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Abstract

The recent pandemic of COVID-19 has changed the functioning and response process of individuals and
organisations. The policy and mandatory shutdowns of businesses and industry to curb the virus's impact led to
various workplace challenges. Enforcement of Mandatory Work from Home (MWFH) on employees led to the
transformation of on-site teams to virtual teams. The formation of virtual teams and MWFH exposed employees
to various challenges and stressful work situations. In order to deal with uncertain changes in work,
professionals need to cope with these alterations. Therefore, this paper aims to highlight the theoretical linkage
between the individual awareness (Metacognition) of their responses to a stressful situation in virtual teams and
the importance of adopting an appropriate coping style for regulating behaviour. The above-said linkage is then
conceptualized into a conceptual framework through a literature review. The paper then proposes theoretical
and practical implications for the stakeholders.
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1. INTRODUCTION

The recent pandemic of Covid-19 has changed the
functioning and response process of individuals and
organisations. This global health crisis became a
threat to individual health as well as the economic
health of countries. The policy and mandatory
shutdowns of businesses and industry to curb the
virus’s impact led to various workplace challenges.
Many employees were laid off either temporarily or
permanently due to businesses and industry’s
shutdown, especially in manufacturing, as the work
could not be conducted remotely (online). According
to Bloomberg News (Pickert, 2020), 3.28 million
people applied for unemployment insurance in
March-end of 2020 in the U.S. alone. The effect of
the pandemic has been huge and has led to
widespread and long-term challenges.

Among these challenges, there has been a sudden
shift in the working style of the workforce at various
organisations (Davison, 2020; Richter, 2020).
During the pandemic, companies have had to
implement new information technology (I.T.)
frameworks. In contrast, others have had to
reconsider their business model entirely, shifting to
online platforms and goods, as well as expanding
into new business networks. The pandemic has
weakened or removed the status quo. In order to
comply with social distancing criteria, several
alternative workspaces were introduced (Leidner,
2020; Nguyen et al., 2020; O’Leary, 2020;
Papagiannidis, Harris & Morton, 2020).

The COVID-19 pandemic led to the widespread
emergence of remote work (Work from home) in
organisations. A survey of 229 HR departments by
Gartner (2020) revealed approximately one-half of
the companies surveyed had more than 80% of
employees working from home in the initial COVID
pandemic stages. The survey report further estimates
along term increase in numbers after the pandemic.

The concept of WFH is not new to organisations as it
has been part of the flexible work policy and has
been studied in research previously. However, this
sudden shift was not a preferential decision on the
part of employees or employers. Instead, this
Mandatory Work From Home (MWFH) was forced
on employees due to a sudden shutdown in
economies. This mandate has developed a few more
challenges as it is not the same as remote work,
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wherein individuals prefer to work from anywhere
and choose it based on personal preference. It is
witnessed that remote work can improve
employees’ productivity who perform complex
tasks and require less interaction with colleagues
(Allen, Cho & Meier, 2014). However, it is not the
same with all types of work profiles. The division
of work and nonwork domains is observed as a
challenge for employees (Ramarajan & Reid,
2013). Lack of differentiation of work and home
impacts the work-life balance and well being of
the employees.

This mandatory WFH poses questions about
whether the benefits highlighted in previous
studies of WFH can be generalised in the MWFH
setup.

The second challenge related to the concept of
WFH is the emergence of virtual teams. Virtual
teams have been prevalent with rapid
globalisation and technological communication
requirements across geographical boundaries and
have become progressively common (Saarinen,
2016). By the mid-1990s, many companies started
exporting the team concept with technology, and
since then, the concept of virtual teams has gained
importance in the area of research. The
Coronavirus disease has again escalated the
importance of the topic of virtual teams. Moving
through the emerging reality of coronavirus and
converting teams to 100% virtual in a few days has
been a massive transition for companies and their
employees. Prior studies in this area have
highlighted limitations of virtual teams such as
less face to face communication, barriers in
communication due to less use of non-verbal cues
in communication (Martins, Gilson & Maynard,
2004), conflicts and coordination issues
(Mortensen & Hinds, 2001), temporal, cultural
and geographical barriers.

These challenges of virtual teams and MWFH
have led to the emergence of stress among
employees and employers. These stressors can
degrade the performance of employees and
hamper their productivity. However, the literature
highlights individual differences in response to
stress (Bolger, 1990). Therefore, it is essential to
study the individuals cognitive (Metacognitive




awareness) and behavioural characteristics (coping
styles). Regulation and communication in this
unique setting of remotely connected teams with the
absence of social and emotional cues are essential.

