


Abstract 

The purpose of this dissertation is to explore how perceived proximity affects team 

effectiveness through the mediating mechanism of intrinsic motivation and how leadership 

moderates this process, this dissertation examines the complex dynamics of virtual teams. A 

moderated mediation analysis was performed using data from 202 questionnaires to 

investigate the connections between intrinsic motivation, leadership functions, perceived 

proximity, and team effectiveness. The study sheds light on the complex interactions between 

these variables, guided by the hypothesis that a team with high virtuality, along with a leader 

that implements leadership functions, leads to stronger intrinsic motivation among team 

members, hence impacting overall team effectiveness. 

 

The results show that perceived proximity has a significant impact on team effectiveness and 

that this link is significantly mediated by intrinsic motivation. It was also discovered that the 

relationship between perceived proximity and intrinsic motivation by team members was 

moderated by leadership functions, and hence this increased team effectiveness. Highlighting 

the significance of leadership functions in teams that operate virtually. By highlighting the 

critical role that leadership functions play in increasing intrinsic motivation and eventually 

boosting team effectiveness in virtual environments, this research advances both theoretical 

understanding and practical applications in managing virtual teams.

 

 



Resumo 
 

Título: Explorando o papel da virtualidade percebida e das funções de liderança na 

motivação intrínseca e na eficácia da equipe: uma análise de mediação moderada 

 

 

Autor: Teis Visser 

 

O objetivo desta dissertação é explorar como a proximidade percebida afeta a eficácia da 

equipe através do mecanismo mediador da motivação intrínseca e como a liderança modera 

esse processo. Esta dissertação examina a dinâmica complexa das equipes virtuais. Uma 

análise de mediação moderada foi realizada utilizando dados de 202 questionários para 

investigar as conexões entre motivação intrínseca, funções de liderança, proximidade 

percebida e eficácia da equipe. O estudo lança luz sobre as complexas interações entre estas 

variáveis, guiado pela hipótese de que uma equipa com elevada virtualidade, juntamente com 

um líder que implementa funções de liderança, leva a uma motivação intrínseca mais forte 

entre os membros da equipa, impactando assim a eficácia global da equipa. 

 

Os resultados mostram que a proximidade percebida tem um impacto significativo na eficácia 

da equipa e que esta ligação é significativamente mediada pela motivação intrínseca. 

Descobriu-se também que a relação entre a proximidade percebida e a motivação intrínseca 

pelos membros da equipa foi moderada pelas funções de liderança e, portanto, aumentou a 

eficácia da equipa. Destacar a importância das funções de liderança em equipes que operam 

virtualmente. Ao destacar o papel crítico que as funções de liderança desempenham no 

aumento da motivação intrínseca e, eventualmente, no aumento da eficácia das equipas em 

ambientes virtuais, esta investigação avança tanto a compreensão teórica como as aplicações 

práticas na gestão de equipas virtuais. 

 

Palavras-chave: Virtualidade percebida, funções de liderança, motivação intrínseca, eficácia 

de equipe. 
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Introduction 
 

Research Purpose 

Significance of the Research  

Moreover, a major factor influencing team effectiveness is intrinsic motivation or people's 

inherent drive and love of their work. Fostering intrinsic motivation becomes even more 

important in virtual teams, where there may be fewer opportunities for direct supervision and 



face-to-face connection. For a team to remain highly engaged and productive, its members 

must feel competent, independent, and a part of the mission. ( ) 

Research Questions  

 

 

 

Research Structure 





Literature Review 
 

Perceived virtuality in teams: prevalence and importance 
 

Bekiroğulları



(Davidavičienė et al.

 

Virtual team challenges  



 

Perceived virtuality in teams 



Impact of perceived virtuality on virtual team effectiveness  





Self Determination Theory  

Self-Determination Theory (SDT) provides a framework to explain human motivation and 

behavior, focusing on three essential psychological needs: autonomy, competence, and 

relatedness. SDT, developed by Edward Deci and Richard Ryan, asserts that these needs are 

necessary for generating intrinsic motivation, which is critical for individual well-being and 

good performance in a variety of contexts, including the workplace (Deci and Ryan, 2000).  

