lojeski, and Reilly, 

2020). 

Next, infrastructure difficulties and technical problems provide stern worries for remote 

workers. Out-of-date technology and meagre internet admittance is making it problematic to 
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cooperate and communicate, that might cause postponements in project targets and lower 

productivity. Still, workers can find it problematic to use novel software or digital tools, so 

they will need extra support and exercise to function in virtual workplaces (Lojeski, and Reilly, 

2020).  

Finaly, it might be problematic for remote workers to uphold work-life balance, particularly in 

the industrial sector where timetables can change (Songsangyos and Iamamporn, 2020). 

Employees who fail to lure a clear distinction amongst their personal and professional lives run 

the risk of becoming seared out or fatigued from overworking or being available for job-related 

problems all the time. 

Personnel working remotely might also have uncertainties about their career progress and job 

safety. For distant workforces, it would be much challenging and benefits due to a shortage of 

visibility with controllers and decision-makers. This might maybe block their prospects of 

forward-moving their careers inside the business.  

Moreover, working remotely might make already-existing differences among staff members 

worse, especially when it comes to assistance and resource availability. Compared to their more 

affluent peers, those with less access to technology where some employee will provide with 

the laptop or an appropriate home office setting may find it more difficult to carry out their 

professional responsibilities (Spagnoli et al., 2021). 

Moreover, linguistic and cultural boundaries among team members might generate 

communication sprints in virtual team settings. In virtual environments, misunderstandings and 

mistakes might happen more often, that would cause arguments and troubles. 

2.5 Methods to Enhance Remote Work and Virtual Collaboration for 

Employee Contentment in Ireland’s Manufacturing Sector 

Since its inception, the Covid-19 epidemic has resulted in modifications to corporate practices 

and business models that follow a set of regular steps and patterns (Espitia et al., 2022; Madero 
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Gómez et al., 2022). These modifications have mostly resulted in the adoption of flexible 

working practices in organizational working models and the creation of remote working 

opportunities, which allow staff members to complete tasks and activities that they are required 

to complete on a regular basis at work in settings other than those of the company. The fact 

that working remotely has grown increasingly prevalent in our life has made this clear 

(Buchanan et al., 2021). 

Implementing practical methods to foster distant work and virtual collaboration might greatly 

increase worker satisfaction in Ireland’s industrial sector. Initially it is perilous to capitalize in 

dependable IT infrastructure. Giving staff members access to contemporary software, 

communication tools, and high-speed internet assurances seamless collaboration and lowers 

technological problems. Providing employees with technical support and training programmes 

also assistances in their digital tool skill, which improvements their productivity and self-

assurance in distant work settings (Itam and Warrier, 2023). In Ireland’s industrial industry, 

encouraging remote work and virtual collaboration first demands a significant investment in 

IT infrastructure. Providing high-speed internet, contemporary software, and communication 

tools guarantees seamless cooperation and lowers technical barriers (Ghadimi et al., 2022). 

Employee productivity and confidence in remote work environments are increased through 

technical assistance and training programmes that improve employees’ digital abilities. 

Enriching remote paintings and digital collaboration, Ireland's manufacturing industry has the 

potential to noticeably decorate worker happiness consistent with dispositions. The COVID-

19 outbreak hastened the elegance of exertions revolutionizing how companies function. This 

shift poses challenges and possibilities for the on-website hard work hooked up the 

manufacturing region. Effectively addressing the ones demanding situations can result in 

heightened activity delight, productivity and commonplace well-being among 

employees(Burnett, and Lisk, 2021). Utilizing generation plays a characteristic in this 
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modification. Modern communication tools at the side as Zoom Microsoft Teams and Slack 

can bridge the divide between employees and on-website online groups with the resources of 

permitting actual time for verbal exchange, task management and collaboration to ensure sure 

integration of a long way off employees into team dynamics. Investing in IT infrastructure. 

Providing critical gear and schooling can assist conquer technological obstacles and decorate 

efficiency. 

Flexibility is another aspect to undergo in thoughts. Remote work offers employees the 

electricity to balance work with existing obligations, which has been linked to extended 

assignment pride levels. Flexible scheduling options that accommodate time zones and 

personal commitments can lessen pressure ranges whilst improving contentment among 

employees. For manufacturing agencies in Ireland embracing fashions in which viable—

blending paintings with crucial on web page duties—can optimize operations at the same time 

as preserving worker delight intact(Burnett, and Lisk, 2021). Supportive managerial practices 

are key to nurturing surroundings, for paintings. Supervisors should undergo education to 

manual teams focusing on clear communique placing viable goals and imparting constant 

comments. Engaging in group constructing physical activities for groups also can bolster team 

solidarity and morale. Prioritizing the highbrow proper being of staff through everyday check-

ins and assistance services can in addition enhance standard pride. 

Moreover, setting up a manner of existence of agreement with and autonomy is vital. Granting 

personnel autonomy over their responsibilities and trusting them to meet their duties can bring 

about increased challenge fulfilment. Open communique concerning agency goals, 

performance necessities and individual contributions plays a function, in cultivating an 

encouraged body of workers. By implementing the techniques of remote work and digital 

teamwork, Ireland's manufacturing enterprise can see a lift ultimately boosting employee 

delight. With the world constantly evolving, adopting those adjustments can help businesses 
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close aggressively and foster an additional green frame of people. By emphasizing the 

significance of technology, flexibility, supportive leadership, and a way of lifestyles of believe 

manufacturing firms can successfully control the demanding situations of work whilst 

maintaining effectiveness and worker happiness. 

Additionally, an adequate leadership and assistance for working at all. To support staff in 

circumnavigating the difficulties of virtual teams, employers must provide training on time 

management policies, communication procedures, and best practices for isolated work. 

Moreover, providing incessant assistance via online mentoring programmes or recurrent check-

ins can increase employees’ intelligence of assembly and support (Burnett, and Lisk, 

2021).Effective remote collaborating needs humanizing a culture of communication and faith. 

Employers must inspire communication lines that are open so that operate associates might 

spontaneously converse ideas, doubts, and reproach with managers and other team associates 

(Salina, 2023). Recurrent team meetings, where possible both in person and practically, support 

distant team adherents develop robust bonds and an intellect of companionship.  

Employee satisfaction might also be augmented by putting flexible work rules and practices 

into place. Permitting workers to choose their own work location or provide flexible work hours 

inspires independence and work-life balance, that would improve wellbeing and job 

satisfaction. Also, praising from staff memberships irrespective of where they work nurtures a 

culture of appreciation and stimulates them to provide their best work. 

Last but not least, in virtual team circumstances, fostering social engagement and team building 

is perilous to preserving staff morale and coherence. Companies might create virtual team-

building proceedings for remote workers, like online games, virtual coffee breaks, or obliging 

projects, to support them feel like they belong and work together (Salina, 2023). 

Employees who are engaged are perceived as having a positive outlook, being excited about 

their work, having lower absenteeism and attrition rates, and even going above and beyond in 
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order to contribute to the success of the company. It's critical to recognize the indicators of high 

engagement, which include employees' emotional investment in their work and their level of 

commitment to attaining goals (Snowden, 2023). Employees that take the initiative show high 

levels of engagement and try to be more creative in their work or to help out others in their 

pursuits. This scale's problem is that it only considered the particular position and ignored the 

opinions of the employees about the company.  

Encouraging employee well-being has advantages for both the company and the employees. 

Good health and well-being can operate as a key enabler of organizational success and 

employee engagement. They can also assist minimize stress and promote a positive work 

environment. If well-being programs are kept outside of regular corporate operations, they may 

not reach their full potential Irish Manufacturing industry. When working remotely, having less 

in-person interaction helps guarantee that workers are productive and efficient; this in turn can 

improve performance (Martin, 2021). It also helps workers balance work and other obligations, 

such as family or life. Examining the effectiveness of remote work prior to the global pandemic, 

the correlation between remote work and increased productivity, and the possible negative 

effects of remote work on employee performance, including reduced creativity, decreased 

teamwork, knowledge sharing, and strained employee relationships in Ireland.  

2.6 Literature Gap 

This study revealed a gap in the literature about the effects of virtual teaming and remote 

working on workforces in Ireland’s industrial sector. Though the benefits of remote work, like 

more flexibility and cost-effectiveness, are extensively acknowledged, there is a lack of 

thorough study that predominantly addresses the significances of remote work in the situation 

of Ireland’s manufacturing industry. During remote work practices normally or in particular 

industries, but little is recognised about the particular problems, returns, and consequences 

associated with remote work and virtual teams in Ireland’s manufacturing sector (Williamson 
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et al., 2021).  To close this knowledge gap and advance our understanding of how distant work 

and virtual teamwork affect workforce dynamics and organisational consequences in this 

explicit industry, this dissertation will look into the effects of these practices on Irish 

manufacturing personnel. 

Gupta and Pathak (2018) highlight the challenge of evaluating remote work's impact on 

efficiency, job satisfaction, and work-life balance. To maximise the benefits of remote work, 

corporations and policymakers must address these concerns enact the necessary laws. While 

remote work is becoming more common, there is limited research on how it affects industrial 

personnel, who have traditionally prioritised physical presence (Abarca et al., 2020). This 

article aims to explore how remote employment in manufacturing might benefit from 

opportunities while minimising downsides.  

2.7 Findings From The Prior 

Effective communication and coordination among team members is crucial for meeting 

deadlines and quality standards (Morrison-Smith and Ruiz, 2020). To negotiate this paradigm 

change, firms must understand the impact of remote employment and virtual communication 

on production staff. According to Gupta and Pathak (2018), the manufacturing industry relies 

heavily on on-site operations and requires physical presence at sites. Remote employment can 

offer several benefits for production workers. According to Garro-Abarca et al. (2021), 

employee mobility can lead to higher job satisfaction and recruitment rates. 

In Ireland's manufacturing industry, remote work and virtual teams lead to the highest revenue. 

These contracts improve staff productivity by providing greater flexibility. This flexibility 

allows for better work-life balance by allowing people to balance personal and professional 

responsibilities. Working remotely saves employees money and time (Citrin and DeRosa, 

2021).  

Virtual teaming allows Irish manufacturers to engage skilled workers from across the country. 
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This skill pool boosts inventiveness and improves a team's ability to overcome issues. Virtual 

collaboration allows for effective communication and evidence-based discussion among team 

members, regardless of physical location (Richter et al., 2021). 

Remote working allows employees to operate in a more comfortable environment that suits 

their preferences. Increased job satisfaction and confidence can lead to improved employee 

engagement and retention. Distant work provisions can promote environmental sustainability 

by reducing transportation-related carbon emissions. Panda and Sahoo (2021) found that 

reducing back-and-forth is consistent with CSR activities and demonstrates the organization's 

commitment to minimising environmental impact. 

Dispersed teams may have challenges with cohesiveness and culture (Routley, 2020). 

Modifying communication strategies and developing effective leaders can mitigate these issues 

and ensure successful remote collaboration. Lack of access to colleagues can negatively impact 

their mental health and self-confidence (Lojeski& Reilly, 2020). Remote workers face 

significant challenges with infrastructure and technology. Inadequate internet access and 

outdated technologies hinder communication and collaboration, potentially leading to missed 

project deadlines and decreased productivity. Workers may struggle to adopt new software and 

digital technologies in virtual workplaces, necessitating additional help and training (Lojeski 

and Reilly, 2020). 

Remote workers may experience uncertainty regarding their career progression and job safety. 

Remote workers face challenges and lack visibility with decision-makers. This may hinder 

their advancement inside the company. Working remotely may exacerbate existing disparities 

between staff members, particularly in terms of assistance and resource availability. Employees 

having limited access to technology, such as laptops or home offices, may struggle to fulfil 

their professional tasks compared to more affluent counterparts (Spagnoli et al., 2021). In 
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virtual teams, communication challenges may arise due to linguistic and cultural differences 

among members.  

