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Abstract 

The study examined a relationship between social networking platforms and performance of virtual teams in 
Nigeria telecommunication industries. Opinions of one hundred and eleven virtual team members from three 
giant telecommunication firms in Enugu and Lagos, Nigeria participated in the study.MTN Nigeria, Globacom 
Nigeria and Airtel Nigeria were sampled using self-designed questionnaire. Two research hypotheses were tested. 
It was found out that that there was a significant relationship between types of social networking platforms used 
(Facebook, Skype, MySpace, Instagram. and Linked) in the workplace on performance of virtual teams {X2 (2) 
=211.108; p<.05}. Regression results indicated that the overall model fit five predictors (types of organization, 
team membership, job position, social networking platforms, and sex) was questionable (-2 Log Likelihood = 
92.683) but was statistically reliable in distinguishing between virtual team performances X2 (5) = 54.352, p 
< .05). Useful recommendations that would enhance a synergy between virtual team members and healthy social 
network platforms were suggested.  
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1. Introduction 

Virtual teams are groups of dispersed individuals who rely on communication and information technologies to 
interact. These teams exist solely because of the technologies that support their interactions. However, they are 
an interesting organizational form as they allow organizations to connect disparate experts and key employees 
without the related costs in travel and disruptions to business. Much research has examined the nature of virtual 
teams, with a major interest in improving virtual team interactions and subsequent performance. Virtual teams 
are somewhat unique in that the very technologies that support their existence are often the same source of 
problems and concern (Fuller and Summers, 2017). 

Given the almost exclusive need to communicate via computer-mediated methods, virtual teams have several 
unique characteristics that influence the degree to which they can be productive and successful, and even 
supersede face to face teams. A major inhibitor or facilitator of virtual team success in interactions is the 
development of shared identity which helps in the creation of common language, expectations, and processes by 
which virtual teams can improve productivity and performance.  

Over the past several decades, there has been a geometric increase in organizations' use of virtual teams for ease 
of work and this trend is seeping seamlessly into the future. In a survey conducted by (Culture Wizard, 2016), it 
was found out that out of 1372 business respondents from 80 countries. 85% of the respondents worked on 
virtual teams and 48% reported that over half their virtual team members were members of other cultures. Such 
significant growth is not unconnected to factors such as globalization, distributed expertise, organizations' need 
for rapid product development and innovation, and improved networking and collaboration technologies that 
support e-collaboration (Ilgen, Hollenbeck, Johnson, & Jundt, 2005; Kozlowski & Bell, 2003; Mathieu, Maynard, 
Rapp, & Gilson, 2008). 

Dulebohn and Hoch (2017) opined that the use of virtual team structures holds great promise as virtual teams can 
do things collectively that collocated teams cannot. Virtual team has great advantages such as: the ability to 
assemble teams that maximize functional expertise by including professionals who are geographically dispersed, 
enabling continuous all round productivity by using different time zones to their advantage, lowering costs by 
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reducing travel, relocation and overhead, and sharing knowledge across geographic boundaries and 
organizational units and sites. Despite these advantages, virtual teams present a number of challenges compared 
to co-located teams. Some disadvantages include communication and collaboration difficulties, low levels of 
media richness compared to co-located teams, potentially lower team engagement by team members, distrust, 
and shared responsibility among team members, isolation, high levels of social distance between members, and 
challenges in monitoring and managing virtual teams. 

Although, social networking platforms can be served as an important tool to create competitive advantage 
(Riemer & Tavakoli, 2013), it may play double-edged roles (Turban, Bolloju, & Liang, 2011). Specifically, 
social networking platforms can be used to facilitate knowledge management and problems-solving, which are 
beneficial to increase workflow rate in organisations. However, social networking platforms may decrease 
productivity because of misuse and personal chat (van Zyl, 2009). This indicates that the value of social 
networking platforms is dependent on how the tools are utilized (Majchrzak, Cherbakov, & Ives, 2009). Thus, it 
is expedient to explore the influence of different social networking platforms use on team performance. 

Alternative workplaces are embraced as organizations seek to improve group and team efficiencies. 
Organizations find they are able to increase the speed of work, to enhance the transfer of information between 
people and across organizations, and to exploit information gathering, analysis, and dissemination processes. The 
results include cost savings (e.g., reduced overhead), increased productivity, and retention of talented employees 
in the workplace (Apgar, 1998). 