 

The natural need to feel in charge of one's decisions and actions is referred to as autonomy. 

People who possess a high degree of autonomy are inclined to feel empowered and take pride 

in their decisions and tasks. Having the flexibility and independence to decide how to 

approach tasks, make decisions, and arrange one's work is what is meant by autonomy in the 

workplace. Employees who have a sense of autonomy are more likely to be engaged, 

innovative, and dedicated to their work because they are driven by their interests and ideals as 

opposed to outside demands or incentives (Deci and Ryan, 2000). The need to feel capable 

and effective in one's interactions with the environment is known as competence. It involves 

gaining expertise, accomplishing objectives, and feeling proud of oneself. Opportunities for 

learning, growth, and skill development are crucial for promoting competence in the 

workplace. People are more likely to be driven to take on difficult tasks, exercise initiative, 

and persevere in the face of setbacks when they feel competent in their professions. Getting 

feedback and being acknowledged for one's accomplishments is also very important for 

improving the sense of competence because it validates one's work and contributions(Deci 

and Ryan, 2000).  

The urge for relationships with other people is referred to as relatedness. Since humans are 

social creatures by nature, having supportive and positive interactions is essential to one's 

sense of well-being and belonging. Building a culture of relatedness in the workplace entails 

making sure that staff members have a sense of belonging to their managers, colleagues, their 

team, and the company. Meeting the demand for relatedness and fostering a positive work 

environment where people feel appreciated and understood require cooperation, respect, and 

teamwork (Deci and Ryan, 2000). Motivation is central to Self-Determination Theory (SDT) 

since it directly connects to the fulfillment of people's intrinsic psychological needs. 

According to SDT, autonomy, competence, and relatedness are essential components of 

human motivation. Motivation drives people's efforts to meet these demands.



Motivation at work 

Intrinsic motivation refers to the desire to engage in activities for their satisfaction rather than 

for external rewards. It involves a profound sense of personal fulfillment stemming from the 

activity itself. In the workplace, intrinsic motivation is critical for increasing employee 

engagement, innovation, and job happiness. Individuals who are intrinsically motivated are 

more likely to be committed to their tasks, resulting in increased productivity and 

performance (Ryan and Deci, 2017).

the self-determination theory, 

organizations that recognize and emphasize the psychological demands indicated in SDT can 

establish a supportive and motivating work environment for employees. Organizations may 

enable workers to grow and reach their full potential by allowing for autonomy, competence, 



and relatedness, resulting in enhanced team performance and corporate success (Ryan and 

Deci, 2017).

Perceived virtuality of teams and intrinsic motivation  

Greater perceived virtuality of teams’ 





Leadership functions  

 
The relationship between team leadership and team effectiveness is that when a team is 

content with their leader, they will be more motivated to work, which will increase the 

overall effectiveness of the team (Morgeson et al., 2010). 

(Marks et al., 2001) 

 



Virtual teams and leadership functions  



Support the social climate 



Monitors the team 



’s

Challenges the team 

Leaders inspire people to perform to the best of their abilities by establishing high 

expectations and providing challenges to their team members. Team members push 

themselves to the limit in an effort these high standards, which fosters personal development 

and skill enhancement. Furthermore, team members might be more inclined to accept new 

concepts, try out creative solutions, and work well together when leaders promote direction 



for their team members (Yidong et al., 2013). Leaders show their dedication to accomplishing 

common objectives and ambitions by challenging the team. Team members' natural drive to 

succeed is strengthened by this dedication, which gives them a feeling of direction and 

purpose (Zaccaro et al., 2001). Therefore, it can be the leadership function of challenging the 

team might not only result in intrinsic motivation by team members but in turn is likely to 

increase a team's effectiveness.  