Kanike et al. (2023) suggest using report-sharing structures, access controls, regular security 

training, and encrypted communication channels to ensure data security. These techniques help 

preserve statistics in remote work environments where data may cross multiple networks and 

devices. Internal firms often use mediation, online conversations, and clear conflict resolution 

guidelines to address disagreements and misunderstandings. These tactics highlight the 

importance of struggle decisions. Effective communication among remote groups is essential 

for maintaining team cohesion and efficiency in distributed growth environments.  

Effective communication and managerial support are crucial for remote groups. These 

processes aim to overcome difficulties and promote a supportive and empowering virtual 

environment. 

The technique for removing geographical distance as a barrier to teamwork is known 

as engagement can be done remotely. It facilitates communication and collaboration among 

distributed teams working towards a common goal, regardless of their location. Through the 

use of technologies such as file sharing, integrated workspace software, multimedia 

teleconferences, and cross-channel communication, remote workers can collaborate and 

increase productivity. Collaborative software is essential for remote workers to maximise 

efficiency. Cognizant (2024) suggests that modern collaboration tools can improve cross-

border employee connections and procedures. To optimise remote work, companies should 

integrate communication and collaboration tools into a single platform. Companies can use 

remote collaboration technologies to create a virtual office environment that mimics the onsite 

experience, allowing for productive collaboration without sacrificing effectiveness.  

Employees who work remotely do so from a location other than their employer's main office. 

Alternative workplace locations include an employee's home, a public workspace, an 
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individual's workplace, or any other location. According to Downes (2020), remote groups are 

more adaptable due to the absence of physical presence. This is beneficial for company 

continuity plans, particularly in emergency or unplanned situations where employees are 

unable to attend work. This research shows that remote working benefits the industry. Effective 

leadership and team composition are crucial for remote teams to achieve success. The project 

manager must trust both the group and individual members.  

2.8 Conceptual Framework 

 

Figure 5 Conceptual Framework 

(Source:Williamson et al., 2021 ) 

The framework for this investigation is shown in Figure 1. The model hypothesised that while 

remote working, employee self-efficacy, technology, and teamwork (predictor factors) would 

have a major impact on employee job satisfaction, intrinsic and extrinsic motivations, and 

performance (dependent variables). 

2.9 Hypothesis 

In analyzing how faraway paintings and digital teamwork have an impact on the producing 

zone hypotheses are pivotal. These hypotheses act as knowledgeable predictions, about the 

connections between the factors being studied. They create a framework for research permitting 

pupils to recommend ideas primarily based mostly on present theories, proof, or logical 

questioning. Through hypotheses, researchers can articulate expectations approximately how 
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remote artwork and virtual teamwork might likely affect elements like productivity, interest 

satisfaction, innovation and traditional overall performance in production. By formulating 

those hypotheses researchers can deliver interest in exploring purpose and effect links to benefit 

and perception into the consequences of some distance off work and virtual teamwork in 

manufacturing environments. 

The null hypothesis – It states that there is no substantial association between distant working 

settings, virtual teamwork, and employee performance in Ireland's manufacturing business. 

Employee performance is unaffected by factors such as workplace flexibility and collaborative 

tools.  

Alternative Hypothesis: Remote working environments and virtual teams have a favourable 

impact on employee performance in Ireland's manufacturing industry. Flexible work 

arrangements and effective collaboration technologies increase employee productivity and job 

satisfaction. 

Furthermore, hypotheses function as a basis for developing study strategies deciding on records 

collection strategies and deciphering outcomes successfully. They assist researchers in 

methodically determining the validity of their assumptions and drawing conclusions 

concerning how work and virtual teamwork have an effect on the manufacturing organization. 

In essence, hypotheses are factors, for mission-enlightening research in this subject. 

2.10 Summary 

The literature review summarise towards emphasising the possible advantages and problems 

of virtual teaming and remote work in Ireland’s manufacturing industry. Though working 

remotely has its advantages, with flexibility, talent obtainability, and ecological sustainability, 

it also has problems, such isolation, technical problems, and doubts about work-life balance. 

Participating in IT infrastructure, offering leadership support, humanizing communication, 

tapping flexible work agendas into place, and inspiring social interface are some approaches to 



35 

 

recover remote work. Because, a lack of knowledge concerning the precise effects of remote 

labour in Ireland’s industrial sector. To investigate its impact on worker dynamics and 

organisational outcomes in this specific setting. 
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Chapter 3: Methodology 

3.1 Introduction 

This section introduces the methods used to examine and determine the influence of remote 

working environments and virtual teamwork on employee performance in the manufacturing 

sector in Ireland. This part further defines the research design used to discover the relationship 

of a distant working environment and virtual work platforms to employee productivity within 

the Irish manufacturing sector. Although a quantitative survey helps us get data through diverse 

routes of highlighting what is often observed, it is still a shortage figure.The dissertation 

explores the challenges of virtual cooperation in the industrial sector, including keeping 

operational interactions, guaranteeing data security, and overcoming barriers to 

synchronisation and teamwork. The research follows a quantitative approach. A research 

design in which primary data is collected through a survey. The survey consists of 

approximately 17 questions answered by industry professionals working remotely. The data 

was analysed using IBM SPSS, and the results are presented graphically.  

3.2 Research Philosophy 

When searching into how far off artwork and virtual teamwork are dealt with within the 

manufacturing enterprise in Ireland the research philosophy decided on performs a role, in 

shaping the approach, records collecting and assessment techniques. Whether embracing 

positivism, interpretivism or pragmatism a defined research philosophy ensures harmony and 

reliability at some point in the research procedure organising a base, for producing reliable 

outcomes that match the study desires. The research is built on the positivist philosophy by 

asserting that the researches are precise, and the anaylsis is data based to validate hypotheses 

and generalize the results (Park et al., 2020).The present research follows a positivist 

philosophy, amongst other philosophies, which values the objectivity of methodology and 
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preferably deals with a quantitative approach to data. This is in unison with the research 

primary goal of gauging how remote work and virtual teams affect employee 

electricity. Positivist approach gives more importance to the objectivity, hypothesis testing and 

generalizability and this makes it appropriate for the given quantitative survey method and the 

goal of yielding statistically significant findings which are observable in the wider population 

of managers of remote teams in the Irish manufacturing concerned. 

3.3 Research Approach 

The research's technique plays a role, in defining the techniques and processes used to collect, 

examine and interpret information making sure the credibility and dependability of the look at. 

When investigating paintings and virtual collaboration in Ireland's production enterprise a set-

up research method allows for a dependent exploration of the phenomena offering a solid 

framework to cope with the research inquiries (Hong, Jacobucci, and Lubke, 2020). It 

guarantees that the take a look at is methodologically sturdy facilitating enormous conclusions. 

By outlining the research design, facts series techniques and assessment techniques the research 

method contributes to carrying out sincere research in the long run raising the study's integrity 

and having an impact. 

This study will use deductive research approach. At this level, one ought to start with the 

development of already available theories, say social exchange theory, and design the 

corresponding hypotheses to be investigated by use of quantitative data from the targeted 

population. Research methodology that has been applied herein, is deductive in approach, 

beginning with established theoretical assumptions like social exchange theory. According to 

this theory, while persons behave socially, they do so taking into consideration the realization 

of possible costs and benefits involved (Hong, Jacobucci, and Lubke, 2020). This theory forms 

the foundation of the research. Subsequently, hypotheses that predict or describe the 

relationships among the variables of the remote work environment, the virtual teamwork, and 
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employee performance will be formulated. These hypotheses will be put through the test using 

the quantitative data gathered from the questionnaires filled in by the project managers in an 

Irish manufacturing industry. This deductive strategy provides a defined and evidential way of 

exploring the cause, supplying an ordering and theory-driven system that guides the results 

interpretation and ascertains the conclusions which are directly related to the evidential 

foundation. 

3.4 Research Strategy 

The research strategy is critical because it units out the plan and path of movement for the test 

aligning the research dreams with the methodologies implemented. In delving into paintings 

and virtual collaboration in Ireland's production vicinity a described studies approach 

guarantees that key questions and hypotheses are systematically addressed with the resource of 

the study. It aids in selecting methodologies, like quantitative or blended strategies at the same 

time as identifying sampling techniques and records collection strategies(Clark, and Causer, 

2020). A defined research strategy improves coherence and directionality with the aid of 

ensuring that the research method is established correctly leading to findings which can be 

manually both exercised and insured. 

A research aim to be investigated deals with transmission of survey to project managers of 

remote teams based in the Irish manufacturing industry. This technique permits, the researcher 

to collect quantitative data from a random and identifiable sample, which is subsequent 

statistical analysis and formulation of general conclusion. The approach to research is 

associated with a survey designed for project managers heading remote teams in Irish 

manufacturing. This strategy offers several advantages: it allows the collection of qualified 

quantitative data resulting from the survey of vast, random groups of respondents through a 

uniform and quick way (Clark, and Causer, 2020). This type of quantitative data is a valuable 

contribution to the statistical analysis. Thanks to it, identifiable patterns, trends, and 



39 

 

relationships between the multiple variables that come into play when talking about remote 

work, teamwork via technology, and employee performance can be found. Survey scalability 

handles for gathering data from a good number of participants with ease within a reasonable 

period. In this case, it provides statistically significant results that can be confidently 

generalized to the wide population of project managers in the Irish manufacturing sector. 

The data collection method involves gathering relevant data and information for a specific 

research topic. To analyse fast-moving consumer goods, the researcher used primary data 

collection methods. Using a data-centric approach has resulted in sufficient data for research 

purposes. Additionally, quantitative measurement has aided in data collection through 

statistical methods. The study collects data via an online survey distributed to professionals. 

This approach is convenient and accessible, allowing individuals to respond whenever they 

want and maximising responses within the allotted time. The survey aims to collect 

comprehensive information on various company perspectives as well as procedures. The 

questionnaire has been kept straightforward, and organised for precise answers and statistical 

evaluation(Clark, and Causer, 2020).The quantitative method expanded the study's scope by 

maximising the available data. This study's data-centric approach ensures accuracy and 

impartiality when providing a detailed view during stakeholders' attitudes towards corporate 

governance. The larger sample size and competent data collection method have benefited the 

system by involving a larger population. The accessible nature of data sets allowed researchers 

to quantify the studies work's core efficiency, as there are fewer variables to consider. This 

allows for real-time description and analysis, facilitating quick research activities. 

3.5 Research Design 

The research design plays a function by serving as a roadmap, for carrying out the research. It 

outlines how records can be accrued, assessed and interpreted. When investigating paintings 

and virtual collaboration in Irelands manufacturing company an organized studies design 
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ensures that the examination is methodologically robust and capable of thoroughly addressing 

the research inquiries. It assists in selecting equipment and strategies specifying variables and 

installing protocols, for statistics series and evaluation. This structured approach improves the 

study's credibility and dependability facilitating large findings. Ultimately a sturdy study layout 

ensures that the results are honest and may efficiently have an impact on business enterprise 

practices and guidelines. 

By using the cross-sectional survey design we will be able to follow back as well as track down 

a broad sample of people and thus, quickly cover the national territory. Data will be collected 

at one period by means of which the current remote work and teammates’ dynamics among the 

chosen target population will be compared. The survey research is cross-sectional in nature, 

and it involves soliciting data from a random sampling of project managers, at a particular 

time. This design offers several advantages: it yields a view of the present stage of remote work 

and virtual teams dynamics within the target population, among many other things. 

Furthermore, in comparison to longitudinal trials, it is fast and inexpensive(Clark, and Causer, 

2020). And finally, it enables generalized results if the sample is targeted. Additionally, the 

snowball sampling technique will be applied for the sake of geting participants representative 

enough and to reach a statistically significant results applicable for the whole group of remote 

working project managers in the Irish manufacturing sector. 