Recent literature has also emphasised the role of
metacognition in coping behaviour in acute stress
conditions. The importance of individual awareness
of their responses to stressful situations or regulation
(coping) of behaviour under stress has gained
importance since the development of cognitive-
behavioural therapy (Meichenbaum, 1985). This
study, therefore, aims to organise this linkage
between emerging stress in virtual teams and the role
of coping and metacognitive awareness.

The paper is categorized into the following sections.
Section 1 introduces the current situation of the
WFH set-up and the relevance of the role
metacognition and coping styles on the team
performance; Section 2 outline the objective of the
study; Section 3 introduces the theoretical
background of the variables explored in the review;
Section 4 defines the methodology adopted for the
review; Section 5 depicts the literature support for
the proposed linkage and the visual conceptual
model; the last section concludes the reviews and
provides implications of the proposed model for
various stakeholders.

2. OBJECTIVESOFTHESTUDY

The study aims to explore the following;

1. Highlight the theoretical linkage between the
individual awareness (Metacognition) of their
responses to a stressful situation in virtual teams
and the importance of adopting an appropriate
coping style for regulating behaviour.

2. Conceptualising the above said theoretical
linkage into a conceptual framework through a
literature review.

3. Providing theoretical and practical implications
for the proposed model from the view of the
stakeholders.

3. LITERATURE REVIEW
3.1 Virtual teams

Virtual teams are defined as teams connected by
information technology as a collection of
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individuals, dispersed from each other due to
geographical boundaries or organisationally, to
accomplish their goals (Zigurs, 2003). The teams
formed can vary in their virtual levels based on
different dimensions’ functioning (Foster & et al.,
2015).

With the advancement of technology and
connectivity, collaborations within individuals
and teams (Mayhew, 2020) have increased across
the workplace in the 21" century (Nydegger &
Nydegger, 2008). As the virtual team’s members
are co-located in different locations, various
computer-mediated tools coordinate these team’s
functions. These computer-driven technologies
help utilise different skills differentiated by time
and space (Hacker, Johnson, Saunders & Thayer,
2019). They are essential for advancing any
organisation with world expertise, 24/7
productivity and reduced overhead costs
(Dulebohn & Hoch, 2017; Saarinen, 2016).
However, prior research has also shown some
challenges faced by virtual teams in collaboration,
leading to increased work-related stress.

In the time of the pandemic, the topic of virtual
teams has gained momentum. Employees were
mandated to WFH and interact with team
members and supervisors in flexible work
arrangements with the absence of non-verbal cues.
However, there has been an improvement in
technology with the availability of video
conferencing tools. Nevertheless, video meets
cannot wholly overtake the benefits of face to face
interaction among team members. Prior studies
(Martins, Gilson & Maynard, 2004; Mortensen &
Hinds, 2001) have highlighted the problems and
conflicts they face in the virtual team setup.
According to Social Information processing (SIP)
theory, virtual teams require more interaction than
face-to-face teams. SIP theory states that
individuals can adopt mediums of communication
(eg. text-based) and manage to achieve a similar
communication level as in on-site located teams
(Walther, 2015). Previous research has also shown
that online teams appear to be more successful at
brainstorming compared to face-to-face teams
(e.g., DeRosa, Smith & Hantula, 2007). On the
other hand, individual performance research has
shown that regularly engaging teammates tend to
lose out on the resourceful and creative




advantages of regular face-to-face interactions
(Allen, Golden & Shockley, 2015).

There have been concerns that COVID-19’s
increased team virtuality can affect helping and pro-
social actions as well. The physical distance between
colleagues may reduce helping behaviours. Due to
less interaction, individuals might find it awkward,
embarrassing or uncomfortable in reaching out to
colleagues for help (e.g., Bohns & Flynn, 2010). This
psychological barrier could develop stress amongst
employees and might hamper their productivity and
performance. However, evidence from prior
research has shown that distancing may reduce
helping behaviour in the short term, but the same
behaviour will not persist for long. Studies have
shown that individuals request help from others
boldly and receive better help than is usually
presumed (Newark, Bohns & Flynn, 2017). This
behaviour has been observed primarily in times of
crisis. The fear of being uncomfortable, awkward, or
embarrassing when seeking support is normal (e.g.,
Bohns & Flynn, 2010). The “best practises” in
virtual helping can help seekers resolve these
psychological barriers by preserving personal
privacy (Cleavenger & Munyon, 2015), minimising
stigmatisation (Ben-Porath, 2002), and instilling
confidence that things will get better.