 

These findings allow the proposal of the third sub-hypothesis, which is as follows: 
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Methodology 
 

Participants  

Each participant gave 

anonymous answers to the questions. Male respondents made up 78% of the total number of 

participants (n = 139), while female respondents made up 22% (n = 39). 

In terms of nationality, the majority of participants (n=64), or 36% of the total, come from the 

Netherlands. 



Procedure  

The questionnaire was organized into five different sections, with each representing a study 

variable: (1) Perceived Virtuality; (2) Leadership Functions; (3) Intrinsic Motivation; and (4) 

Team Effectiveness. The first phase focused on demographic information, gathering 

demographic information about respondents such as gender, age, place of origin, working 

remotely or from the office, and team function (see Appendix 1).  

Specific measure scales were chosen to assess the validity of the hypotheses. The measures 

used to analyze each variable are described in the section that follows.  

 

Measures  

Perceived proximity  

The decision to focus on the perceived proximity by team members 

aspect of the perceived virtuality scale arises from its connection to the study's objectives. In 

terms of virtual team effectiveness, proximity is critical for understanding the dynamics of 

remote teamwork. 



 

Each question asked participants to rate their degree of 

agreement with each statement on a 7-point Likert scale (1–7), with 1 being complete 

disagreement and 7 representing complete agreement.

, <because I 

have fun doing my job= <because what I do in my work is exciting=, <because the work I 

do is interesting= Each item was to be answered by participants on a 7-point Likert scale



. Examples of items include, < team is effective=, <my team has a good 

performance=, <

=. 

Variable Scale Sub-dimension Number of items Cronbach's Alpha 

Perceived Virtuality  5 0.82 

Leadership Functions:  9 0.76 

 Support the social 

climate 
3 0.72 

 Monitors the team 3 0.68 
 Challenges the team  3 0.75 

Intrinsic Motivation  3 0.71 

Team Effectiveness   8 0.80 

Note. Number of items per scale and Cronbach’s Alphas



Research Findings  
 

Data Analysis  
 

Initially, the correlations between each variable 

and its means (x) and standard deviations (σ) are presented. The main hypothesis (H1) tested 

the effect of the independent variable perceived proximity (X) on the dependent variable of 

team effectiveness (Y) through intrinsic motivation as a mediator variable, using the 

leadership functions as a moderator (V) of the relationship between perceived proximity and 

intrinsic motivation.  

 tested the effect of the independent variable perceived proximity (X) on the dependent 

variable of team effectiveness (Y) through intrinsic motivation as a mediator variable, using 

the leadership function of supporting the social climate as a moderator (V) of the 

relationship between perceived proximity and intrinsic motivation.

tested the effect of the independent variable perceived proximity (X) on the 

dependent variable of team effectiveness (Y) through intrinsic motivation as a mediator 

variable, using the leadership function of monitoring the team as a moderator (V) of the 

relationship between perceived proximity and intrinsic motivation. 

tested the effect of the independent variable perceived proximity (X) on the dependent 

variable of team effectiveness (Y) through intrinsic motivation as a mediator variable, using 

the leadership function of challenging the team as a moderator (V) of the 

relationship between perceived proximity and intrinsic motivation.

PROCESS 

is a tool to conduct moderation and mediation analysis that enables the assessment of 

conditional and indirect effects. Mediation models with several independent variables, permit 



the estimate of both direct and indirect effects as well as their significance. On mediation 

models, it also makes computing conditional effects possible. Moreover, this tool estimates 

the indirect influence on several samples generated from the data by bootstrapping a 

resampling approach.

 

Results  

Each variable's standard deviation (σ) and mean (x̅) are shown in the following table along 

with the correlations among all the variables. 