3.6 Data Collection 

The research team will create a quantitative survey, which will enable data collection based on 

project managers in Irish manufacturing companies. The survey will encompass questions 

designed to measure: 

Factors associated with remote working environments: Here emphasized are parameters such 

as technology accessibility, communication instruments, and physical workspaces where this 

work will occur (Mazhar et al., 2021). 
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Employee performance: Such an evaluation will be made through the use of self-reported data 

concerning productivity, task completion, and quality of output. 

Perceptions of virtual teamwork: Topics of inquiry will include successful remote team 

functioning, communication, and the role of intra-team interactions in remote environments. 

The principal data collection criterion will be a specially designed for the project managers 

leading the remote teams of the Irish manufacturing firms quantitative questionnaire (Kumari, 

2022). The survey will encompass questions targeting key areas: elements attributed to 

telework environments (tech accessibility, communication tools, physical workplaces) and 

employee productivity (work completion speed, quality of work, how employees view group 

work). This in-depth data capturing will be the statistical analysis base needed to relate between 

these factors and to their impacts on the employees performance within the Irish manufacturing 

industry. The participants will be remote workers from the manufacturing industry. They have 

the required knowledge and experience needed for this study. Their responses can be used to 

conduct the analysis and present findings.  

3.7 Data Analysis 

It required to use statistical analysis software in order to analyse the numerical data that was 

collected through the using survey. Descriptive statistics are well be employed to distinguish 

central tendencies and variance inside the given information. Inferential statistics like 

correlation analysis, and regression analysis, will be employed in testing of the proposed 

hypotheses and in finding the ingredients that affect air pollution. The principal data collection 

criterion will be a specially designed for the project managers leading the remote teams of the 

Irish manufacturing firm’s quantitative questionnaire (Mellinger, and Hanson, 2020). The 

survey will encompass questions targeting key areas: elements attributed to telework 

environments (tech accessibility, communication tools, physical workplaces) and employee 

productivity (work completion speed, quality of work, how employees view group work). This 
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in-depth data capturing will be the statistical analysis base needed to relate between these 

factors and to their impacts on the employee’s performance within the Irish manufacturing 

industry. 

3.8 Sampling Method 

For a focused method of obtaining subjects, we will utilize the snowball method. Such an 

approach implies approaching first several managers from the manufacturing industry whom 

have some relevant experience of managing remote teams and motivating them to further do 

this through their networks (Naderifar, Goli,  and Ghaljaie, 2017). The targeted approach is 

valuable in presenting the message to the industry community, which is couched in a niche 

location. The research will achieve an effective reach of its target population by applying the 

snowball sampling technique. This way they will select some project managers with Irish 

manufacturing firms experience who often lead virtual teams. Afterward, these individuals will 

be referred to project managers within their wider circles, hence, exploiting the availability of 

referrals within the industry to address this population. As the new players get involved, they 

may also be solicited to call for more people who in turn become subjects of study and hence 

enlarge the sample size (Parker, Scott, and Geddes, 2019). The advantages of this approach 

involve the fact that it is able to reach a niche audience, there is a opportunity of richness of 

data brought by the experience of participants and, lastly, it makes the recruitment possible in 

a reasonable time. The snowball sampling might not be the perfect way to represent the certain 

segment, however, it yields unique facts about the specified field of the Irish manufacturing 

sector. 

3.9 Ethical Considerations 

The participants will be introduced to the study objectives in a concise manner, data collection 

methods, and the list of risks and benefits of participation. In order to participate in the study, 

the subjects will have to do sign a written informed consent (Cacciattolo, 2015).All that have 
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been collected will be anonymized and placed securely as well. Participants will be verification 

of their identity and individual feedbacks being kept in absolute secrecy during the research 

phases. 

Ethical consideration refers to moral policy-making approaches that ensure the validity of 

information. This is the entity responsible for ensuring consent during the data collection 

process. This involves applying moral principles when gathering data from other scholars. The 

consent form and terms had already been shared with all participants previously. Participants 

weren't prompted to share personal information during data collection, as per survey guidelines. 

Additional survey details were used solely for research purposes. When conducting research, 

it's crucial to prioritise issues, especially when sensitive data and human participants are 

involved. This involves following guidelines to ensure the safety and well-being of all parties 

involved. Participants provide consent, ensuring their participation and privacy in 

responses. The importance of carefully crafting survey questions to avoid bias and promote 

transparency. It strictly enforce determines that guarantee anonymity along with data safety 

throughout the research process. Addressing potential conflicts ensures the study's credibility 

and impartiality. Ethical issues are essential to ensuring reliability and trustworthiness in results 

from studies, which contribute to improving knowledge and improving society. 

Data ethics is emphasized to protect the participants' well-being and privacy (Cacciattolo, 

2015). Disclosure will be made to all participants through word-to-word explanations of the 

study purposes, the data collection procedures, possible risks and the perks of 

participation. Furthermore, collected data will be anonymised and stored in a secure way 

too. The data obtained will be kept confidential and secured with strict identity protection while 

collecting the data to prevent individual responses from being linked to personal 

information. This ethical principle ensures confidentiality for participants, and therefore, there 

would be no risk of them being harmed due to participation in the study. 
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3.10 Reliability and Validity 

One way to be able to measure the reliability of this survey instrument by calculating internal 

consistency. Content validity will be validated by the selection of survey questions that 

correspond the expected target concepts precisely. The construct validity will be examined 

using factor analysis as a tool to confirm that the measures that have been chosen are content-

aligned and reflect the theoretical basis. To avoid having untrustworthy and just poor research 

results, we will do to the most a reliability and validity possible. 

On the one hand, a construct validity consists of both content validity and construct 

validity. Content validity will be sustained by inviting domain experts during the instrument 

review process to confirm that the questions are intended to assess the right constructs. The 

construct validity of the scale will be determined through a set of exploratory factor analyses, 

which is one form of a statistical technique that identifies underlying factors within the data 

which are in principle representations of the intended constructs, thereby providing the 

evidence that the applied measures in fact represent the content they are supposed to measure 

accurately. This study by using this stringent treatment develops the researcher’s confidence in 

the reliability and validity of the survey measure. The survey will not only be meaningful but 

will be able to reliably capture the necessary data to investigate how being on remote work 

environments, virtual teamwork, affect employee performance within the Irish manufacturing 

sector. 

Researchers may determine the authenticity and dependability of the data with the use of 

research techniques. It guarantees that the techniques used for gathering data are reliable, and 

accurate, with the potential of yielding consistent outcomes. Credibility issues might arise from 

conclusions that lack a clear approach. Making relevant conclusions and achieving accurate 

and trustworthy data can be challenging without a clear research approach. A framework for 

creating the study is provided by the technique previously mentioned. Choosing the research 
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design, sample strategies, and data-gathering methods are all part of this. Making these choices 

will help to guarantee that the study is carried out in a manner which is acceptable for 

addressing the research issue as well as legitimate from a scientific standpoint (Rupesh, 2023). 

3.11 Limitations 

The research work's main limitation is the wide range of data sets, which can cause confusion 

during data analysis. Selecting relevant data from a wider range of information has become 

more challenging. Quantitative methods may contain biassed information, making them 

unreliable for transparent data collection. This study relies heavily on a survey for data 

collection, which may limit understanding by ignoring qualitative details. Quantitative surveys 

can provide insights into trends and correlations, but may not effectively capture the 

complexities of individual studies or contextual factors. The survey's scope and sample size 

may limit the findings' relevance to a specific population. Relying solely on one method of 

gathering information may cause you to overlook different points of view. Overlook specific 

factors related to the study's situation when counting. Despite constraints, the research aims to 

reduce bias and improve credibility by analysing and interpreting statistics. Further research 

may benefit from using techniques to gain a more in-depth understanding of the task. 

3.12 Summary 

This approach is quantitative in nature and is to explore employee effectiveness in virtual 

working and virtual team setting in the Irish manufacturing business. The study implies a cross-

sectional survey design, snowball sampling, and statistic data analysis to collect and analyse 

the date from the project managers who are the leads to the remote teams. While the ethical 

dimension is of the utmost importance, it is devoted to ensuring the participants' informed 

consent, protection of privacy and correct managing of the data. Through the provision of 

verified and reliable measures, the research aims to shed light into this dynamic area and make 
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a significant contribution to proffering an understanding of the dynamics in remote work in the 

manufacturing industry. 

An examination into the virtual teams and remote working environments’ contribution to the 

level of employee performance within the Irish manufacturing industry through a quantitative 

study is here considered. The case study will adopt a cross-sectional design using snowball 

sampling for data gathering from remote teams via project managers as the respondents. The 

data analysis will be done via statistics to determine the patterns, correlations and relationships 

between the factors related to working remotely, collaboration in a virtual space and 

employees’ performance. Ethics is a central factor that should be respected during the whole 

procedure of research. Informed consent will be written out for all participants, and no clue of 

their identity will be tracked through the technique of data anonymization and storing data 

secured. 
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Chapter 4: Data Analysis And Findings 

4.1 Introduction 

This statistics evaluation segment explores the data collected from this research, on how work 

settings and virtual teamwork affect the producing enterprise. By inspecting the statistics this 

research aims to show trends and insights that display how those practices affect productivity, 

teamwork and primary overall performance in manufacturing groups. The facts cover factors 

together with employee satisfaction, verbal exchange overall performance, task organization 

and technological setup. Through reading this information, this study seeks to offer an 

understanding of the blessings, boundaries and consequences of hard work and digital 

collaboration in an employer that traditionally values bodily presence. These discoveries will 

no longer add to the prevailing know-how base and provide realistic hints, for producers 

adapting to the converting landscape of labour environments. 

4.2 Findings 

4.2.1 Survey Analysis 

1. What is Your Gender? 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Male 73 69.5 69.5 69.5 

Female 28 26.7 26.7 96.2 

Prefer not to say 4 3.8 3.8 100.0 

Total 105 100.0 100.0  
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Table 1: What is Your Gender? 

 

 

Figure 6: What is Your Gender? 

The above bar graph illustrates that industrial segment has stayed meaningfully influenced by 

virtual team up and remote working settings. Although males make up the majority of the 

representation (69.5%), females make up a substantial portion (26.7%), and 3.8% of individuals 

would rather remain anonymous. This distribution points to the likelihood of a range of 

belvederes and approaches among distant teams. It highlights how the sector has modified to 

remote work, maybe made informal by technology developments that encourage productivity  

2. What is your Age? 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Under 25 17 16.2 68.0 68.0 

25-34 5 4.8 20.0 88.0 
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35-44 2 1.9 8.0 96.0 

45-54 1 1.0 4.0 100.0 

Total 25 23.8 100.0  

Missing System 80 76.2   

Total 105 100.0   

 

Table 2: What is your Age? 

 

 

Figure 7: What is your Age? 

The above bar graph illustrates majority of respondents did not disclose their age, that might 

limit the amount of information obtainable about ageing. However, of those that did, a 

substantial part about (16.2%) are under 25 years old, with lesser proportions in older age 

groups. Given their understanding with and flexibility with technology, this distribution 
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proposes that younger workers in the industrial sector are more likely to partake in remote work 

and virtual teams.  

3. What is your Years of experience in project management? 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Less than 1 year 36 34.3 34.3 34.3 

1-3 years 28 26.7 26.7 61.0 

3-5 years 18 17.1 17.1 78.1 

5-10 years 15 14.3 14.3 92.4 

More than 10 years 8 7.6 7.6 100.0 

Total 105 100.0 100.0  

 

Table 3: What is your Years of experience in project management? 

 

 

Figure 8: What is your Years of experience in project management? 
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The above bar graph illustrates data on years of project management involvement show a 

heterogeneous spreading. Less than one year of experience makes up a substantial fraction of 

the respondents about 34.3%, closely followed by those with one to three years 26.7%. This 

suggests that there has been a notable migration of people with less expertise into project 

management positions in the manufacturing industry. Distinguished percentages, though, also 

have moderate to extensive involvement, with more than 10 years (7.6%) and 5-10 years 

(14.3%).  