Another challenge faced due to mandate WFH and
the formation of virtual teams are identified as
differentiation between work and nonwork
boundaries (Ramarajan & Reid, 2013). The vast
number of employees are forced to work from home
and may face difficulties due to fundamental issues
such as a shortage of room in their home to attend to
work. For example, employees who live with others
(joint families) also face a more extensive set of
challenges than those who live alone (or in nuclear
families) because they also need to navigate others’
space during work hours. Therefore, WFH can be
considered appealing to employees only if there is a
separation between work and home .i.e. transition
between the two domains. Lack of separation
between the domains can act as a burden on
employees physically and mentally. This absence of
differentiation between working and non-working
hours can lead to frustration, anxiety, stress, and
further leading to employee emotional breakdown.
These stressors further hamper the productivity and
performance of the employee.
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These mixed views related to on-site and virtual
teams’ working allow developing interventions to
improve teamwork in a virtual set-up.

3.2 Coping styles

The coping responses and styles of workers are
another significant factor during an organisational
change process. Coping refers to using thoughts
and actions to handle stressful circumstances
internal and external to the business (Folkman &
Moskowitz, 2004, p. 745). While coping
mechanisms have been formulated differently,
one of the most widely used is the dichotomous
classification of problem-focused and emotional-
focused approaches by Bain, McGroarty &
Runcie, (2015). Folkman & Lazarus, (1984)
classify stress management as problem-solving or
emotion-regulating. Another way of coping
proposed by Skinner, Edge, Altman & Sherwood,
(2003); Solberg Nes & Segerstrom (2000) is the
avoidance approach of coping. This is further
classified as engaged coping aimed at reducing,
eliminating or managing the problem and
disengaged coping, the goal of which is to avoid
the problem and its emotional consequences.

Problem-focused coping aims at controlling the
stressor, .ie. the situation creating stress. Herein,
the individual tends to analyse the situation and
aims at controlling the problem by implementing a
plan to deal with it (Leiter, 1991). Therefore,
evidence indicates that adverse effects of stressful
situations can be reduced through problem-
focused coping on health and performance,
especially when the circumstances are
controllable (e.g. Beasley, Thompson &
Davidson, 2003; Gilbar, Ben-Zur & Lubin, 2010).
Emotional focused coping aims at controlling
emotional distress resulting from the stressor. This
coping style is adopted by individuals when the
situation is uncontrollable (Semmer, 2003).
Evidence has indicated mixed findings for
improvement or decrement of performance in
individuals in the case of emotional coping.

In contrast to the above two mentioned coping
styles avoidance coping style escapes the coping
approach rather than tackling the problem or
emotion. Previous research in psychology
indicates that emotional and avoidance coping can
only offer temporary relief from confronting the




traumatic situation but not solve the issue entirely
(Bigatti, Steiner & Miller, 2012). Consequently,
control (Problem-focused) coping is often linked to
positive employee outcomes, while escape
(Emotional and avoidance-focused) coping tends to
be linked to negative work-related outcomes
(Srivastava & Tang, 2015).

Individuals’ coping mechanisms and methods vary
based on whether they feel they can improve the
situation by their efforts or not (Folkman & Lazarus,
1984; Folkman et al., 1991; Zellars, Liu, Bratton,
Brymer & Perrewe, 2004). The availability of
organisational resources in the job field tends to
shape the expectations of certainty and control of
employees concerning a difficult work situation,
thereby allowing employees to evaluate the use or
choice of specific coping strategies (Holton, Barry &
Chaney, 2016). Therefore, the coping approach is an
outcome of the availability of coping resources
(Holton, Barry & Chaney, 2016). When workers
experience positive emotions (such as hope, joy,
support etc.) linked to changes at work, scholars
propose that they prefer to cope actively (control
strategy) in the light of organisational change
(Fugate, Kinicki & Prussia, 2008). Such situations
are considered a challenge by the employee (Fugate
et al., 2008). A sense of belonging, support, and
inclusion from the supervisor and organisation also
encourages using a control strategy while coping
with situations (Lawrence & Callan, 2011).
However, in the absence of these positive emotions,
employees experience threats from stressful
situations (Jordan etal., 2002).