Variable Mean (x̅)  SD (σ) Correlations 

   1. 2.1 2.2 2.3 3. 4 

1. Perceived Proximity   5,62  1      

2.1 LF: Support the social climate  5,55 1,06 0.45** 1     

2.2 LF: Monitors the team 5,43 1,08 0.33** 0.25** 1    

2.3 LF: Challenges the team 5,21 1,12 0.27** 0.17** 0.33** 1   

3. Intrinsic Motivation 5,43 1,05 0.52** 0.47** 0.36** 0.30** 1  

4. Team Effectiveness 5,31 1,06 0.60** 0.55** 0.40** 0.35** 0.60** 1 

To investigate the indirect impacts of perceived proximity (X) on team effectiveness (Y) 

through intrinsic motivation (M), a moderated mediation analysis has been performed. The 

relationship between intrinsic motivation and perceived proximity was moderated by 

leadership functions (H1). The moderated mediation model has been investigated using the 

SPSS program PROCESS, which made it possible to evaluate the direct, indirect, and 

moderation effects all at once, seeking to explore whether highly virtual teams with 

leadership functions encourage levels of intrinsic motivation among members, which in turn 

enhances team effectiveness. 

 



A bootstrapping method with 4000 samples was used to assess the moderated mediation 

results to determine significance at a 95% confidence interval. It was discovered that the 

moderated mediation effect was significant (B = 0.0032, 95% CI: {0.0021, 0.0045}), 

indicating the nuanced influence of perceived proximity on team effectiveness through 

intrinsic motivation, moderated by leadership roles. Since there is no zero in the interval 

between the lower and higher confidence intervals, perceived proximity and team 

effectiveness are directly correlated. There was a significant impact, as indicated by the direct 

coefficient of (B=0.2749) (95% CI: {0.1719; 0.3778}). 

 

Table 3 shows that the interaction between perceived proximity and the leadership function 

of a leader that supports the social climate was a significant predictor of intrinsic motivation       

(b =.28, p =.034). Simple slope analyses showed that the relationship between perceived 

proximity and intrinsic motivation was positive and significant for respondents with high 

levels of a leader who supports the social climate (b =.72, p =.001; see Figure 3); however, 

the same relationship was not significant for respondents in case of low levels of the 

leadership function supports the social climate (b =.07, p =.781). 

–

 

H1.1 tested the effect of perceived proximity on team effectiveness through intrinsic 

motivation (mediator), using the leadership function of supporting the social climate as a 

moderator of the relationship between perceived proximity and intrinsic motivation. 

Using the procedures for moderated-mediation regression outlined by Andrew Hayes (Hayes 

2013). Regarding the mediating role of intrinsic motivation on the relationship between 

perceived proximity and team effectiveness, as expected, the effect of intrinsic motivation on 

team effectiveness was positive and significant (b = .56, p < .001). Perceived proximity was 

shown to have a direct effect on team effectiveness (b = .71, p < .001 ).  



Table 3. - test of the moderated-mediation model 

  Intrinsic motivation   Team Effectiveness 

Variable  b SE t-value 
  

b SE t-value  

Constant 2.75*** .19 14.47  1.88*** .22 8.55 

Negative Affect .22*** .04 5.50  .18*** .04 4.50 

Perceived Proximity .55*** .09 6.11  .71*** .12 5.92 

LF: Support social climate  .41*** .08 5.13     

Perceived Proximity x LF SSC .28** .07 4.00     

LF: Monitor the team .37*** .05 7.40     

Perceived Proximity x LF MtT .19** .09 2.11     

LF: Challenge the team .29*** .04 7.25     

Perceived Proximity x LF CtT .25** .06 4.17     

Intrinsic Motivation 
    .56*** .12 4.67 

R2 .42***       .46***     

Results from H1.1 show that the indirect effect of perceived proximity on team effectiveness 

through intrinsic motivation at high levels of the leadership function supports the social 

climate was significant, supporting the moderated-mediation model (Index = 0.19; BootLLCI 

= 0.5621 and BootULCI = 0.1221). On the other hand, at low leadership function levels, the 

same indirect effect was less strong (Index = 0.04; BootLLCI = 0.3062 and BootULCI = 