The explosion of cyberspace technology and methods of scheduling work takes organizational structures in new 
directions, making virtual teams a reality. Certainly the technology itself is an important aspect of virtual team 
processes. Improved information technology is often the way by which individuals communicate with one 
another in a virtual team. Organizations have used technology (e.g., electronic meetings) for years to promote 
brainstorming and enhance group processes (Kahai, Sosik, & Avolio, 1997; Townsend, Whitman, & 
Hendrickson, 1995). “Managing a productive virtual team [however] requires more than access to technology” 
(Kimball & Eunice, 1999, p. 58). 

Boyd & Ellison (2007) observed that social networking sites are web-based services that allow individuals to 
construct a public or semi-public profile within a bounded system, articulate a list of other users with whom they 
share a connection, and view and traverse their list of connections and those made by others within the system. 
In the same vein, Helou and Rahim (2010), were of the opinion that online social networks (OSNs) is a virtual 
communities which allows for people to connect, relate, and interact with one another on a particular subject of 
discuss together online. No doubt, social media sites around the world are good platforms for users with a 
number of options to interact through entertainment, chats, gossips, and other social activities. Through these 
social network platforms, individuals are able to interact with each other on various workplace issues.  

There are umpteenth popular social network platforms on mobile and web applications, these include: Facebook, 
Twitter, YouTube, Whatsapp, Instagram, snap chat, Google Plus etc. Each of the platform thrives in its 
uniqueness, and also have specific roles, functions and modes of communication. It is to be noted however that 
the fuvtions of these platforms are mostly related. This relates to the definition by Kaplan and Haenlein (2010), 
who defined social media as “a group of Internet-based applications that build on the ideological and 
technological foundations of Web 2.0, and that allow the creation and exchange of user-generated content”. 
Ayiah and Kumah (2011), summed up the definition of social network as a web platform where people from 
different settings can connect and interact with each other. 

Communication technologies usually deployed to support dispersed teams include e-mail, computerized 
conferencing, telephone conferencing and videoconferencing. These communication technologies allow 
organizations to form virtual teams by dissolving the boundaries that separate members. One objective of using 
SNP’s is to create comparable levels of communication, speed and effectiveness as those achieved at traditional 
face to face meetings. Social networking platforms examined in the study include Facebook, Skype, Twitter, 
MySpace, and Instagram. 

According to Internet usage statistics for the world, there were 3,885,567,619 estimated Internet users with a 
penetration rate of 51.7% as at June, 2017. Also, the estimated population of Africa in 2017 was 1,246,504,865 
of which 388,376,491 were Internet users. The penetration of Internet on the continent was 31.2%. By June, 
2017, the number of Facebook users in Africa was 160,207,000. In Nigeria, the number of internet users as at 
July 2017 was 91,598,757 with 47.7%Internet penetration. (Internet World Statistics, 2017). 

With the Internet revolution, the information world has not remained the same, especially with regard to sharing, 
speed, storage and retrieval of information in whatever form regardless of the person’s location. Through the 
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Internet a number of web technologies emerged, and one technology that is making waves with regard to 
information sharing and communication are the social media networks. The evolution of social media has cut 
across all facets of society with its positive and negative impacts. Social media has transformed and impacted on 
communication, learning, research and education in general. Among the vast variety of online tools which are 
available for communication, social networking sites (SNS) have become the most modern and attractive tools 
for connecting people throughout the world (Aghazamani, 2010). 

Over the last decade, a major stream of research, especially in developed countries, has sought to assess 
performance of teams more generally. Virtual team performance has become a topical issue in today’s business 
environment, so much so that organizations go to great lengths to appraise. Performance in teams has been a 
precursor that determines whether the teams are healthy or not. 

Virtual teams have also been the subject of considerable research attention which has yielded interesting insights 
on the drivers of different dimensions of performance. However, our knowledge on the topic remains fragmented 
and not well integrated. For instance, researchers have investigated the effect of factors such as Trust (Paul et al., 
2004) and conflicts (Mortensen et al., 2001). Research has also been conducted to understand the effect of 
computer- mediated communications (Adres 2002). In this day and age, face-to-face interaction among team 
members is becoming an old form of production (Lipnack & Stamps, 2000). As a development, corporations 
make use of SNP’s to mediate communications among teams whose members are geographically dispersed. The 
present study sets out to determine if the performance of virtual teams can be improved by the use of social 
networking platforms. 

Virtual work settings in telecommunication industries may cause some organizational challenges such as 
maintaining remote leadership, managing cultural differences, and developing trust relationships among the 
teams. According to Staples, & Zhao (2006), other challenges suggested that global virtual teams need to deal 
with such as communication difficulties, decreased cohesion, and high level of conflicts among teams. 
Indiramma and Anandakumar (2009) were of the opinion that the handling of technological issues such as 
adaptation and regular use of communication tools as another challenge that faces global virtual teams. Those 
challenges may pose a threat to the performance of any global virtual teams. However, the problem can be more 
perceptible in support teams in which troubleshooting customers’ technical problems is inherently complex and 
challenging (Williamson, Bauer, Steinberg, Mislevy, Behrens and DeMark, 2004); Cavaiani, 2005). 

