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Abstract

In this document we will discuss seven issues that follow under organizational theory and behavior concepts. By discussing these issues, we have used virtual teamwork in order to address them and how we are going to meet these goals. The seven issues are the impact of virtual interactions on team structure and the work, organizational/team culture (shared values and norms for behavior), diversity (including multicultural membership), differentiation of roles and functions and integration of the work, centralization versus decentralization of decision making, mechanistic versus organic design overall, and shared leadership. When we discuss the impact of virtual interaction on team structure and the work, we can understand that virtual teamwork leads to virtual interaction, and therefore, the members have virtual offices and virtual leadership. This type of work team involves individuals who are independent but are temporarily joined together to attain a particular goal, which requires a lot of specialization. This entails virtual interaction, and therefore, the members have virtual offices and virtual leadership (Systems Design 2009). Next, we will discuss organizational/team culture (shared values and norms for behavior). This section covers the ethics that help build an organizational culture. There are ethics that involve procedures, policies, and the culture of performing duties. Virtual teams do not have a firm team culture because team members are dispersed in terms of geography. They have a decentralized structural organization because they enjoy autonomy in their operations due to the fact that they make the majority of the decisions. 
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VIRTUAL TEAMWORK

Virtual work teams involve individuals who are independent but are temporarily joined together to attain a particular goal, which requires a lot of specialization. Virtual teamwork entails virtual interaction, and therefore, the members have virtual offices and virtual leadership (Systems Design 2009). Virtual interaction results in a temporary team structure. This paper explores seven factors that affect virtual teamwork in any organization.
	The Structure of the virtual Team 
The virtual interaction of team members contributes to a flatter organizational structure. The employees operate while they are more dispersed organizationally and geographically. There is, therefore, a lot of flexibility in flatter organizations (“Systems Design,” 2009). Virtual team members only focus on their core responsibilities. Usually, members of virtual teams communicate over the phone and through computers. Therefore, Information Technology is a fundamental requirement in virtual interaction. The combination of flatter structure approaches and IT advances brings about the distribution of work, teaming, and environment. Thus, there is a lot of increased productivity where virtual interaction counts. Contemporary business organizations engage members who work independently away from the organization (“Systems Design,” 2009). Although virtual interactions bring about effective distribution of duties and responsibilities, there are problems associated with the flatter team structure.
The Organizational Culture of Virtual Team
The culture of a virtual team builds on professional ethics and the values embraced by each team member. The ethics involve procedures, policies, and culture of performing duties (“Understanding Organizational Culture,” 2012). In corporate culture, decision making as an aspect of leadership, contribute a lot to the performance of the employees. Issues related to social responsibility by both the employer and the employees and discrimination of employees by the employers are some of the challenges that face ethical conduct. The employers are now keen on the behavior of the employees. Virtual teams do not have a firm team culture. The reason is that the team members are dispersed in terms of geography. Also, the members are highly specialized; hence, they do not share a lot. It is evident that in organizations where people work on the same role, sharing of ideas, collective solving of problems, and mutual understanding are fundamental (“Understanding Organizational Culture,” 2012). However, in flatter organizations, team members perform their tasks and leave the other members to complete their parts. A good example is the operation of organizations that do assembling. Each employee plays a specific job. It suffices to remark that it is hard for virtual team members to embrace the same organizational values and norms. Therefore, the corporate culture cannot develop in the various teams that work independently of the demands of the organization.
Virtual teams have decentralized structural organization. They do not have a defined organizational culture. Also, they embrace shared leadership, and therefore, their interaction is highly informal. Members of the virtual team enjoy a lot of autonomy in their operation because they make the majority of the decisions.
Diversity & Multicultural Membership
It is important to recognize diversity and multicultural membership when addressing the idea of having any face-to-face or digital teamwork. Unlike group work where members are within meeting distance, virtual teams consist of working across the range, time, and organizational boundaries by using technology to facilitate communication and collaboration ("Business Communication Quarterly," 2012). However, irrespective of whether a group is virtual or face-to-face, members need to recognize diversity and multiculturalism to be successful.
Diversity: Diversity within a group can be seen as individuals from various functional areas and at different levels ("Journal of Business Research," 2016). Organizational groups are usually diverse in more than one dimension; understanding these diversity dimensions will enable us to understand how group diversity influences performance ("Journal of Business Research," 2016). Teams with membership and work diversity often have the raw material for excellent performance ("Marketing and Multicultural Diversity," 2009).  Having a diverse group allows members to acknowledge and respect disparities of ethnicity, race, gender, age, and sexual orientation among other members ("Globalization Trends and Diversity/Cultural Values," n.d.). When team members embrace these differences, they are offered various ways to brainstorm and solve problems that will help the group work effectively.
Multicultural Membership: Multicultural membership goes hand in hand with diversity. Multiculturalism is “a workgroup that has three or more people with significantly different ethnic or country backgrounds” (“Multicultural Teams," n.d.). There are usually three or more individuals with significantly different ethnic or country backgrounds in a multicultural team. Multiculturalism is just one component of diversity. Diversity within a team is based on numerous factors, including age, experience, expertise, gender, perspectives, values, learning preferences, cognitive styles, and personality (“Multicultural Teams," n.d.) Individual members of multicultural teams embody culture and experience diversity, different approaches to problem-solving, and different ways of communicating with each other ("Business Communication Quarterly," 2012). Multicultural teams also represent a wealth of experience, information, and varied views and values to a much greater extent than ethnically homogeneous teams do. ("Business Communication Quarterly," 2012). Multiculturalism adds significant value within a group, similar to diversity, and when implemented, it will help the group perform at its best.