4. What is your educational qualification? 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid High school diploma 15 14.3 14.3 14.3 

Bachelor’s degree 45 42.9 42.9 57.1 

Master’s degree 37 35.2 35.2 92.4 

Doctorate 8 7.6 7.6 100.0 

Total 105 100.0 100.0  

 

Table 4: What is your Educational qualification? 

 



52 

 

 

Figure 9: What is your Educational qualification? 

 

The above bar graph illustrates spreading of respondents’ educational backgrounds in the 

industrial sector is diverse. The most common degree type is a bachelor’s about 42.9%, which 

is closely followed by a master’s (35.2%). A lesser but substantial portion (7.6%) are PhD 

competent. The majority of the workforce seems to be well-educated, that would imply to have 

a solid basis for regulating to remote work and virtual cooperation circumstances.  

5. What is your Job title? 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Team Leader 24 22.9 22.9 22.9 

Department Manager 15 14.3 14.3 37.1 

Project Manager 16 15.2 15.2 52.4 

Other 42 40.0 40.0 92.4 
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5.00 8 7.6 7.6 100.0 

Total 105 100.0 100.0  

 

Table 5: What is your Job title? 

 

 

Figure 10: What is your Job title? 

 

The above bar graph illustrates job titles of the responders differ importantly in the industrial 

sector. The biggest category (40.0%) is “Other” occupations, that might comprise a variety of 

jobs like administrators, experts, or engineers. Project managers (15.2%) and team leaders 

(22.9%) are chiefly notable, pointing to a hierarchical structure that supports distant 

communication. The implication of management mistake in remote work environments is 

established by the fact that department managers about 14.3% support in supervisions 

reseparations.  
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6. Type of manufacturing industry 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Food and Beverage 15 14.3 14.3 14.3 

Electronics 14 13.3 13.3 27.6 

Textiles 6 5.7 5.7 33.3 

Automotive 18 17.1 17.1 50.5 

Pharmaceuticals 4 3.8 3.8 54.3 

Other (please specify) 48 45.7 45.7 100.0 

Total 105 100.0 100.0  

 

Table 6: Type of manufacturing industry 

 

 

Figure 11: Type of manufacturing industry 
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The above bar graph illustrates respondents’ representation of the manufacturing industry spans 

a wide diversity of industries. The largest section is automotive manufacturing (17.1%), trailed 

by food and beverage (14.3%) and electronics (13.3%). The remaining industries, that comprise 

textiles, pharmaceuticals, and other undefined classes, account for a sizeable part (45.7%). This 

diversity highlights how virtual teaming and remote work are applicable in a quantity of 

industrial extents, indicating that these approaches are being increasingly incorporated into an 

extensive range of industries to recover productivity and collaboration (Xiang et al., 2023).  

7. How many remote team members do you currently manage? 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid None 28 26.7 26.7 26.7 

1-5 36 34.3 34.3 61.0 

6-10 21 20.0 20.0 81.0 

11-20 14 13.3 13.3 94.3 

More than 20 6 5.7 5.7 100.0 

Total 105 100.0 100.0  

 

Table 7: How many remote team members do you currently manage? 
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Figure 12: How many remote team members do you currently manage? 

 

The above bar graph illustrates how different levels of management accountability for remote 

teams exist in the manufacturing industry. Meaningfully more respondents about26.7%said 

they do not presently oversee any remote team members. Of those that do, the majority (34,3%) 

manage teams of one to five persons. However, a substantial fraction (20.0%) oversees teams 

of six to ten persons, and an even greater fraction (13.3%) oversees teams of eleven to twenty 

members. This distribution highlights how supple remote team management techniques might 

be to lodge varying team sizes and arrangements in industrial organisations.  

8.How frequently do you work remotely yourself? 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Never 20 19.0 19.0 19.0 

Occasionally (less than 

once a month) 

27 25.7 25.7 44.8 
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Often (1-2 days a week) 21 20.0 20.0 64.8 

Sometimes (1-2 days a 

month) 

24 22.9 22.9 87.6 

Always 13 12.4 12.4 100.0 

Total 105 100.0 100.0  

 

Table 8: How frequently do you work remotely yourself? 

 

 

Figure 13: How frequently do you work remotely yourself? 

 

The above bar graph illustrates within the industrial business, respondents’ frequency of 

working remotely varies significantly. Though a significant percentage (19.0%) not ever work 

remotely, most persons work remotely occasionally. This includes 1-2 days per week of steady 

remote work (20.0%), 1-2 days per month of episodic remote work (22.9%), and occasional 
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distant work (25.7%). 12.4%, a lesser but still notable portion, work remotely all the time. 

These trends show that the manufacturing industry is implementing remote work in a flexible 

manner that deliberates a variety of work arrangements and likings.  

9. What challenges do you face when managing remote project teams? (Check all that apply) 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Time zone differences 22 21.0 21.0 21.0 

Maintaining team 

cohesion 

20 19.0 19.0 40.0 

Communication barriers 26 24.8 24.8 64.8 

Monitoring progress 

effectively 

14 13.3 13.3 78.1 

Technical difficulties 12 11.4 11.4 89.5 

Lack of access to 

necessary resources 

11 10.5 10.5 100.0 

Total 105 100.0 100.0  

 

Table 9: Challenges faced when managing remote project  
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Figure 14: Challenges faced when managing remote project 

 

The above bar graph illustrates respondents noted that important remote project teams in the 

industrial sector comes with a number of problems. Time zone disparities (21.0%), 

communication problems (24.8%), and the difficulty of preserving team coherence (19.0%) are 

the most frequent problems. Also, there are major problems in the form of technical issues 

(11.4%) and efficient progress monitoring (13.3%). A lesser but noteworthy portion (10.5%) 

also mention not having access to the resources they essential. These problems highlight how 

problematic it is to achieve distant teams in the manufacturing industry, necessitating robust 

communication, teamwork, and logistical resolutions (Rysavy and Michalak, 2020).  

Remote workers depend upon email and other modes of interpersonal interaction where 

meaning and tone might be easily misunderstood since they do not have face-to-face 

engagement. Even very cooperative staff can have unpleasant feelings when working virtually 

from home. Employees who do not get to connect with one other in person could have concerns 

and queries that go unanswered. A remote worker will start to feel alienated from the company 
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and disinterested in their work if these queries and worries become more frequent. Managers 

may foster transparency and confidence by instituting regular, managed virtual meetings with 

individuals (Teamflowhq, 2024). 

10. How often do you conduct virtual team meetings? 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Monthly 9 8.6 8.6 8.6 

Weekly 42 40.0 40.0 48.6 

Bi-Weekly 14 13.3 13.3 61.9 

Daily 22 21.0 21.0 82.9 

Rarely or as needed 18 17.1 17.1 100.0 

Total 105 100.0 100.0  

 

Table 10: How often do you conduct virtual team meetings? 
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Figure 15: How often do you conduct virtual team meetings? 

 

The above bar graph exemplifies that manufacturing business has virtual team meetings at 

different intervals. Weekly meetings are preferred by most responders about 40.0%, 

underscoring the implication of consistent communication and teamwork. Also, it is typical for 

there to be daily conferences about 21.0% and bi-weekly meetings (13.3%), that highlights the 

need of even updates and coordination among members of remote teams. Once-a-month 

meetings are less common (8.6%), though 17.1% of respondents said they only have meetings 

when essential. These outcomes highlight the variability of approaches used in manufacturing 

for virtual team management and communication. As seen in the literature that implementing 

practical methods to foster distant work and virtual collaboration might greatly increase worker 

satisfaction in Ireland’s industrial sector. 

11. How do you assess the performance of remote team members? 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Combination of 

quantitative and 

qualitative methods 

39 37.1 37.1 37.1 

Quantitative metrics (e.g., 

project completion rate, 

productivity) 

23 21.9 21.9 59.0 

Qualitative assessment 

(e.g., feedback from 

clients, team evaluations) 

30 28.6 28.6 87.6 
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Other (please specify) 13 12.4 12.4 100.0 

Total 105 100.0 100.0  

 

Table 11: How do you assess the performance of remote team members? 

 

 

Figure 16: How do you assess the performance of remote team members? 

 

The above bar graph illustrates that there are numerous approaches used in the manufacturing 

sector to assess the performance of remote team members. A substantial proportion (37.1%) 

utilise a blend of measurable and qualitative methods, signifying an all-encompassing practice. 

Twenty-nine percent of respondents use quantitative measures, like productivity and project 

completion rate, while twenty-six percent use qualitative measures, like team and customer 

assessments. Also, 12.4% use additional undefined methods, demonstrating the suppleness and 

creativity of performance evaluation events in remote teams.  
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Considering that working remotely is now more of a long-term necessity than a temporary fix, 

remote performance oversight requires more thought. Employee performance for teams 

working remotely will not be enhanced by merely digitizing outdated performance 

management procedures. Rather, the organisation requires procedures that, regardless of an 

employee's location of employment, provide equitable results and similar encounters for 

everybody. For remote performance oversight to be effective, expectations must be clearly 

defined. Employees may picture their position in supporting the organisation in carrying out 

its overall plan when they are aware of the aims of the firm. This increases employees' feeling 

of purpose and develops a bond between them and the company as well as their peers (Larralde, 

2024). 

12. What measures do you take to ensure data security and confidentiality when working with 

remote teams? 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Use of secure file sharing 

platforms 

9 8.6 8.6 8.6 

Access controls and 

permissions 

34 32.4 32.4 41.0 

Regular security trainings 

for team members 

30 28.6 28.6 69.5 

Encrypted communication 

channels 

26 24.8 24.8 94.3 

Other (please specify) 6 5.7 5.7 100.0 

Total 105 100.0 100.0  
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Table 12: What measures do you take to ensure data security and confidentiality when working with 

remote teams? 

 

 

Figure 17: What measures do you take to ensure data security and confidentiality when working 

with remote teams? 

 

The above bar graph illustrates numerous steps must be taken to promise data security and 

privacy in remote teams working in the manufacturing industry. Consents and access controls 

(32.4%) are often used to manage those having access to data. Reliable security trainings 

(28.6%) provide team members with the information they need. Indeed, for safe information 

sharing, 24.8% of communication lines are encrypted. The usage of safe file-sharing websites 

is also revealed about 8.6%. Furthermore, 5.7% of respondents mention additional techniques, 

directing to a complete strategy for shielding sensitive data in remote work environments 

(Khando et al., 2021).  
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The practice of protecting data throughout its lifespan against unauthorized access and 

corruption is known as data security. Tokenization, encrypting information, data hashing, and 

key administration techniques are some of the methods used to safeguard data across platforms 

and programmes. To defend their vital resources, the majority of organisations worldwide are 

currently making significant investments in a variety of information technology cyber defense 

capacities. It is well known that peripheral dangers are increasingly common with remote-

access technology. According to studies, 86% of business leaders think that having remote 

employees increases the likelihood of a data security breach (Spawn, 2019). 

13. How do you handle conflicts or misunderstandings among remote team members? 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid One-on-one mediation 

sessions 

23 21.9 21.9 21.9 

Encouraging open 

communication channels 

26 24.8 24.8 46.7 

Facilitated online 

discussions 

19 18.1 18.1 64.8 

Establishment of clear 

conflict resolution 

protocols 

27 25.7 25.7 90.5 

Other (please specify) 10 9.5 9.5 100.0 

Total 105 100.0 100.0  

 

Table 13: How do you handle conflicts or misunderstandings among remote team members? 
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Figure 18: How do you handle conflicts or misunderstandings among remote team members? 

Work-from-home policies have the potential to worsen some of the primary manifestations of 

conflict that conventional in-office teams face. Employers and workers now have an 

unparalleled degree of freedom because of the growth of remote work, but there are also a lot 

of new difficulties. The physical and mental separation that comes with working remotely can 

exacerbate basic disagreements at work causes and lead to unexpected issues. These problems, 

which can range from misinterpretation brought on by a lack of in-person engagement to 

challenges in developing confidence and rapport, can create an environment of unrest and 

discontent. Keeping these disputes addressed efficiently is essential to a happy and productive 

work environment as mentioned by DeNicola (2023). 