0.1820). Therefore, the significance of the leadership function a support the social climate in 

virtual team environments is highlighted by the fact that it seems to reinforce the indirect 

impact of perceived proximity on team effectiveness through intrinsic motivation. See table 3 

and 4 below: 

 
Table 3. - Mediated moderation PROCESS (High levels of LF: support the social climate) 

 Index of Mediated Moderation     

 Index BootSE BootLLCI BootULCI  

MOD 0.19 0.1173 0.5621 0.1221 

 
Table 4. - Mediated moderation PROCESS (low levels of LF: support the social climate) 

 Index of Mediated Moderation     

 Index BootSE BootLLCI BootULCI  

MOD 0.04 0.0222 0.3062 0.1820 

 



Table 3 shows the interaction between perceived proximity and the leadership function. A 

leader who supports the social climate was a significant predictor of intrinsic motivation       

(b = .19, p = .031). Simple slope analyses showed that the relationship between perceived 

proximity and intrinsic motivation was positive and significant for respondents with high 

levels of a leader who supports the social climate (b = .68, p = .001; see Figure 4). However, 

the same relationship was not significant for respondents in case of low levels of leadership 

function support social climate (b =.03, p =.751). 

 

Figure 4. - The moderating effect of LF: Monitor the team  

 

H1.2 tested the effect of perceived proximity on team effectiveness through intrinsic 

motivation (mediator), using the leadership function of monitoring the team as a moderator of 

the relationship between perceived proximity and intrinsic motivation. Using the procedures 

for moderated-mediation regression outlined by Andrew Hayes (Hayes 2013).  

Results from H1.2 show that the indirect effect of perceived proximity on team effectiveness 

through intrinsic motivation at high levels of the leadership function monitoring the team was 

significant, supporting the moderated-mediation model (Index = 0.26; BootLLCI = 0.6221 

and BootULCI = 0.1449). On the other hand, at low leadership function levels, the same 

indirect effect was less strong (Index = 0.07; BootLLCI = 0.2916 and BootULCI = 0.1742). 

Therefore, the significance of the leadership function of monitoring the team in virtual team 

environments is highlighted by the fact that it seems to reinforce the indirect impact of 

perceived proximity on team effectiveness through intrinsic motivation. See table 6 and 7 

below: 

 



Table 4. - Mediated moderation PROCESS (High levels of LF: monitor the team) 

 Index of Mediated Moderation     

 Index BootSE BootLLCI BootULCI  

MOD 0.26 0.1203 0.6221 0.1449 

 
Table 5. - Mediated moderation PROCESS (low levels of LF: monitor the team) 

 Index of Mediated Moderation     

 Index BootSE BootLLCI BootULCI  

MOD 0.07 0.0198 0.2916 0.1742 

 

 

Table 3 shows the interaction between perceived proximity and the leadership function. A 

leader who supports the social climate was a significant predictor of intrinsic motivation       

(b = .25, p = .029). Simple slope analyses showed that the relationship between perceived 

proximity and intrinsic motivation was positive and significant for respondents with high 

levels of a leader who supports the social climate (b = .59, p = .001; see Figure 5). However, 

the same relationship was not significant for respondents in case of low levels of leadership 

function support the social climate (b =.06, p =.641). 

Figure 5. - The moderating effect of LF: Challenges the Team 

 

 

H1.3 tested the effect of perceived proximity on team effectiveness through intrinsic 

motivation (mediator), using the leadership function of challenging the team as a moderator 

of the relationship between perceived proximity and intrinsic motivation. Using the 

procedures for moderated-mediation regression outlined by Andrew Hayes (Hayes 2013).  