Despite the importance of coping styles, there is
scarce literature regarding developing coping styles
among employees. Prior research focused on
academic coping strategies and styles adopted by
children to regulate emotions and behaviours
(Skinner & Zimmer-Gembeck, 2007). Some
literature has contributed to investigative coping
style development in acute stress situations among
military and police professionals (Ippolito, Adler,
Thomas, Brett & Holzl, 2005; Luria & Torjman,
2009).

Therefore, it is crucial to investigate the role of
coping styles in the workplace, especially among
newly formed virtual teams at times of uncertainty.
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3.3 Metacognition

Metacognition is the understanding of one’s
cognitive processes and the capacity to
consciously monitor and regulate these processes
(Schraw, 1998; Favell, 1979). The term
metacognition is used today to refer to all aspects
of a person’s thought processes and knowledge
schema (Leader, 2008), implying the inclusion of
both cognitive and psychological phenomena in
metacognition. Today, the term metacognition
refers to all aspects of an individual’s thinking
processes and his information schema (Leader,
2008). Social psychologists assert that
metacognitive processes are all-pervasive in
personal and interpersonal life, although they
haven’t been recognised (Jost, Kruglanski &
Nelson, 1998). Martinez (2006) believes that
metacognition entails regulating the affective
states of individuals. Furthermore, help people
persist and remain motivated in problem-solving
situations.

Metacognitive ability is traditionally defined to
have two components, i.e., Metacognitive
Knowledge (Awareness) and Metacognitive
Regulation (Skill). The presence of metacognitive
ability in individuals enables them to engage in
self-monitoring and regulation of their cognitive
processes. Metacognitive awareness oOr
knowledge of an individual accounts for their
individual beliefs (Flavell, 1979) and thoughts to
judge individuals or tasks performed (Eklides,
2008).

However, individuals might face biases of
inaccurate estimation of their knowledge and may
underestimate or overestimate their competencies
(Veenman, Van Hout-Wolters & Affler bach,
2006). The ability to be metacognitively
conscious of one’s success without
underestimating or overestimating one ability is
thought to be a reasonably stable personality trait.
That can be quantified and strengthened through
preparation and development (Knox, Lugo, Jsok
Helkala & Siitterlin, 2017).

Literature has linked metacognition to intellectual
skills (Veenman, Kok & Blote, 2005), problem-
solving (Gardner, 1991; Karmiloff & Smith,
1992; Lee & Teo, 2011); self-efficacy (Ghonsooly,




Khajavy & Mahjoobi, 2014; Pellas, 2014);
confidence (Kleitman & Stankov, 2007) and
motivation (Sungur & Senler, 2009). Studies have
also emphasised the role of metacognition in
decision making Greene (2003) and evaluation of
alternatives to achieve a task.

Metacognition has been considered a motivator for
the effective performance of teams. A study by
Dierdorff & Ellington (2012) showed the role played
by metacognition across teams. The results indicated
effective and quality decision making among teams
with greater metacognitive ability. These members
also showed better cooperation. Similar results were
observed in teams of nursing students attending
online classes.

Studies have indicated that metacogni-tively
constrained individuals engage less in alternative
strategies and are less adaptable in uncertain
situations (Batha & Carroll, 2007). Studies have
linked metacognitive capacity to workplace self-
managed learning. It has been related to many
workplace activities, such as creativity (Kim & Lee,
2018), teamwork (Brinol & Marree, 2012) and
transfer of learning (Davis & Arend, 2013).
Horowitz et. al (2019) found the members of better
performing foreign policy teams employed
metacognition and therefore have better awareness
regarding their team. Employees’ metacognitive
knowledge and abilities are therefore becoming an
increasingly important asset at work (Braun, 2004).

4. RESEARCHMETHODOLOGY

This narrative review aims to conceptualise the
current state of research by addressing the linkage
between metacognitive awareness, coping styles on
team performance in a virtual team setup based on
the methodology adopted by Neumann (2017). The
review first focuses on the sudden change in the
working of teams due to the COVID pandemic and
its effect on the performance of teams. Second, the
review explores the role of metacognition on the
performance of teams in such a setup. Third, the
paper investigates the role of coping styles in dealing
with the mandate WFH and its impact on the
performance of the teams. At last, this linkage is
formulated into an integrated conceptual framework
based on the literature evidence. Figure 1 depicts the
stages adopted by the authors to conduct the review.