The above bar graph illustrates managing disagreements or miscommunications among distant 

team members in the manufacturing industry needs a diversity of plans. It is usual practice to 

create explicit disagreement resolution actions about 25.7% and to encourage open channels of 

communication (24.8%) to directly resolve problems. Moreover, used are aided online talks 

(18.1%) and one-on-one mediation sittings (21.9%). As well, 9.5% of respondents use added 
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undefined methods, signifying a customised method to conflict resolution suitable for the 

particular dynamics of remote assistance in industrial settings (Morrison-Smith and Ruiz, 

2020). 

14. How do you ensure that remote team members feel connected to the organization’s goals and 

objectives? 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Regular communication of 

organizational mission 

and vision 

34 32.4 32.4 32.4 

Inclusion of remote team 

members in strategic 

discussions and decision-

making processes 

29 27.6 27.6 60.0 

Alignment of individual 

goals with organizational 

objectives 

19 18.1 18.1 78.1 

Providing opportunities 

for professional 

development and growth 

14 13.3 13.3 91.4 

5.00 9 8.6 8.6 100.0 

Total 105 100.0 100.0  

 

Table 14: How do you ensure that remote team members feel connected to the organization’s goals 

and objectives? 
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Figure 19: How do you ensure that remote team members feel connected to the organization’s goals 

and objectives? 

 

The above bar graph illustrates manufacturing methods centre on a few serious areas to 

guarantee that remote team members involvement an intelligence of purpose and linking to the 

organisation. Clarity and alignment are attained by regular communication of the 

organization’s mission and vision (32.4%). An intelligence of ownership is cultivated by 

participation in planned discussions and decision-making (27.6%). Consistency is enhanced 

when individual goals are in line with organisational intentions (18.1%). Also, granting chances 

for career advancement (13.3%) strengthens commitment. Together, these initiatives foster a 

robustfeeling of resolve and participation among members of remote teams (Pianese, 

Errichiello and da Cunha, 2023).  

 

 



69 

 

15. How satisfied are you with the level of collaboration among remote team members? 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Very satisfied 24 22.9 22.9 22.9 

Satisfied 47 44.8 44.8 67.6 

Neutral 30 28.6 28.6 96.2 

Dissatisfied 3 2.9 2.9 99.0 

very dissatisfied 1 1.0 1.0 100.0 

Total 105 100.0 100.0  

 

Table 15: How satisfied are you with the level of collaboration among remote team members? 

 

 

Figure 20: How satisfied are you with the level of collaboration among remote team members? 
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The above bar graph findings represents in the industrial sector, distant team members seem to 

cooperate well on a general basis. About the levels of collaboration, a substantial percentage 

of respondents say they are either extremely pleased (22.9%) or satisfied (44.8%). 

Additionally, a notable proportion (28.6%) directs neutrality, representing potential for growth 

or other perspectives. There is comparatively little discontent only about2.9% of respondents 

express disapproval, and 1.0% direct extremely low dissatisfaction. Overall, these 

consequences show that remote teams in manufacturing have a usually positive estimation of 

how successful their teamwork is.  

16. What measures do you take to ensure remote team members have access to necessary 

technical equipment and resources? 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Reimburse expenses for 

home office setup 

19 18.1 18.1 18.1 

Provide company-issued 

laptops or devices 

40 38.1 38.1 56.2 

Offer stipends for internet 

or phone expenses 

18 17.1 17.1 73.3 

Provide access to software 

and tools needed for work 

22 21.0 21.0 94.3 

Other (please specify) 6 5.7 5.7 100.0 

Total 105 100.0 100.0  

 

Table 16: What measures do you take to ensure remote team members have access to necessary 

technical equipment and resources? 
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Figure 21: What measures do you take to ensure remote team members have access to necessary 

technical equipment and resources? 

 

The above bar graph findings takes a diversity of approaches to guarantee that distant 

workforces in the manufacturing industry have admittance to the technological tools and 

resources they want. Standardised tools are guaranteed by the typical practice of providing 

computers or devices provided by the firm is about 38.1%. Infrastructure for remote work is 

supported by paying for home office setup costs (18.1%) and providing stipends for phone or 

internet costs (17.1%). Having admittance to essential software and tools (21.0%) augments 

productivity even more. Also, 5.7% of respondents mention other methods, indicating tailored 

strategies supplied to specific essential.  

17. How do you ensure that remote team members receive adequate support and guidance from 

management? 
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 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Schedule regular one-on-

one meetings with team 

members 

28 26.7 26.7 26.7 

Maintain an open-door 

policy for questions and 

concerns 

31 29.5 29.5 56.2 

Provide clear instructions 

and expectations for tasks 

31 29.5 29.5 85.7 

Offer ongoing feedback 

and performance reviews 

15 14.3 14.3 100.0 

Total 105 100.0 100.0  

 

Table 17: How do you ensure that remote team members receive adequate support and guidance 

from management? 
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Figure 22: How do you ensure that remote team members receive adequate support and guidance 

from management? 

 

The above bar graph findings represents that there are numerous strategies elaborate in 

providing remote team members in manufacturing with adequate assistance and advice. 

Frequent one-on-one meetings provide for more individualised support and feedback (26.7%). 

A policy of “open doors” is about 29.5% generates an atmosphere in that queries and grievances 

might be directly resolute. Task clearness is safeguarded by giving clear instructions and 

expectations (29.5%). Also, providing continual growth and alignment with organisational 

goals is enabled by providing continuing response and conducting performance evaluations 

(14.3%). Together, these activities encourage effective managerial support of manufacturing 

remote teams (Phillips, 2020).  

4.2.2 T-Test Analysis 

T-Test 
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 One-Sample Statistics 

  
N Mean 

Std. 

Deviation 

Std. 

Error 

Mean 

1. What is your Gender? 105 1.3429 .55172 .05384 

2. What is your Age? 25 1.8000 1.25831 .25166 

3. What is your Years of experience in project 

management? 

105 2.3429 1.29220 .12611 

4. What is your Educational qualification? 105 3.2190 1.09176 .10654 

5. What is your Job title? 105 2.9524 1.33288 .13008 

6. Type of manufacturing industry: 105 3.2000 1.93351 .18869 

"  7. How many remote team members do you 

currently manage?" 

105 2.3714 1.17880 .11504 

8. How frequently do you work remotely yourself? 105 2.9619 1.54375 .15065 

9.What challenges do you face when managing 

remote project teams? (Check all that apply) 

105 3.0667 1.60688 .15682 

10.How often do you conduct virtual team 

meetings? 

105 2.9810 1.28588 .12549 

11.How do you assess the performance of remote 

team members? 

105 3.1619 1.06630 .10406 
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12.. What measures do you take to ensure data 

security and confidentiality when working with 

remote teams? 

105 2.8667 1.06578 .10401 

13. How do you handle conflicts or 

misunderstandings among remote team members? 

105 2.7619 1.31210 .12805 

14.How do you ensure that remote team members 

feel connected to the organization's goals and 

objectives? 

105 2.3810 1.29630 .12651 

15.How satisfied are you with the level of 

collaboration among remote team members? 

105 2.1429 .83699 .08168 

16.What measures do you take to ensure remote 

team members have access to necessary technical 

equipment and resources? 

105 2.5810 1.17491 .11466 

 17.How do you ensure that remote team members 

receive adequate support and guidance from 

management? 

105 2.3143 1.02201 .09974 

 

Table: T-Test Analysis 

The evaluation includes comparing delight stages in collaboration, among group contributors 

from businesses in the production employer through the use of a t-test. After examining the 

facts, it seems that the common delight level is 2.15. This average serves as the basis for 

engaging in a t-test to decide if there can be a difference in how glad the two groups are with 

remote collaboration. 
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The upcoming t take a look at will offer a p rate indicating the opportunity of watching fantastic 

variations many of the groups assuming there may be no real difference. If this p charge falls 

below the importance threshold of 0.05 it would advocate rejecting the speculation that 

suggests no distinction between the companies. Hence it is probably inferred that there is surely 

a difference in pride stages concerning collaboration among institution individuals based on 

what number of people a manager oversees, within the production business enterprise. 

 4.2.3 One Sample Test Analysis 

One-Sample Test 

  

Test Value = 0 

t df 

Sig. (2-

tailed) 

Mean 

Difference 

95% Confidence 

Interval of the 

Difference 

Lower Upper 

1. What is your Gender? 24.941 104 .000 1.34286 1.2361 1.4496 

2. What is your Age? 7.152 24 .000 1.80000 1.2806 2.3194 

3. What is your Years of 

experience in project 

management? 

18.579 104 .000 2.34286 2.0928 2.5929 

4. What is your Educational 

qualification? 

30.213 104 .000 3.21905 3.0078 3.4303 

5. What is your Job title? 22.697 104 .000 2.95238 2.6944 3.2103 

6. Type of manufacturing 

industry: 

16.959 104 .000 3.20000 2.8258 3.5742 
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"  7. How many remote team 

members do you currently 

manage?" 

20.614 104 .000 2.37143 2.1433 2.5996 

8. How frequently do you work 

remotely yourself? 

19.660 104 .000 2.96190 2.6632 3.2607 

9.What challenges do you face 

when managing remote project 

teams? (Check all that apply) 

19.556 104 .000 3.06667 2.7557 3.3776 

10.How often do you conduct 

virtual team meetings? 

23.755 104 .000 2.98095 2.7321 3.2298 

11.How do you assess the 

performance of remote team 

members? 

30.385 104 .000 3.16190 2.9555 3.3683 

12.. What measures do you take 

to ensure data security and 

confidentiality when working 

with remote teams? 

27.561 104 .000 2.86667 2.6604 3.0729 

13. How do you handle conflicts 

or misunderstandings among 

remote team members? 

21.569 104 .000 2.76190 2.5080 3.0158 

14.How do you ensure that 

remote team members feel 

connected to the organization's 

goals and objectives? 

18.821 104 .000 2.38095 2.1301 2.6318 
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15.How satisfied are you with the 

level of collaboration among 

remote team members? 

26.234 104 .000 2.14286 1.9809 2.3048 

16.What measures do you take to 

ensure remote team members 

have access to necessary 

technical equipment and 

resources? 

22.510 104 .000 2.58095 2.3536 2.8083 

 17.How do you ensure that 

remote team members receive 

adequate support and guidance 

from management? 

23.204 104 .000 2.31429 2.1165 2.5121 

 

Table: One Sample Test Analysis 

The outcomes, from the sample t-tests offer insights into factors of some distance growth and 

digital teamwork in the production sector. Each test compares the response to a query in 

competition to a check value of 0 to determine if the determined mean distinction is statistically 

sizeable. Given below is an evaluation based mostly on the information provided: 

 Factors which include Gender, Age, Experience, Education, Job Title and Industry 

Type all display p values (all < 0.001) indicating an extensive distinction between most 

of the common responses and the check fee of 0. This indicates that respondents' 

personal characteristics like gender, age, revel in stage, schooling records, challenge 

name and enterprise kind have power on their perceptions or research associated with 

work and virtual teamwork. 
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 Regarding the Number of Remote Team Members Managed: The test consequences for 

this variable additionally imply a p charge (< 0.001) pointing inside the route of 

noteworthy differences in responses. Managers overseeing a number of institutions 

individuals preserve extremely good perspectives or face varying traumatic situations 

in managing remote setups that impact their responses. 

 As for the Frequency of Remote Work: The evaluation for this variable likewise 

indicates a final result (p < 0.001) indicating that how often human beings engage in 

remote setup appreciably affects their reviews or attitudes, towards remote setups. 

 Challenges Encountered in Managing Remote Teams: The effects show a distinction (p 

< 0.001) inside the disturbing situations faced with the aid of undertaking businesses as 

stated with the aid of respondents. 