Troubleshooting in virtual environment involves communication with remote customers and collaborating with 
other global virtual teams, which introduces a new layer of challenges to support teams. Customers and support 
professionals have to collaborate to make the troubleshooting process succeed. Leaders of support organizations 
need to overcome the challenges of distributed settings to resolve technical problems and satisfy their customers 
(Oussamaand Gholam, 2014). Oussama and Gholam, (2014) also identified factors such as communication tools, 
cohesion and collaboration, leadership, trust, the location of team members and team size. The peculiarity of 
Nigerian factors bothering on electricity and political instability could also pose serious challenge to the 
effectiveness of virtual team performance. 

This study, therefore, is aimed at filling a knowledge void by assessing the extent to which the use of SNP’s in 
the workplace influences performance of virtual teams in organizations 

Therefore, the present study will provide answer to this question; will there be a positive significant relationship 
between the use of social networking platforms in the workplace and performance of virtual teams? 

From the forgoing, two hypotheses were formulated. 

H1: The use of Social Networking Platform (SNP) will have significant influence on performance of virtual 
teams in the workplace. 

H2: Type of organization, team membership, job position, social network platform and sex, will significantly 
predict performance of virtual teams. 

2. Research Method 

2.1 Research Design 

The survey method was used for the study. The responses were sampled with the use of a well-structured 
questionnaire. The demographic variables used in the research include age, sex, marital status, and educational 
qualification. Social networking platforms were used as independent variable while performance of virtual teams 
was used as dependent variable. 
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2.2 Population of the Study 

The research population comprised of all the workers of MTN Nigeria, Globacom Nigeria and Airtel Nigeria 
who were virtual team members. 

2.3 Participants 

A total of one hundred and twenty virtual team members from three giant telecommunication firms in Nigeria 
participated in the study. From the 120 questionnaires administered, 50 copies went to MTN, 35 copies to Airtel 
and 35 copies to Globacom. These firms were selected because the use of virtual operations was common and 
inherent in the organizations as they have the facilities, the technology and the expediency to provide their 
services to the satisfaction of their teeming customers round the clock. The retrieved questionnaires were one 
hundred and eleven comprising forty-four participants 44(39.6%) from MTN, thirty-three participants 33(29.7%) 
from Airtel and thirty-one participants 31(27.9%) from Globacom while responses on questionnaire not 
indicating any of the three firms were 2(1.8%). Also, 75 (67.6%) are male while 36 (32.4%) are female. 

3. Instruments 

The research used a standardized questionnaire to obtain data from respondents. Virtual Team Scale by Lurey & 
Raisinghani (2000) was used and four (4) items measured performance of virtual teams with a likert scale ranges 
from 1-5 with Strongly Agree (5), Agree (4), Not Applicable (3), Disagree (2), and Strongly Disagree (1). 
Example of items include: “The team is currently meeting its business objectives, “When the team completes its 
work, it is generally on time”, “When the team completes its work, it generally within budget”, and “So far the 
team has been effective in reaching its goals”. A template questionnaire by Jstor.com was adopted in measuring 
SNP use in the workplace. It consisted of a 7-item inventory designed to measure use of SNP in the workplace. 
The section A was for demographic data which include age, sex, marital status and educational experience. The 
section B includes the four items measuring virtual team performance. 

4. Validity and Reliability of Instrument 

The virtual team instrument has a Cronbach’s Alpha reliability of 0.82 as reported by Lurey and Raisinghani 
(2000). However, a total item correlation was done to ascertain the reliability of the scale. The new scale has a 
Cronbach Alpha reliability of .557. 

5. Procedure 

Copies of questionnaire were sent to the selected firms after approval of the management of these firms had been 
obtained. The process involved filling of questionnaires by virtual team members. The participants were 
adequately informed that the distributed questionnaires were for research purposes and that response from them 
would be treated with utmost confidence. The questionnaire was administered for a period of 3 weeks. 

6. Method of Data Analysis 

Chi Square analysis was used to establish relationship between the variables while logistic regression analysis 
was also used to test the second hypothesis. 