«@«@

A selective, qualitative methodology was adopted
for the review because of scarce literature
evidence available in this domain. Metacognition
is an emerging topic in the management field
therefore, the below depicted four-phase analysis
was adopted to identify the relevant literature. A
search query with the following BOOLEAN
criteria was conducted on the google scholar and
WoS databases. The criteria included the
following keywords; metacognition,
metacognitive ability, virtual teams, coping styles,
performance, team performance and virtual work.

Boolean Criteria:

Metacognition AND Performance;
Metacognition AND Team Performance;
Metacognition AND Coping patterns; Coping
styles AND Performance; Coping Styles AND
Team Performance; Virtual team AND
Performance

The search BOOLEAN query resulted in a total of
205 entries from the databases. These articles were
from the field of Applied Psychology,
Management, Psychology; Multidisciplinary
Economics, Behavioural Sciences, Business,
Business Finance; Psychology Applied;
Industrial Relation and Labor Psychology. These
result entries were then scanned in the second
phase of the review. The abstract and full-text of
the papers were reviewed as per the objective of
the review.

The following Inclusion and Exclusion criteria
were used to analyse and select the study. The
papers reviewed were required to meet one of the
below-stated inclusion criteria.

Inclusion Criteria:

1 Authors included the study which used the
term Metacognition; Coping styles; Virtual
teams in their title, abstract and keywords.

2 The studies explored the term metacognition
and coping styles in the context of teams.

3. Studies in Journals of Applied Psychology;
Management, Psychology; Multidisci-plinary
Economics, Behavioural Sciences; Business;
Business Finance; Psychology Applied;




Industrial Relation and Labor Psychology. Figure 1. Selection Process
Exclusion Criteria: Database Search
1. Studies that used the term Metacognition; -Google Scholar & WoS
Coping styles; Virtual teams in their title, (N=205)

abstract and keywords, but didn’t address the

construct specifically. N 4

2. Research studies written in a language other
than English Literature Analysis

3. Studies did not explore the linkages expected “Review Offél)?tram & Full
as per the objectives of the study.

G

The selected 15 papers were then categorized

further as per the linkages highlighted in the Literature Classification
objectives of the study. -Through identification of linkage
between the three variables of the
study (N=15)
e WFH & Team Performance
e Metacognition and Team Performance

e Coping Styles and Team Performance

Conceptualisation of Linkage Framework

Table 1. Key features of studies selected after review

Work -from-home and Team Performance

S.No. Authors Linkage Study Findings
(year)
1. Waizenegger | Forced WFH and team | Affordances result in a positive and negative
et al. (2020) collaboration goals impact on team collaboration.
2. Nguyen Technology use and Technologies open many new solutions and
(2020) working from home directions to deal with problems in WFH.
3. Kniffin et al. Virtual setup and Focuses on the emergent changes in the work
(2020) workspace practices and workers. Provides implications
for work, workers and organisations.
4. Hacker (2019) | Virtual teams and trust Suggests how trust develops differently
across different virtual teams.

Metacognition & Team Performance

1. Horowitz et al. Metacognitive Ability and The positive impact of
(2019) Team Performance metacognitive ability on foreign
policy team performance.
2. Sevimli (2018) Metacognitive Ability and Positive correlation between
Team Performance metacognition and team
performance of volleyball team
members.
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3. Hamilton et al. Metacognitive Experiences | Results indicated that while actual
(2017) and Team Performance situation awareness enhances task
performance, awareness in relation
to judgments or feelings of other
team members impedes

performance.
4. Nonose, Metacognitive Ability and A positive relation between
Kanno & Furuta Team Performance metacognitive ability and team
(2014) performance in a simulation task

performed by students in teams.

5. Kwon, Hong & Metacognitive Ability and Improvement in team productivity
Laffey (2013) Team Productivity while learning in teams.
6. Crotty & Brett Metacognitive Ability A positive relation between
(2012) and Creativity in Teams metacognition and creativity

amongst cross-cultural teams

7. Lee & Minhee Metacognitive Ability and A positive relationship between
(2012) Team efffectiveness metacognitive ability and team
effectiveness among nursing
graduates.