 Frequency of Virtual Team Meetings, Performance Evaluation, Data Security 

Measures, Conflict Resolution, Alignment, with Organizational Objectives Satisfaction 

with Collaboration, Access to Technical Resources and Support from Management: 

These elements all yielded consequences (all p < 0.001) indicating differing 

perspectives and techniques amongst respondents on key additives of a ways off work 

and virtual teamwork. 

The steady presence of findings from diverse regions highlights the complicated nature of the 

remote setup and virtual collaboration inside the production corporation. These outcomes 

underscore the significance of tailor-made strategies and interventions to deal with demanding 

situations and opportunities related to growth thinking about the numerous backgrounds, roles 

and stories of human beings, on this problem. 
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4.3 Findings 

The survey outcomes provide insights, into handling venture groups in various manufacturing 

industries. The distribution of respondents throughout sectors, automobile and food and 

beverage shows a severe pattern (Adam et al., 2023). This range suggests that the demanding 

situations and practices noted in some distance off crew management possibly study to a 

number of contexts. Moreover, the bulk of respondents manipulate small to-sized companies 

of 1 to 10 individuals reflecting the prevalence of such group sizes in growing setups consistent 

with contemporary place of work trends. 

The frequency of hard work amongst respondents is frivolously unfolded with many reporting 

ordinary remote artwork. (Abarca et al., 2020) This spread indicates that the annoying 

conditions and practices discussed in managing companies stem from research with ways of 

growth dynamics. Additionally, the various frequency of virtual institution meetings 

underscores businesses' flexible communication procedures with a substantial variety of 

preserving meetings to ensure group connectivity and alignment (Abarca et al., 2020). As for 

annoying situations faced in coping with project companies’ commonplace issues like time 

region disparities, verbal exchange hurdles and troubles, in monitoring progress stand out. 

These stressful situations highlight the character of crew control masking logistical, 

interpersonal, and technical additives. 

Furthermore, the several techniques used to evaluate the overall performance of businesses 

emphasize the importance of assessment strategies. By combining each metric and qualitative 

review a correct information on the complexities, inner faraway growth interactions can be 

finished. The survey outcomes provide insights into how manufacturing industries control their 

venture groups uncovering commonplace demanding situations, practices and evaluation 

strategies. These findings can help manual selection making and beneficial useful resource 

allocation efforts aimed in the direction of optimizing remote team typical performance and 



81 

 

constructing resilience in bit surroundings this is increasingly more focused around far-off 

operations. 

Responses to inquiries approximately managing agencies monitor the techniques and 

techniques groups rent to make sure facts safely contend with conflicts, align crew individuals 

with objectives sell collaboration provide technical aid assets and provide guidance to team 

individuals going for walks remotely (Kanike et al., 2023). When it involves records protection 

features and confidentiality protocols the data suggests a method that includes utilizing report-

sharing structures implementing get admission to controls wearing out ordinary security 

schooling durations and making use of encrypted verbal exchange channels (Kanike et al., 

2023). These measures show a technique to safeguarding statistics—an essential detail, in 

remote work settings wherein facts may additionally moreover excursion throughout diverse 

networks and gadgets. 

When managing conflicts or misunderstandings, in internal businesses it is common to apply 

techniques like having, one-on-one mediation instructions promoting conversation channels 

organizing online discussions and putting in clear struggle resolution hints. These techniques 

spotlight the importance of struggle choice. Fostering fine verbal exchange dynamics, inside 

remote groups is essential for upholding cohesion and efficiency in dispersed growth setups. 

Moreover, making sure that a ways flung crew people are aligned with the company's dreams 

includes moves like speaking about the venture and being imaginative and prescient regarding 

them in discussions aligning private dreams with enterprise desires and facilitating 

opportunities for expert growth. These efforts purpose to cultivate an experience of cause and 

connection among group members for maintaining motivation and involvement irrespective of 

being physical remote from the organizational center. 

Additionally, tasks to provide help and resources to team participants embody reimbursing 

domestic place of job expenses imparting agency gadgets offering allowances for internet or 
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phone expenses and granting get right of entry to vital software applications. These endeavors 

emphasize the significance of equipping workers with gadgets and infrastructure to perform 

their obligations correctly decreasing boundaries to productivity and ensuring fair get 

admission to to critical work sources. Strategies for ensuring manipulative support incorporate 

scheduling one-on-one meetings preserving an open-door insurance, for queries and troubles 

imparting clear project instructions and expectations in addition to supplying continuous 

remarks and general performance critiques (Raghuram et al., 2019). Remote group individuals 

advantage appreciably from practices that focus on the importance of conversation and 

managerial backing.  

4.4 Summary 

The facts evaluation segment gives a summary of findings received from survey responses 

concerning coping with ways remote groups within the manufacturing place. Covering 

components, like organization example, group structure, far off remote frequency, encountered 

challenges and observed techniques the consequences offer records on practices and priorities, 

for companies. Several critical subjects have been diagnosed, which include the want, for 

records security features, battle choice strategies aligning with organizational goals enhancing 

collaboration supplying technical manuals and providing managerial help to remote group 

individuals. These findings emphasize the person managing growth and the significance of 

taking proactive steps to triumph over demanding situations and enhance the overall 

performance of remote companies. The bankruptcy ends through a manner of suggesting 

suggestions for corporations to decorate their management of businesses within the production 

zone aiming to sell resilience, productivity, and employee satisfaction in far-off remote 

environments.  
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Chapter 5: Discussion On the Findings and The Results 

5.1 Introduction 

The previous chapter presented the results of the survey and related statistical analysis. This 

chapter includes a comparison of the findings with the existing literature. Moreover, the result 

of the study has been linked with theories to confirm or disprove existing theories through the 

findings of the study. The effect of contextual differences and individual variances are 

mentioned in this chapter. The key lessons learned from this study and the implications of the 

research are mentioned in this chapter as well.  

5.2 Discussion Of The Research Finding 

The study results offer insights into managing venture groups across several industrial 

industries. Adam et al. (2023) found a significant trend in the distribution of responders across 

sectors, including automobile and food and beverage. This spectrum shows that the challenging 

conditions and techniques observed in crew management may apply to a variety of settings. 

The majority of respondents work in small to medium-sized businesses with 1 to 10 employees, 

indicating the expanding trend in workplaces. Respondents reported a low frequency of hard 

work, with many reporting simple distant tasks. (Abarca et al., 2020). Research on growth 

dynamics has led to the discussion of problematic situations and methods in business 

management. Virtual meetings are a flexible way for firms to maintain group connectivity and 

alignment, as seen by their varying frequency (Abarca et al., 2020). Common challenges in 

managing project firms include time zone differences, communication barriers, and difficulty 

monitoring progress. Stressful situations underscore the importance of crew control over 

logistical, interpersonal, and technological factors.  

Assessment strategies play a crucial role in evaluating business performance. Combining 

metrics and qualitative reviews can provide accurate insights into the complexities of inner 
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faraway growth interactions. The study results offer insights into how manufacturing 

companies manage their venture groups, including common challenges, procedures, and 

evaluation methodologies. These insights can aid in optimising remote team effectiveness and 

building resilience in bit environments, particularly for far-off activities. Kanike et al. (2023) 

suggest that managing agencies use techniques to ensure accuracy, resolve conflicts, align team 

members with objectives, promote collaboration, provide technical support, and guide remote 

team members. 

Kanike et al. (2023) recommend using report-sharing structures, implementing access controls, 

conducting regular security training, and using encrypted communication channels for data 

security. These techniques provide a method to preserve statistics, which is crucial in remote 

work environments where data may travel across multiple networks and devices.  

Internal firms often use approaches such as one-on-one mediation, online conversations, and 

clear conflict resolution guidelines to manage disagreements and misunderstandings. These 

tactics emphasise the significance of struggle decision. Effective communication among 

remote groups is crucial for maintaining team cohesiveness and efficiency in scattered growth 

environments. Individuals in remote groups benefit greatly from methods that prioritise 

communication and managerial support. These procedures aim to overcome challenges while 

fostering a helpful and empowering virtual environment. 

Edwards (2020) researched to ascertain how to promote cooperation and dismantle silos in 

remote teams. Considering that everyone works from home, handling this issue can get much 

more complicated. Although teams can connect often via digital means, they probably interact 

with others outside their primary line of work less frequently. These underutilized abilities 

could be able to be exploited in another part of the company. However, the likelihood of such 

happening is reduced if the supply of resources is not apparent. On the other hand, if no team 

keeps its work updated and easily available, other groups will eventually tread on their toes.  
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Different software solutions for remote collaboration can help the digital transformation by 

offering middleware that allows participants to collaborate remotely. In the near term, the CIO, 

IT experts, and digital support staff must provide some temporary solutions to handle 

unforeseen crisis scenarios if remote collaboration abilities are not accessible. A collaborative 

decision-making model appropriate for quick evaluation is presented as a solution to such 

issues. When formulating a collective decision, this paradigm enables the viewpoints of experts 

to be aggregated with varying degrees of relevance (Borissova et al., 2020).  

5.3 Comparing Literature Review with Findings 

The findings of the study indicate that internal businesses frequently use strategies including 

one-on-one mediation instructions, discussion pathways, online conversation organisation, and 

marked struggle resolution tips when managing disagreements or misunderstandings. These 

strategies emphasise how crucial a struggle decision is. Maintaining cohesiveness and 

effectiveness in distributed growth environments requires cultivating fine-grained speech 

interaction dynamics within distant groupings. The significance of evaluation strategies is 

shown by the various methods employed to measure the overall performance of enterprises. 

Inner faraway growth connections could be completed by integrating each indicator with a 

qualitative assessment and accurate information on the intricacies.  

The results of prior studies have mixed findings regarding remote team environments and 

virtual teamwork. The reality of compressed time, dispersed resources, growing reliance on 

knowledge-based input, an additional price on adaptation and adaptability, and the fact that the 

majority of the data they utilize is digital are all effectively handled by virtual teams. They 

make use of the digital infrastructure, which allows them to work continuously with access to 

the greatest and most up-to-date facts and information, allowing them to operate 

simultaneously instead of sequentially. As a result, team members can collaborate from a 

distance without sacrificing other facets of their personal and professional lives. Because of its 
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adaptability, virtual teams may quickly upskill fresh participants by having an online log of 

their completed work. It is evident from optimal procedures in virtual team management 

developed via the examination of several corporate instances that not everybody is suited for 

the virtual team setting (Manufacturing.net, 2012). Not everyone is equally competent at 

managing the ambiguity and duties that come with working in virtual teams. Previous 

respondents who need a high degree of order in their work surroundings have expressed feeling 

disoriented in this kind of unstructured work setting. Teams working remotely can offer the 

independence, adaptability, and challenges necessary to keep the appropriate candidate 

engaged. 

According to a study by Yan et al., (2024), there is a complicated relationship between task 

difficulty and remote rate. Specifically, collaborative groups need a higher remote percentage 

when there is little chance that employees will profit from remote work to prevent potential 

negative effects from intense rivalry. Additional findings taking agent heterogeneity into 

account imply that individual gains are amplified or diminished at the team stage therefore 

evaluating task complexity and variation among individuals is important when developing 

remote techniques. In addition to reacting to divergent arguments in the literature and practice, 

the research offered new perspectives into decision-making procedures in a digital setting and 

described the design and implementation of a revolutionary company infrastructure that assists 

groups in making the best judgements when working remotely. Therefore, it can be seen that 

the findings of the study are related to the outcome of the present study. It can be stated that 

the managers of remote teams need to foster teamwork and collaboration in the future.  