 

 



Results from H1.3 show that the indirect effect of perceived proximity on team effectiveness 

through intrinsic motivation at high levels of the leadership function challenging the team 

was significant, supporting the moderated-mediation model (Index = 0.24; BootLLCI = 

0.5321 and BootULCI = 0.1707). On the other hand, at low leadership function levels, the 

same indirect effect was less strong (Index = 0.04; BootLLCI = 0.3711 and BootULCI = 

0.2317). Therefore, the significance of the leadership function of monitoring the team in 

virtual team environments is highlighted by the fact that it seems to reinforce the indirect 

impact of perceived proximity on team effectiveness through intrinsic motivation. See table 6 

and 7 below: 

Table 6. - Mediated moderation PROCESS (High levels of LF: challenge the team) 

 Index of Mediated Moderation     

 Index BootSE BootLLCI BootULCI  

MOD 0.24 0.1358 0.5321 0.1707 

 

 
Table 7. - Mediated moderation PROCESS (low levels of LF: challenge the team) 

 Index of Mediated Moderation     

 Index BootSE BootLLCI BootULCI  

MOD 0.04 0.0314 0.3711 0.2317 

 

Combing and comparing the results of H.1.1-1.3, the indirect effect of perceived proximity 

on team effectiveness through intrinsic motivation at high levels of leadership functions by 

leaders was significant, supporting the moderated-mediation model (Index = 0.23; BootLLCI 

= 0.6512 and BootULCI = 0.1521). On the other hand, at low leadership function levels, the 

same indirect effect was less strong (Index = 0.05; BootLLCI = 0.3076 and BootULCI = 

0.2049). The relationship between perceived proximity, intrinsic motivation, and team 

effectiveness is influenced by leadership functions. Therefore, the significance of leadership 

functions in virtual team environments is highlighted by the fact that it seems to reinforce the 

indirect impact of perceived proximity on team effectiveness through intrinsic motivation. 

See table 8 and 9 below: 

Table 8. - Mediated moderation PROCESS (High levels of leadership functions H1.1-H1.3) 

 Index of Mediated Moderation     

 Index BootSE BootLLCI BootULCI  

MOD 0.23 0.1273 0.6512 0.1521 



Table 9. - Mediated Moderation PROCESS (low levels of leadership functions H1.1-H1.3) 

 Index of Mediated Moderation     

 Index BootSE BootLLCI BootULCI  

MOD 0.05 0.0262 0.3076 0.2049 

 

All things considered, the outcomes emphasize how the three leadership functions, 

supporting social climate, monitoring the team, and challenging the team positively 

contribute to intrinsic motivation by team members, thereby enhancing team effectiveness 

within virtual environments. 

Discussion 

The main hypothesis (H1) resulting from analysis of the combined hypotheses (H1.1 – H1.3) 

shows a significant influence on the relationship between perceived proximity and team 

effectiveness. Intrinsic motivation of team members (mediator) plays a significant part in the 

indirect impact of perceived proximity on team effectiveness. Furthermore, leaders who 

perform leadership functions (moderators) have a significant impact on intrinsic motivation, 

which enhances team effectiveness. 

 

Concerning H1.1, the results support the expected effect: there is a significant indirect 

influence of perceived proximity on team effectiveness through intrinsic motivation at high 

levels of the leadership function, supporting the social climate. On the other hand, at low 

leadership function levels, this effect is not shown. These findings highlight the critical role 

that the leadership function of a leader that supports the social climate plays in creating a 

positive social environment, which in turn shows to increases team effectiveness by 

enhancing the intrinsic motivation of team members. Research by Hill et al. (2015) highlights 

the impact of perceived proximity on team effectiveness through intrinsic motivation, 

particularly at high levels of the leadership function of a leader that supports the social 

climate. According to Morgeson et al. (2009), leaders who place a high priority on fostering 

interpersonal relationships and psychological safety, which are aspects of this leadership 

function, are more likely to increase their team members' intrinsic drive and general 

effectiveness.  

 

In addition, Deci and Ryan's (2000) Self-Determination Theory (SDT) emphasizes the 

significance of autonomy, relatedness, and competence in promoting intrinsic motivation. 



According to Walter et al. (2008), leaders who place a high priority on creating and 

maintaining a positive social climate successfully meet the relatedness need by fostering a 

sense of community and connection among team members. As a result, members of a team 

are more intrinsically motivated to collaborate and make significant contributions to the 

team's objectives. 