7. Results 

Hypothesis one states that there will be a significant relationships between types of social networking platforms 
used in the work place and performance of virtual teams 
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Table 1. Summary of Chi Square Test of Independence showing the relationship between types of social 
networking platforms used in the workplace on performance of virtual teams 

Types of SNP Used  Performance Total X2 df P 

 Low High     

Facebook    

 

 

 

 

 

211.108 

 

 

 

 

 

 

2 

 

 

 

 

 

 

<.05 

Did not use Facebook 263 138 401 

Used Facebook 239 114 353 

Total 502 252 754 

Twitter   

Did not use Twitter 191 111 302 

Used twitter 213 99 312 

Total 404 210 614 

Skype   

Did not use Skype 161 102 263 

Used Skype 187 94 281 

Total 358 196 544 

MySpace   

Did not use MySpace 13 14 27 

Used MySpace 43 14 57 

Total 56 24 84 

Linked in Low High  

Did not use Linked in 65 21 86 

Used Linked in 117 21 138 

Total 182 42 224 

Instagram Low High  

Did not use Instagram 36 18 54 

Used instagram 69 24 93 

Total 105 32 147 

Others Low High  

Did not use other social 
networks 

41 12 53 

Used other social networks 50 16 66 

Total 91 28 112 

 

Table 1 reveals that there is a significant relationship between types of social networking platforms used in the 
workplace on performance of virtual teams {X2 (2) =211.108; p<.05}. Thus hypothesis which states that there 
will be a significant relationship between type of social networking platform used and performance of virtual 
teams is confirmed. The table revealed that use of Facebook in the workplace is significantly related to low 
performance. It could be as a result of online distractions during work hours like chat from friends, notifications 
on wall etc. Where internet is available for free, a worker might want to take a sneak pick into his Facebook 
profile on the go during work hours and this in turn might hamper performance. Twitter use in the workplace 
also has a significant relationship with performance but in a negative way, showing low performance(213) and 
high performance (99) It could also be as a result of the afore mentioned possibilities. The table also shows that 
use of Skype has an influence on performance but in a negative way, indicating frequency for low performance 
as (187) and for high (94). It was also revealed that use of MySpace have a negative influence on performance, 
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with low performance frequency (43) and high (14). Linked in also shows a negative influence on performance 
with frequency for low performance (117) and for high (21) indicating a negative influence of the use of linked 
in. The table reveals that instagram use in the workplace has a negative influence on performance with a 
frequency on low performance as (69) and high performance (24). The table also revealed that other SNPs have a 
negative influence on performance. 

Hypothesis two states that type of organization, team membership, job position, social network platform and sex, 
will significantly predict performance of virtual teams. 

 

Table 2. Summary of Regression Analysis showing the influence of mental health and psychological well-being 
on Authoritative Styles  

Variables β Wald df P Odds Ratio 

Type of organization -3.241 8.768 1 .003 .039 

Team-membership 5.117 15.139 1 .000 166.909 

Job position -.143 .108 1 .742 .867 

Social networking platforms -.143 .399 1 .528 .866 

Sex 4.195 1.551 1 .007 66.376 

 

Logistic regression was conducted to determine which independent variables (types of organization, team 
membership, job position, social networking platforms, and sex) are predictors of virtual team performance. 
Regression results indicated that the overall model fit five predictors (types of organization, team membership, 
job position, social networking platforms, and sex) was questionable (-2 Log Likelihood = 92.683) but was 
statistically reliable in distinguishing between virtual team performances X2 (5) = 54.352, p < .05). The model 
correctly classified only 72.5% of the cases. Regression coefficients are presented in Table 2. Wald Statistics 
indicated that types of organization, team membership, and sex predict virtual team performances. However, odd 
ratios for these variables indicated little change in the likelihood of virtual team performances.  

8. Recommendations 

The research showed that there was a negative relationship between social networking platforms and 
performance of virtual teams. This could be as a result of distractions that stems from chat between online 
friends and family members while on a task or possible loss of non- verbal cues in the process of handling and 
transfer of messages from one location to another via these social networking media.  

In line with the findings of the research, it is recommended that online monitoring and evaluation should be 
introduced to checkmate team members who lost out of the job at hand to chat pleasantries and online gaming or 
even visiting dating sites in the middle of a task. 

It is recommended that during the initial formation of virtual teams, team members should meet face to face, so 
as to familiarize with one another. This would go a long way in bridging cultural barriers and to a certain level 
enhance trust among team members. From time to time, there should be face to face interactive sessions, such as 
team building/ bonding exercises and social interaction avenues. 

The results revealed sex as not being a predictor of performance. Therefore sexual discrimination in the 
workplace should be discouraged and job opportunities should be given to the best hands irrespective of their 
gender. 

Educational qualification is not a predictor of performance based on the results revealed by the study. Therefore 
working in a virtual environment requires a substantial knowledge in operating the communication tools and 
various social networking mediums. 
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