Coping Styles and Team Performance

1. Li et al. (2021)| Transparent Transparent internal communication
communication, encourage problem-focused coping style to
coping styles and reduce uncertainty and change organisation

organizational change.

2. Delahaij & Coping styles and Coping styles are directly related to
Van-Dam (2017) | coping behaviour coping behaviour in a stressful situation.

3. Delahaij & Goal-orientation Individuals with learning goal-orientation
Van-Dam (2016) | and coping system developed more effective coping styles.

4. Delahaij & | Coping styles, coping | Coping styles are found to be predictors of
Van-Dam (2011) | pehaviour and performance in times of stress. This linkage

performance in stress. | is mediated by coping behaviour.




Figure 2. Conceptual linkage model

Metacognition
—| T
Mandate > Team
WTFH Stress Performance
L Coping J
Stvles

Literature Classification:

Research in the educational field has highlighted the
relevance of metacognitive ability among students
and learning outcomes (Pintrich, 2000). Studies
have highlighted individuals’ better engagement in
alternate strategies, collaborations, self-managed
learning, innovation and effective decision making
with high metacognitive abilities (Batha & Carroll,
2007; Kim & Lee, 2018 and Brinol & Marree, 2012).
These traits are essential in the workplace among
employees. Recent research in specialised teams
(military, firefighters) has shown a positive
relationship between metacognitive awareness and
performance (Frye & Wearing, 2016; Entin & Entin,
2000). A positive relation is also observed in recent
studies investigating the relationship between
metacognition and employee performance at the
workplace in various managerial processes (Cho &
Linderman, 2019; Yoo, Choo & Lee, 2018; Lok et al.
2016).

Some military profession studies have recently
highlighted the linkage between an individual’s
awareness of stress responses and coping strategies
forregulating stress (Delahaij et al. 2011; Delahaij &
van Dam, 2016). The study results highlight how
metacognitive awareness about stress and coping
contributes to developing and adopting effective
coping styles.

This emerging stress in newly formed virtual teams
and the regulation strategies adopted by employees
need to be acknowledged for employees’ compelling
performance. It is essential to identify whether the
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literature supports individuals’ coping styles in
controllable (problem-focused coping) and
uncontrollable circumstances (emotion and
avoidance-focused coping) in the case of virtual
teams. It will be empirically interesting to find the
role of individual metacognitive awareness on
stress responses and further on virtual team
performance.

5. CONCLUSIONAND DISCUSSION

Therefore, this paper provides a theoretical
overview for researchers to establish a
relationship among the above-stated linkages
empirically. It is evident that the pandemic has led
to various changes in employees’ fundamental
working styles in co-located settings. This setup
might exist for a long because of cost-savings
concerning office space and health risk, which
persists even after the pandemic ends (Pejtersen et
al., 2011). Therefore, it is vital to develop and
learn to work in this restructured format. As the
literature findings suggest the positive role of
metacognitive ability among teams, managers
need to provide training to employees to build
their metacognitive ability, which will improve
individual and team performance. A study by
Hamilton, Mancuso, Mohammed, Tesler &
Mcneese (2017) supported the enhancement of
team performance for individuals aware of their
judgements and feelings.

Acute events often help recognise and understand
important dynamics that might not be visible in
normal circumstances (Kniffietal.,2021).

6. IMPLICATIONS AND FUTURE
DIRECTIONS

The findings of the review highlight the
importance of metacognition and coping styles in
improving performance in times of stress and
uncertainty. The metacognitive awareness of
stress can help workers and managers cope with
stress along with the use of coping styles in a
virtual team setup. Metacognitive experiences and
training techniques can also be used to enhance
active learning and error management skills
among professionals to cope with the changes in
the working environment (Bell & Kozlowski,
2008; Keith & Frese, 2005). Team reflexivity is




also considered important for sharing observations
about the aims of teams, strategies and future action
plans. Metacognition in teams can therefore be
developed via team reflexivity (West, 2000).
Therefore, improving metacognitive ability and the
use of problem-focused coping styles will enhance
individual and team performance. Managers should,
therefore, incorporate training modules to enhance
individuals cognitive and behavioural
characteristics.

This theoretical outline linking virtual teams, coping
styles, and metacognitive awareness of stress can
help employees and managers at the workplace cope
with the challenges faced in the virtual team set-
up.Further empirical advancement would help
training & development teams support and develop
coping styles among employees in uncertain and
stressful situations.
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