 

These results have consequences that go beyond the specifics of this research. As shown by 

Lee (2021), they draw attention to the important role that leadership plays in minimizing the 

difficulties brought on by virtual teamwork. Intrinsic motivation by team members and team 

effectiveness are likely to increase for organizations that invest in the leadership function of a 

leader that supports the social climate in virtual teams. 

 

Similarly, H1.2 produced expected results. We found that there is a noticeable indirect impact 

of perceived proximity on team effectiveness through intrinsic motivation at high levels of 

leadership function requiring team monitoring. On the other hand, at low leadership function 

levels, this effect is not shown. This emphasizes how important it is for leaders to effectively 

implement the leadership function of monitoring the team in virtual environments since it is 

demonstrated to create a positive effect on intrinsic motivation by team members and 

therefore team effectiveness. The study found that perceived proximity has an indirect impact 

on team effectiveness through intrinsic motivation. This effect is especially evident at high 

levels of the leadership function of monitoring the team. The findings are in line with the 

findings by Mutha (2023), who emphasizes the difficulties that arise from poor 

communication and coordination in virtual environments. Furthermore, according to 

Morgeson et al. (2009), leaders who keep lines of communication open and regularly monitor 

team activities are more likely to minimize any potential interruptions to the effectiveness of 

the team. 

 

Furthermore, Deci and Ryan's (2000) Self-Determination Theory (SDT) emphasizes the 

importance of competence in developing intrinsic drive. According to Gagné et al. (2010), 

leaders who actively monitor team dynamics and regularly provide feedback to team 

members effectively satisfy the competence need by encouraging skill and understanding of 

their tasks. As a result, team members show to become more intrinsically motivated. As 

noted by Aubert & Kelsey (2003), leadership plays a crucial role in helping teams navigate 

the challenges of working remotely. Teams that put a high priority on building leadership 



skills for proactive team monitoring in virtual teams are likely to realize increases in overall 

effectiveness. 

 

Results from testing H1.3 also provided insights that were in line with expectations. The 

findings show that there is a significant indirect impact of perceived proximity on team 

effectiveness through intrinsic motivation at high levels of leadership function challenging 

the team. On the other hand, at low levels of leadership function, this effect is not shown. The 

link between perceived proximity and team effectiveness through intrinsic motivation is 

reinforced by this, highlighting the importance of this leadership role in positively impacting 

a virtual team’s effectiveness.  

 

The impact of perceived proximity on intrinsic motivation and team effectiveness, as 

observed, especially with high levels of leadership function challenge the team, aligns with 

the findings of Marks et al. (2001) regarding the significance of promoting innovation and 

setting high standards in teams. According to Zaccaro et al. (2001), leaders who push their 

teams to go above and beyond expectations and adapt new ideas are more likely to create a 

team culture focused on development. As highlighted by Morgeson et al. (2009), the 

difficulties faced by virtual teams, like possible feelings of loneliness and communication 

problems highlight the crucial role that leadership functions challenging the team plays in 

fostering team resilience and flexibility. Leaders who challenge their teams to think outside 

the box foster an innovative mindset that enhances team performance when working in 

virtual settings. As mentioned before Deci and Ryan (2000)'s Self-Determination Theory 

(SDT) emphasizes the role that autonomy, competence, and relatedness have in promoting 

intrinsic motivation. As highlighted by Gagné (2010), leaders who push their team to reach 

their maximum potential and offer chances for skill development help to fulfill the 

competence need. As a result, team members are more intrinsically motivated to strive for 

better results.  

 

Since results from testing H1.1-H1.3 are relatively similar it can emphasize how crucial it is 

for leaders to have both social and structural leadership functions, since it is likely to increase 

the intrinsic motivation of team members and hence create a positive effect on team 

effectiveness in teams that work virtually. Nevertheless, it would be recommended for 

researchers to continue research on the dynamics of leadership functions and team 

effectiveness of firms that work with virtual teams are growing rapidly. Researchers can offer 



useful insights to improve team effectiveness in virtual teams by delving deeper into the 

complex interactions between perceived proximity, leadership functions, team member 

motivation, and team effectiveness. 