Differentiation. Within multicultural diversity cohesion and effort is important when working together as a team despite the differences of the members (Alvarez & Robin, 2001). According to Meyerson and Martin (1987), the perspective of differentiation acknowledges that clustered cultures and subcultures can occur within organizations that can adopt various forms, viewpoints, and procedures (Alvarez & Robin, 2001). Differentiation within multicultural group requires members in different positions to be delegated specific tasks to improve the precision of assignments and the consistency with which they are carried out (Alvarez & Robin, 2001). By having specialized tasks for each member, jobs can be performed much more efficiently because the work is divided between individuals and groups in order to focus attention and effort on those tasks. Each individual can be responsible for their specific task to complete. Members can combine their different perspectives and experiences within a diverse team to help them complete their specific tasks.
Integration. Diversity and multicultural diversity must be accepted and incorporated within the structure of the organization for any team to work effectively. Respect for diversity within a group can result in flexibility and high levels of tolerance ("Business Communication Quarterly," 2012). It can contribute to a work environment where, despite their differences, everyone feels included and appreciated. Nevertheless, if a team lacks understanding and respect, this can lead to unresolved discrepancies and conflicting expectations, leading to low levels of tolerance, short tempers, and the tendency to negatively stereotype the unique differences of others ("Business Communication Quarterly," 2012). If a group cannot work to look past their differences and see the group's diversity as an asset, their ability to excel could be hampered. Group members should try to get to know each other and understand the differences that are brought to the group by each member as an advantage. When a group can identify what makes them diverse, they have the advantage of becoming a capable multicultural team and improve their productivity.
Centralization vs. Decentralization of Decision Making
Centralization in decision making indicates the magnitude to which making decisions in an organization is concentrated or dispersed. In a centralized structure interfaces are facilitated by a manager or a central source, in contrast a decentralized structure is more flexible and allows for a greater dispersion of power. Decentralized structure makes allowances that aren’t available in a more centralized structure such as the ability to respond quicker to the external environment or to be more connected to one another.  A centralized virtual group can lead to an imbalanced of allocation of information in a way that makes it only accessible by the leadership of a team. In a virtual environment there is naturally a more direct flow and exchange of information. Centralization signifies the extent to which a group is organized around its central source, typically upper-management, and is a gauge of integration among the group. There is an inverted correlation between the size of a group and centralization, meaning the bigger the team the more decentralize the decision making will be. Virtual environments need increased coordination and requires more informal communication than face to face interactions do which has led to flexibility that causes a breakdown of centralization. The implementation of new technologies and the use of virtual teams leads to a flattened organizational structure (Alvarez & Robin, 2001). In a virtual organization increased centralization in a group will unfavorably affect success. If the information is centralized amongst only one central source the team will be less successful because much of the team’s creativity will be unused (Manju & Carley, 1999).
Organic Design: Organic structures are suitable in dynamic virtual environments and are exemplified by their flexibility, decentralization, and self-governance among other team members. Team participation in problem solving and decision making are also more acceptable in an organic design. The stress is on effectiveness, problem solving, responsiveness, flexibility, adaptability, creativity, and innovation (Organic Organizations, 2009). Due to this structure a virtual group is more readily available to respond promptly to environmental changes since team members are encouraged to be innovative and take initiative. By emphasizing open communication organic virtual team structures can employ their internal diversity to cultivate fresh responses to environmental shifts. The demand for flexibility and responsiveness similarly influences in what way work is created and done because too much control from upper-level supervision may hinder rather than support the success of assignments. However, the main concern in organic structures is establishing who retains the expertise or competences necessary to recognize opportunities or obstacles. 
Mechanistic Design: Mechanistic organizations, in contrast, are employed to enhance productivity when the environment is less dynamic. The distinction in mechanistic and organic design is the amount of fluidity and interaction that’s permissible. Mechanistic designs are extremely formalized and driven their cutback in variation to improve predictability.  In virtual teams this method is unsuccessful because it is a dynamic and progressive and there need to be an allowance for flexibility within a position or role. Mechanistic structure additionally has permanence to allow work to be clearly defined but it results in suppressing innovation and originality.
Shared Leadership
Shared leadership is the maximization of resources in an organization. This form of leadership helps individuals by giving them opportunities to engage and take responsibility in leadership positions (Goldsmith, 2010). These opportunities might be difficult for some individuals, but it gives people autonomy over different tasks and resources given to them. Everyone must be on one accord so that way ideas and decisions can come together as one big idea. Some teams do not respect shared leadership because individuals are used to just having one leader and others are just supposed to follow that leader. Shared leadership also involves successful achievement results that lead to recognition from the team’s supervisor. This form of leadership also focuses on network centralization while using social network analysis (Small & Rentsch, n.d.).
Conclusion
A virtual teamwork leads to flatter organizational structure. The virtual group should ensure they embrace a culture which should build on professional ethics and the values embraced by each team member. Through the group`s diversity and multicultural membership, personnel in virtual teams should appreciate the contribution of each person towards the success of their work. Also, the appreciation of diversity will enable member to focus on positive performance. Significantly, virtual groups have multicultural diversity. Occupational diversity and multicultural diversity must be accepted and incorporated within the structure of the organization for any team to work effectively. An example of organizational structure where diversity can impact positively is organic structure. It is suitable in dynamic virtual environments and is exemplified by its flexibility, decentralization, and self-governance among other characteristics. Lastly, virtual teams should encourage shared leadership. It helps individuals by giving them opportunities to engage and take responsibility in leadership positions.
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