5.4 Confirming Existing Theory 

The technique of eliminating geographic distance as a barrier to teamwork is known as remote 

engagement. It makes it easier for a distributed team of workers to communicate and work 

together toward a single objective, no matter where they are located. With the use of 
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technologies like file sharing, integrated workspace software, multimedia teleconferences, and 

cross-channel communication, it promotes collaboration among distant workers and boosts 

their productivity. The basis of employee efficiency for remote workers is collaborative 

software. It facilitates cross-border employee connections and reimagines procedures via the 

use of contemporary collaboration tools to improve organizational cooperation (Cognizant, 

2024). For both employees and teams to function efficiently in a remote work environment, 

companies must combine disparate communication and collaboration technologies and tools 

into one unified platform. Companies may enable users to collaborate productively and 

virtually without sacrificing effectiveness or productivity by creating a setting which mimics 

the onsite office encounter via the implementation of remote collaboration technologies. 

The concept of employees working remotely is when they do their work from a location 

different from the employer's main office. These sites could be anything other than the 

conventional workplace facility or campus, such as an employee's home, a cooperative 

workspace or other public area, an individual's workplace, or anywhere else. Since members 

in remote groups do not have to be present in the same place for work to get done, they are 

frequently more organically adaptable as stated by Downes (2020). This can be very helpful 

for company continuity plans, especially in the event of an emergency or unplanned situation 

where workers are abruptly unable to go to work. The outcome of this research indicates that 

remote working has a positive effect on the industry.  

5.5 Disproving Existing Theory 

The manner of leadership and the particular individuals allocated to the team will play a major 

role in the accomplishments of a remote team. It will be necessary for the project manager to 

have faith in both the group and the individuals. Compensation decisions are usually made by 

the recruiting manager, human resources, and the staff members themselves after negotiations. 

Offering a remuneration that is in line with industry norms is the aim. A member of the group 
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could perform poorly if this condition is ignored and their pay is too inadequate. This will make 

them unhappy. A single incompetent team member has the potential to negatively impact the 

entire team (Dulebohn and Hoch, 2017).  

In the business domain, working connections are crucial in broad terms, but they become much 

more crucial when collaborating with distant project teams. As mentioned by Moore 

(2017)  The team members work alone in their home offices and are solitary during the day. 

To get the team participants to interact with one another, the project manager needs to take 

initiative. A crucial component of any role, but particularly of distributed teams, is protection. 

Teams that are dispersed may have thoughts of isolation and not belonging, which might make 

them doubt their long-term possibilities with the organization. Giving team members periodic 

input and reassuring them of their significance to the company will help minimize this.  

5.6 Contextual Differences and Individual Variances 

Teams in the manufacturing business and remote workers may find value in the study's 

conclusions. However, the results could be different from those obtained by gathering 

information from employees who operate remotely and in certain sectors. The characteristics 

of virtual cooperation can be influenced by the activities and industry. In the current study, 

alternative sets of respondents' data may have yielded outcomes that varied. The audience must 

be conscious of the sample group from whom data has been obtained for research, and it is 

critical to acknowledge that contextual variations may affect the study's findings. 

5.7 Lessons Learned and Implications 

The findings of the study indicate that there are various challenges faced by remote team 

members of the manufacturing industry. The communication barrier is found to be the major 

problem for the members of the remote team. Moreover, they also face challenges related to 

maintaining team cohesion and time zone differences. There are also issues related to the lack 

of access to necessary resources for the team members. Moreover, technical issues also can 
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lead to problems for the team members. Virtual team meetings are conducted mostly on a 

weekly basis as per the findings of the survey. In order to assess the performance of the remote 

team members both qualitative and quantitative methods are adopted. Various measures are 

being taken by companies to ensure data security in the remote teams. Undertaking regular 

training for the staff is useful while some companies are focusing on access control and 

permission. In order to handle conflicts various measures are being adopted in the 

manufacturing companies. One-on-one meditation sessions are found to be useful while the 

establishment of clear communication protocols is also crucial for the team members. The 

outcome of the study suggests that the management needs to encourage open communication 

channels among the team members in order to resolve conflicts. Regular communication of 

organizational mission and vision is essential for making the team members feel connected. 

Moreover, Inclusion of remote team members in strategic discussions and decision-making 

processes is also needed. The alignment of individual goals with organizational objectives is 

another vital factor that needs to be considered by the managers of remote teams in the 

manufacturing industry.  

5.8 Summary 

The summary highlights the potential benefits and challenges of virtual teaming and remote 

work in Ireland's manufacturing industry. Working remotely has advantages such as flexibility, 

talent acquisition, and environmental sustainability. However, it also has drawbacks such as 

isolation, technical issues, and concerns about work-life balance. To revitalise remote work, 

consider investing in IT infrastructure, providing leadership support, improving 

communication, implementing flexible work schedules, and encouraging social interaction. 

There is a dearth of understanding about the impact of remote labour in Ireland's industrial 

sector. The study aims to examine how it affects worker dynamics and organisational results 

in this particular scenario.  
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Chapter 6: Recommendations, Conclusions and Further Research 

6.1 Chapter Introduction  

The study has explored the impact of the remote working system and its contribution in team 

work. The virtual development of team management is associated with the development of the 

manufacturing industry. According to adaptive structuration theory technological instruments 

have maintained a continuous process in job operation. The technology-based arrangement has 

been disrupted due to the not so upgraded softwire’s. based on the virtual teamwork the 

manufacturing companies have been integrated as it provides flexibility and productivity to all 

team members. According to the analysis it can be stated that a supportive structure of 

balancing remote work is more reliable in the office working system. Through this specific 

chapter the researcher tries to objectify all the questions and explores how those are related 

with the research findings. The development of research recommendations is there which helps 

further research work to mitigate all the gaps. However, there are some limitations in the 

research work which need to be explored followed by the suggestions for future research work. 

It is important to understand how the research topic contributes to organisational management 

by understanding its different aspects.  

Currently, megatrends such as mobility and flexibility shape employee work habits. Employees 

benefit from virtual teamwork, which allows for flexibility in working hours and locations. 

Remote work is becoming more common due to cost savings and intangible benefits (Großer, 

Baumöl, 2017). This paper addresses the impact of remote work and virtual teams on 

employees in Ireland's manufacturing industry. 
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6.2 Outcome Of The Research Finding 

Automotive manufacturing is the largest sector (17.1%), followed by food and beverage 

(14.3%) and electronics (13.3%). The remaining industries, which include textiles, medicines, 

and other unclear categories, make up a sizable percentage (45.7%). Virtual teaming and 

remote work are widely used in several industries to improve productivity and collaboration 

(Xiang et al., 2023). Approximately 26.7% of respondents do not currently manage remote 

teams. The majority (34.3%) handle teams of 1-5 people. A significant percentage (20.0%) 

manage teams of six to ten people, with a higher proportion (13.3%) managing teams of eleven 

to twenty members. While 19.0% of people do not work remotely, the majority work remotely 

on occasion. This includes 1-2 days per week of continuous remote work (20.0%), 1-2 days 

per month of episodic remote work (22.9%), and occasional distant work (25.7%). A small but 

significant percentage (12.4%) work entirely remotely. The industrial business is using flexible 

remote work arrangements to accommodate diverse preferences. The most common challenges 

include time zone differences (21.0%), communication issues (24.8%), and maintaining team 

coherence (19.0%). Managing remote teams in manufacturing requires effective 

communication, coordination, and logistical planning (Rysavy and Michalak, 2020).Weekly 

meetings are preferred by around 40% of respondents, highlighting the need of consistent 

communication and teamwork. These findings demonstrate the diverse methodologies utilised 

in manufacturing for virtual team management and communication. A significant majority 

(37.1%) use a combination of measurable and qualitative methods, indicating a comprehensive 

practice. Twenty-nine percent of respondents utilise quantitative measurements like 

productivity and project completion rate, while 26% use qualitative measures such as team and 

customer assessments. Data access is often managed through consent and access controls 

(32.4%). Reliable security training (28.6%) provides team members with necessary 

information. Additionally, 5.7% of respondents recommend a comprehensive plan for 
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protecting sensitive data in remote work contexts (Khando et al., 2021).Typically, 25.7% of 

disagreements are resolved explicitly, whereas 24.8% are resolved through open 

communication channels. According to Morrison-Smith and Ruiz (2020), 9.5% of respondents 

employ undefined dispute resolution strategies that are tailored to the unique dynamics of 

industrial remote help. Regularly communicating the organization's mission and vision (32.4%) 

leads to clarity and alignment. These activities strengthen remote team members' resolve and 

participation (Pianese, Errichiello, and da Cunha, 2023). Concerning levels of collaboration, a 

sizable proportion of respondents indicate they are either extremely pleased (22.9%) or 

satisfied (44.8%). Access to important software and tools (21.0%) increases productivity even 

further. Additionally, 5.7% of respondents mentioned personalised techniques for specific 

needs. Continuous response and performance assessments (14.3%) support organisational 

growth and alignment with goals. These activities promote efficient managerial support for 

manufacturing remote teams (Phillips, 2020). 

6.3 Objectives Realization  

Virtual teamwork and remote working systems in the manufacturing industry has been 

developed in the talent accessibility. This has increased working flexibility and productivity in 

the sense of a better community. This particular objective has shown its effectiveness in the 

regular communication process and the way it is related towards generalizing necessary 

technological approaches. Based on the development of supportive infrastructure, the balance 

of the remote working system has set the opportunity for team collaboration. Another objective 

of this research project includes the issue of Ireland’s manufacturing system associated with 

remote working. The top concern of managers for remote working systems has reduced team 

cohesiveness (Clark and Causer, 2020). This has set the identity of employee benefits as well. 

Another issue has been identified as employees have reduced flexibility in remote working 

systems. This has not measured the identity of employee retention as this has not focused 
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towards productivity. Since the manufacturing companies have been able to maintain company 

culture, the identity of team comprehensiveness has been deployed. The power of employees' 

overworking systems has been integrated as this strategy has been implicated in career options. 

based on the personal working system the employees have identified all the uncertainties in job 

career progress. The involvement of the personnel working system has been integrated and this 

has resulted in the challenges due to shortage of visibility. This is appropriate management 

which helps with understanding of employee effectiveness as well. according to the linguistic 

and cultural boundaries the remote working system has been associated with less activities to 

technological aspects. This has provided employee engagement which is more reliable for 

understanding professional responsibilities. Another objective of this specific research work 

includes methods related to remote working systems and its virtual collaboration. The 

employee contentment has shown its major collaboration has implicated on employee 

satisfaction (Kanike et al., 2023). for Ireland's industrial approaches recent strategies have been 

applied in the high speed internet assurance. This has been collaborated with other team 

members which has initially been managed by all the staff members. In the effective remote 

collaboration process the faith and trust have been maintained in different operational activities. 

In virtual team circumstances, the collaboration of team management has fostered for social 

engagement. based on the team building management the preservation of staff management 

associated with morale and coherence. However, from the objective realisation this has been 

analysed that effective communication and its collaboration has not been intermittent with 

working quality and standard. This has allowed more comfortability and better cultural aspects 

in the remote working system in the manufacturing industry.  

6.4 Recommendations  

Improving remote work and virtual cooperation could boost employee happiness in Ireland's 

industrial sector. Investing in stable IT infrastructure can be risky at first. Giving personnel 
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access to modern software, communication tools, and high-speed internet improves teamwork 

and reduces technological issues. Providing technical support and training improves 

employees' digital tool skills, leading to increased productivity and confidence in remote work 

(Itam and Warrier, 2023). To promote remote work and virtual cooperation in Ireland's 

industrial sector, large investments in IT infrastructure are necessary. Providing high-speed 

internet, software, and communication tools facilitates collaboration and reduces technological 

barriers (Ghadimi et al., 2022). Technical help and training courses can boost employee 

productivity and confidence in remote work environments by improving digital skills.  

In addition, proper leadership and help are required to work at all. Employers could provide 

training on time management, communication processes, and isolated work best practices to 

help employees navigate virtual teams successfully. Providing ongoing help through online 

mentorship programmes or regular check-ins can enhance employees' sense of community and 

support (Burnett and Lisk, 2021).  