 

All in all, the findings of this study contribute to a deeper understanding of how leadership 

functions influence the intrinsic motivation of team members and therefore team 

effectiveness in virtual settings. By emphasizing the importance of leadership functions of 

supporting the social climate, monitoring the team, and challenging the team, the study 

provides valuable insights with implications for both organizational practices and future 

research in this field. 

 

Practical Implication  

The study’s findings provide valuable insights for businesses looking to improve the 

effectiveness of their virtual teams. Organizations can maximize team effectiveness by 

implementing customized methods by understanding the critical role that leadership functions 

play in optimizing intrinsic motivation by team members and team effectiveness in virtual 

settings. First of all, it would be recommended to give top priority to funding leadership 

development initiatives created especially for virtual team leaders. This training should 

concentrate on developing leadership functions linked to supporting the social climate, 

monitoring the team, and challenging the team. Finally, it is recommended that organizations 

support continued study and education in the area of virtual team effectiveness and 

leadership. Organizations may enhance team performance and adjust their strategy to shifting 

virtual work environments by staying up to date on emerging trends and best practices. 

 

Limitations 
 

In addition to the study's merits, there are a few limitations that need to be mentioned. First, 

the sample size (n=202) is relatively large, yet it is never large enough. A bigger sample size 

draws more accurate results. Furthermore, the data was gathered cross-sectionally from a 

single source and at the individual level only within a limited period. More information ought 

to be gathered at various times. The time limits placed on writing the thesis dissertation 

prevented this from happening. To see the effects on the results, it’s recommended that data 

be gathered at several points in time for future research. 

 



Second, it is important to point out that this study primarily operates at the individual level of 

analysis. Although this method provides insightful information on how team effectiveness is 

influenced by perceptions of proximity on the individual level of team members, team-level 

viewpoints should also be included in future studies in this area. Examining the team's views 

as a whole is necessary to comprehend perceived proximity’s effects on team effectiveness. 

Through the adoption of a team perspective that replaces the individual perspective, 

researchers can comprehend how virtuality impacts team effectiveness. Including a team-

level analysis offers a different perspective on the study of improving team effectiveness in 

virtual work settings. 

 

A third limitation pertains to the research's exclusive focus on how leadership functions 

moderate team members' intrinsic motivation, which in turn mediates the relationship 

between perceived proximity and team effectiveness. For a more thorough understanding, 

even though this aspect is crucial, it is advisable to investigate other mediator and moderator 

variables. For example, new research indicates that team dynamics and results may be greatly 

impacted by organizational culture. A strong organizational culture increases team 

performance and encourages employee engagement, according to research by Denison and 

Mishra (1995). Consequently, studying how intrinsic motivation, leadership, and 

organizational culture interact may provide insightful information about how well teams 

function. Furthermore, studies in the future should focus on outcomes of perceived virtuality 

other than team effectiveness. Examining how team members' trust is affected, for example, 

may provide insight into the interpersonal dynamics of virtual teams. Research by Jarvenpaa 

and Leidner underlined the value of trust in virtual teams and how it promotes cooperation 

and reduces conflict (Jarvenpaa and Leidner 1998). Therefore, using the current model and 

replacing team effectiveness with member trust could provide a more complex understanding 

of virtual team dynamics. All things considered, we can learn more about how virtuality 

affects team dynamics and effectiveness by examining outcomes like trust and broadening the 

range of mediator variables to include organizational culture. 

 

Last but not least, future research could also investigate the same research for a specific 

industry. If, for example, perceived proximity by team members was tested for a specific 

industry like the consumer packaged goods industry, perhaps its relation to team 

effectiveness would show different outcomes.  
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