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Team-Based Rewards and Recognition Programs in Virtual Teams
Introduction
Motivation in rewards and recognition in virtual teams is quite unlike the ordinary organizational reward approaches. Virtual teams come tied with dispersion in geographical settings across regions. The only strategy utilized by virtual team leaders and their counterparts is the use of technology to conduct and drive their obligations as a company. Rewarding teams and individuals for a great achievement in virtual domain requires creativity and innovation alike. This paper discusses the creative ways organizations could utilize to implement proper and timely team rewards and recognitions on a virtual scope of conducting business.
Techniques of Virtual Team-Based Rewards and Recognition Programs
Utilizing Technology Innovations
Due to hindrances caused by geographical settings, present travel bans and in the case of pandemic outbreaks, a company can invest in innovative ways to inspire face to face communication with its teams.  Internet applications such as Zoom and Skype allow companies to host virtual meetings which can be exploited in revealing praiseworthy team achievements. This approach correlates with the usual practical team meetings and verbal praise of a great work done. As discussed by Ford, Piccolo & Ford (2017) it brings back the senses and revitalization of practical work experiences. The team members consequently feel proud whenever their efforts are cheered up in the virtual meetings. In this kind of meeting, it is also possible to celebrate successes with applause and cheers. Further, the virtual team leadership could ensure that before starting particular report reviews pertaining to the works done in the prior projects, they spend some time to acknowledge successes of teams and even calling out the names of the team members (Wojtara-Perry, 2016). Taking time to call out names of up to seven to ten employees who contributed to the incredible results serves as unprecedented motivation to the team. Equally, the virtual team leadership can further highlight specific actions that contributed to group success. This enhances the team bonding.
In effect and after a virtual meeting, the company should follow up the team members who performed excellently with certificate accreditation via mail boxes. Certificates are proofs of great achievement and when issued within subsequent timeframes of performance, they help as the eminent rewards from an organization. Many individuals use certificates as motivating strategies in leveraging for promotional rewards and placement in other work stations. On the same note, the use of creative innovations for virtual teams can ensure a show case of actionable approach to assigned tasks. During either Zoom or Skype virtual meetings, team leaders can allow and allocate times for individual members to demonstrate presentations. Shifting this model of meeting to replicate the practical methods of office presentations can most likely serve not only as motivation to team members but also as model of transformational leadership like illustrated according to Lippert & Dulewicz (2018). Organizations that carry out this innovative approach are to greater extent more productive just like in ordinary practical office meetings.
Recognition and Reward Tools
Recognition tools in virtual teamwork are implements that organizations use to tap into the emotions of their members when some achievement or recognition calls in. These tools can range from monetary incentives and bonuses and they need to be frequented as opposed to the actual office operations. Virtual teams being remote employees of the company means if they are not motivated rather frequently, it becomes very easy to slide into low productivity and subsequent closure. It therefore requires virtual managements to play significant roles in this regard. Apart from issuing spontaneous monetary or bonuses as reward tools, providing maintainable and transparent incentives during a virtual team meeting can bolster other members of the company to follow suite and strive for the same achievement.
In providing the most effective virtual team recognition tools, team leaders need to incorporate services of digital platforms such as social media to know dates of events when certain employees celebrate birthdays or anniversaries. According to Ferronato (2017), this taps into their emotions and prompts them for more creative enthusiasm towards work. Issuing surprise virtual birthday or anniversary celebrations can impact very positively on a team member during a live virtual meeting. It serves as reward to the individual and as a motivation. The company can make columns on its virtual video grids for showcasing celebrations with tabs like birthdays and anniversary pictures of the celebrated team member. The company can also mail or send gift cards during thanksgiving and on special occasions to the team. It comes out useful especially when the team members work in different zones like in a different continent altogether. It impacts as a great shock of appreciation (Ferronato, 2017). The team leaders could as well make phone calls to the virtual team members in reminder of the great achievements and also to encourage them during a pandemic or a celebration.
Creating Virtual Workplace Culture
Virtual workplaces are opposed to practical work spaces from the definitive onsets. It therefore means that guiding values that resonate with virtual workplaces can be recreated as opposed to official codes of conduct in the actual places of work (Wojtara-Perry, 2016). Virtual team leaders for instance, should allow their workers to tag along their pets and little children during the in-house virtual meetings. Working from home can be derailed in families where there are young children. Creating a diverse working culture that does not frown upon carrying a child during a virtual meeting motivates young workers with families to take feel included regardless of constraints.  Some organizations have creatively come up with virtual team lunches and family story telling sessions in the virtual workplaces. Apart from simply motivating the workers, this approach to recognition serve as a social integration with fellow humans across the space.