Effective distant collaboration necessitates humanizing a culture of communication and faith.  

To foster open communication, employers should encourage employees to express ideas, 

concerns, and criticism to supervisors and team members (Salina, 2023). Regular team 

meetings, both in-person and virtually, can help remote team members form strong ties and 

foster a sense of community.  

Implementing flexible work rules and practices may increase employee happiness. Allowing 

employees to work from home or with flexible hours promotes independence, work-life 

balance, and overall job satisfaction. Praise from colleagues, regardless of location, fosters a 

culture of gratitude and motivates employees to excel.  

Fostering social engagement and team-building in virtual teams can be detrimental to staff 

morale and coherence. To foster a sense of belonging and collaboration among remote workers, 
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companies should implement virtual team-building activities such as online games, coffee 

breaks, and projects (Salina, 2023). 

The objective must be understood by all team members. A key component of a company's 

achievement involves possessing a clear vision. A shared objective must be the centre of 

attention for a team to flourish. Participants of the team who are not given clear guidance will 

soon get disoriented and dissatisfied which will lead to conflict and a lack of enthusiasm. 

Responsibilities in the team must be allocated and monitored. Participants of the team must be 

aware of their specialized responsibilities inside the company. Members of leadership and other 

teammates ought to make team members feel encouraged. A strong sense of encouragement 

from management and other team members will serve to clear up confusion and forge a 

cohesive team (Carter, 2022). 

Since in-person interactions are an important component of corporate culture, it is critical to 

prioritise them and have team meetings primarily in person rather than via video conference 

whenever feasible. In addition to reducing the sense of physical distance, videoconferencing 

among fellow remote employees fosters a more involved and less isolating work atmosphere. 

Any productive workplace must have collaboration, but it may be more crucial for remote 

employees to adopt. With the G Suite's multiple devices, video calls, whiteboarding 

discussions, and other tools, team communication is now simpler and more convenient than 

before (Spence, 2020). 

6.5 Limitations and Suggestions for Future Research  

The main limitation of this research method is the specific data collection process. In order to 

mitigate this issue further research should use a mixed data collection method. It helps with 

qualitative as well as quantitative data connectivity. This helps with the adequate number of 

data sets. The streamline operation has set another limitation which has not protected the team's 

ability to overcome all the issues. Since the research work has not identified operational 
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activities in the manufacturing industry, the research work should identify all the employee 

safety policies (Cacciattolo, 2015). For future research it is suggested to maintain work division 

and based on the different positions, distant work positions can be highlighted. according to 

the evidence-based activities employees have been allowed to maintain their different position 

though monetary development. In this context, dispersed team management has not been 

integrated in the new work remote system. However, in the future research work the 

transformation related cavities should be analysed as this includes less carbon emissions. 

regardless of physical position, the improvement of team ability has been noticed. Since virtual 

collaboration has allowed people to work more productively, effective communication has 

been helped throughout the process.   

6.6 Research Contribution  

In the present environment of remote working systems this topic leaves the importance of 

addressing different activities. According to the remote working trends and its influence, the 

manufacturing industry tends to work as virtual team work which is more reliable for beneficial 

employee related activities. This research mainly contributes in the manufacturing industry and 

its remote working system which is more helpful for intangible benefits. This has benefited the 

remote working system by engaging employees with more productivity. The industry has got 

the chance to understand its impact along with different aspects of the remote working system. 

The strategies used by HR managers have been analysed which includes another contribution 

in the modern wiring system (Chernyak-Hai and Rabenu, 2018).  

Effective corporate governance in the Indian FMCG sector requires acknowledging socio-

cultural differences and the diverse circumstances of individual companies. This study 

examines cultural norms, regulatory models, and organisational setup to understand differences 

in outcomes. Finally, Mandal and Al-Ahdal (2018) suggest that team leadership diversity 
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includes individual leadership variations. Organisational culture and stakeholder dynamics 

impact governance styles and performance.  

The research topic is also helpful for the future research which tends to provide intangible 

benefits. The purpose of this paper has addressed different issues related to remote working 

systems and those gaps can be mitigated by implicating some specific strategies. According to 

the analysis of all problem statements, the impact of remote working systems has been 

addressed in this specific research work. This is associated with the virtual team management 

which is helpful for employees' operational benefits.    

6.7 Chapter Conclusion 

Since the research work has not identified operational activities in the manufacturing industry, 

the research work should identify all the employee safety policies. For future research it is 

suggested to maintain work division and based on the different positions, distant work positions 

can be highlighted. Allowing employees to work from home or with flexible hours promotes 

independence, work-life balance, and overall job satisfaction. Praise from colleagues, 

regardless of location, fosters a culture of gratitude and motivates employees to excel. The top 

concern of managers for remote working systems has reduced team cohesiveness. This has set 

the identity of employee benefits as well. Another issue has been identified as employees have 

reduced flexibility in remote working systems. This has not measured the identity of employee 

retention as this has not focused towards productivity. Based on the analysis it has been 

identified that all the stakeholders have set another crucial management in the economic sector 

which is more reliable for integrating virtual teams. the influence of employee participation has 

set a modern working system which inspires effective work designs through better 

technological collaboration. The employee contentment has shown its major collaboration has 

implicated on employee satisfaction. for Ireland's industrial approaches recent strategies have 
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been applied in the high-speed internet assurance. This has been collaborated with other team 

members which has initially been managed by all the staff members.  
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Appendix  

 Information Form and Participant Consent Form 

 

Dear Respondent, 

 

Thank you for considering participation in our research study, which aims to explore the 

 dynamics of managing remote project teams in the manufacturing industry. The significance 

of this research lies in its contribution to understanding a critical aspect of remote project 

teams in the manufacturing industry of Ireland. 

 

Background: 

 

The manufacturing sector, which was once distinguished by its emphasis on physical 

presence and hands-on procedures, has seen tremendous changes as a result of globalisation 

and technological improvements. The emergence of digital communication tools and project 

management software has made remote work more practical, especially in industries where 

physical presence was previously thought to be necessary. Leveraging the benefits of remote 

work while minimising its negatives requires an understanding of the dynamics of managing 

remote project teams in the manufacturing sector. To better understand these dynamics and 

offer managerial tactics that can improve team cohesion and productivity even in situations 

when team members are spread out geographically, this research will examine these 

dynamics. 

 

Purpose of the Study: 

 

The primary goal of this study aims to investigate the intricacies involved in overseeing 

distant project teams within the industrial sector. The purpose of the study is to comprehend 

the particular potential and difficulties that remote team management brings to this particular 

industry. This study aims to investigate the intricacies involved in overseeing distant project 

teams within the industrial sector. 

. 

Participant Involvement: 

 

If you choose to participate, you will be asked to complete a questionnaire that addresses 

critical aspect of remote project teams in the manufacturing industry. The questionnaire is 

designed to gather your perspectives and insights, contributing to the rich dataset that forms 

the basis of this research. 

 

Confidentiality and Anonymity: 

 

Your participation is entirely voluntary, and all information provided will be kept confidential. 

Individual responses will not be disclosed, ensuring your anonymity. Only aggregated data will 

be used for the final report. Individual questionnaires will be retained only until the research 

work has undergone moderation and review by an external examiner, at which point they will 

be securely destroyed. 
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Contact Information: 

 

Should you have any inquiries that are not addressed in this introductory information, please 

feel free to contact me using the provided details. If you have reviewed this information and 

are willing to participate in this research, kindly signify your informed consent using the form 

below. 

 

Acknowledgment: 

 

Your participation in this research is highly valued and will significantly contribute to the 

broader understanding of the dynamics of managing remote project teams in the 

manufacturing industry. We appreciate your time and insights. 

 

Thank you for considering being a part of this study. 

 

Researcher: Vivek Krishnamoorthy ( vivekkdv@gmail.com ) 

 

PARTICIPANT CONSENT - PLEASE TICK 

 

 I confirm that I have read and understood the information about the above study. 

 

 I have had the opportunity to consider the information, ask questions, and had these 

answered satisfactorily. 

 

 I understand that my participation is voluntary and that I am free to withdraw at any time 

without legal right being affected. 

 

 I agree to take part in the study. 

 

Participant Name (Print): ________________________ 

 

Participant Signature: ________________________ 

 

Date: ________________________ 

 

 

 

 

Survey questionnaire 

**Section 1: Demographic Information** 

1. Gender: 

   - Male 

   - Female 
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   - Non-binary 

   - Prefer not to say 

   - Other (please specify) 

 

2. Age: 

   - Under 25 

   - 25-34 

   - 35-44 

   - 45-54 

   - 55 and above 

 

3. Years of experience in project management: 

   - Less than 1 year 

   - 1-3 years 

   - 3-5 years 

   - 5-10 years 

   - More than 10 years 

 

4. Educational qualification: 

   - High school diploma or equivalent 

   - Bachelor's degree 

   - Master's degree 

   - Doctoral degree 

   - Professional certification (please specify) 

 



113 

 

5. Job title: 

   - Project Manager 

   - Team Leader 

   - Department Manager 

   - Other (please specify) 

 

6. Type of manufacturing industry: 

   - Automotive 

   - Electronics 

   - Food and Beverage 

   - Pharmaceuticals 

   - Textiles 

   - Other (please specify) 

 

7. How many remote team members do you currently manage? 

   - None 

   - 1-5 

   - 6-10 

   - 11-20 

   - More than 20 

 

8. How frequently do you work remotely yourself? 

    - Never 

    - Occasionally (less than once a month) 

    - Sometimes (1-2 days a month) 
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    - Often (1-2 days a week) 

 

**Section 2: Remote Team Management** 

9. What challenges do you face when managing remote project teams? (Check all that apply) 

   - Communication barriers 

   - Time zone differences 

   - Maintaining team cohesion 

   - Monitoring progress effectively 

   - Technical difficulties 

   - Lack of access to necessary resources 

   - Difficulty in building trust among team members 

   - Insufficient team member engagement 

   - Other (please specify) 

 

10. How do you assess the performance of remote team members? 

    - Quantitative metrics (e.g., project completion rate, productivity) 

    - Qualitative assessment (e.g., feedback from clients, team evaluations) 

    - Combination of quantitative and qualitative methods 

    - Other (please specify) 

 

11. What measures do you take to ensure data security and confidentiality when working with 

remote teams? 

    - Encrypted communication channels 

    - Access controls and permissions 

    - Regular security trainings for team members 



115 

 

    - Use of secure file sharing platforms 

    - Other (please specify) 

 

12. How do you handle conflicts or misunderstandings among remote team members? 

    - Facilitated online discussions 

    - One-on-one mediation sessions 

    - Establishment of clear conflict resolution protocols 

    - Encouraging open communication channels 

    - Other (please specify) 

 

13. How do you ensure that remote team members feel connected to the organization's goals 

and objectives? 

    - Regular communication of organizational mission and vision 

    - Alignment of individual goals with organizational objectives 

    - Inclusion of remote team members in strategic discussions and decision-making processes 

    - Providing opportunities for professional development and growth 

    - Other (please specify) 

 

**Section 3: Research-Specific Questions** 

14. How satisfied are you with the level of collaboration among remote team members? 

    - Very satisfied 

    - Satisfied 

    - Neutral 

    - Dissatisfied 

    - Very dissatisfied 
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15. What measures do you take to ensure remote team members have access to necessary 

technical equipment and resources? 

    - Provide company-issued laptops or devices 

    - Reimburse expenses for home office setup 

    - Offer stipends for internet or phone expenses 

    - Provide access to software and tools needed for work 

    - Other (please specify) 

 

16. How do you ensure that remote team members receive adequate support and guidance from 

management? 

    - Schedule regular one-on-one meetings with team members 

    - Maintain an open-door policy for questions and concerns 

    - Provide clear instructions and expectations for tasks 

    - Offer ongoing feedback and performance reviews 

    - Other (please specify) 

 

17.What are some ways we can improve remote working environments in? (please specify). 
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