The virtual team leaders or any other member of the virtual team can offer to send coupons to nearby food outlets or coffee shops or place online orders for food deliveries like pizza and cakes to their members as an appreciation. In addition, the team members can utilize teleconference or videoconference for an informal conversation on matters dealing with the other trending topics. The essence of this kind approach to informality helps the team members to recess and review the best moments they have had as a team. It also serves the similar purpose business retreats impact on individual employees and the companies. Virtual team leaders should ensure that the members of the team understand why these unorthodox approaches are being used. Their knowledge impacts greatly on their needs for motivation.
Trends in Virtual Team-Based Reward and Recognition Programs
This section discusses issues that face virtual teams in regards to their reward system and recognition programs. Most pertinently these trends are brought out as the challenges that are frequently faced by organizations that practice virtual business dealings. These issues prevent appropriate motivation and rewards to team members.
Communication is the greatest determinant of virtual teams’ success if rewards and recognition programs are left out. Majority of people struggle with virtual team presentations as it is an evolving practice. They face challenges on communication based on the degree of distance between them as Tan et al. (2019) discuss in their findings. For the team members in different continents, for instance two members in Japan, one in Ireland, another one in South Africa and with the company leader at the headquarters in United States, the cultural differences and time zones can make communication very futile as shown by Keefe et al. (2016). With these challenges summed up with misunderstood expectations, the reward systems and recognition programs may not take place effectively. This therefore demands that the company should set out effective and strategic approaches of communication impeccable communication takes before venturing to virtual workplace.
Trust is an issue of great value for the success of virtual teams and its rewards and recognition programs. It entails believing in the team members ’capabilities of meeting their set obligations that align with company’s objectives and goals while involving no supervision as discussed by Ford, Piccolo & Ford (2017). Conceptually, there would not be any rewards and recognitions for virtual teams if the outcomes do not meet set targets. The results of set company objectives need to be cultivated on employee-management trust. It is only then that the company will move across stagnating dimensions of virtual team success. According to Ford, Piccolo & Ford (2017), using mobile phone applications such as iAppreciate, and Kudos for instant recognition and monitoring accomplishments and celebration of milestones are practical ways that will keep the team members motivated for productivity.
Virtual team collaboration towards a common a goal is critical impediment in issuing virtual team rewards and recognition programs. From a comparative point of view, virtual team’s alignment to a common goal is as difficult as in practical work setup.  Research carried by Herciu (2020) is illustrative of the virtual team challenges in harmonizing individual roles as well as the directions of clarity about team priorities. Virtual teamwork especially that which encompasses remote members from international regions can slow down the company’s decision-making. In effect, it impedes business efficiency as team members typically become frustrated from total low motivation and rewards.
Solutions to Trends in Virtual Team-Based Reward and Recognition Programs
In curbing the trends characterized as challenges discussed above, this section offers the way forward to franchising effective solutions to virtual teams’ rewards systems and recognition programs.
Companies should make on-boarding count before venturing into using virtual platforms. On-boarding refers to drilling team members, especially the new employed members, into the companies’ mission, visions and objectives (Lippert & Dulewicz, 2018). They get to know and value the priorities of the companies in which they intend to work. It is an introduction or orientation into a company. Onboarding should be conducted by the senior members of the company for they will take part in issuing direction, interpreting strategic decisions that affect the company. Onboarding also allows the team members to acquaint themselves with their roles and obligations to the company. This is how communication is brought in and utilized. Application of knowledge and skills derived from onboarding results to productivity that allows rewards to follow through. When every team member knows their roles and implements just that, it becomes easy for congratulatory notes to fill one’s mail box.
Companies should practice and provide frequent trainings in project management. The frequent training and practices on project management motivates the virtual team-based employees and results to improved productivity on the company. As demonstrated by Lippert & Dulewicz (2018) they also equip these employees with relevant time-bound market skills that develop the employees at individual levels and at organizations’ level. Project management practice keeps the virtual team members organized with their tasks bearing the elements such as living on different time zones. Essentially, this kind of training keeps the team committed in their works in a single direction that addresses the unprecedented trend in collaborating with company objectives and cultures.
Frequent in-person visitation of team members is a recognition program however the distance from the company’s headquarters. Studies conducted on virtual team-based approaches to motivation have illustrated that seniors of the company should attempt to call on its members as opposed to the traditional methods of meeting only at work stations (Dube & Marnewick, 2016). An American corporation with remote employees in South America should practice frequent check ins on their staff as it results to renewed assurance and improved sense of belonging to a company. It is rewarding both to the team members and entire company.
Conclusion
In order to achieve successful virtual teams’ goals such as offsetting the operational costs, reduced stress and lower turnover rates, the organization should provide rewards and recognition programs that fit the virtual team mates and the company. Virtual team leaders have executive roles to play in ensuring the virtual team-based motivation is enhanced. By offering innovation based reward systems, creating a culture that resonates with the needs of the team members and incentives, the company moves closer towards success in virtual business scope. Knowledge of the company about the trending issues that pose challenges to virtual team’s success should be dealt with firsthand. Finally, understanding how rewards and recognition programs work and its trends has been the perspective of this paper.
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