Running Head: VIRTUAL TEAMS                                                                                                1
VIRTUAL TEAMS                                                                                                                         4
[bookmark: _GoBack]




Virtual Teams
Student’s Name:
University’s Affiliation:









Virtual Teams
Abstract
The ultimate purpose of virtual teamwork is to facilitate innovation. It is evident that virtual teamwork leads to virtual interaction, and therefore, the members have virtual offices and virtual leadership. The dispersed members operate on the virtue of interactive leadership. Since they have a specialized role, a team member will direct the other to proceed with the next level of performance.  Besides, virtual teams do not have a firm team culture. The reason is that the team members are dispersed in terms of geography. On the side of flatter organizations where an employee can work outside the organization, racial diversity does not impact negatively on performance. Employees are highly specialized, but they work under informal conditions.
The Impacts of Virtual Interaction on Team Structure and the Work 
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. The ultimate purpose of virtual teamwork is to facilitate innovation.
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, IT 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.
Organizational/ Team Culture- Shared Values and Norms for Behavior
In every organization, there are ethics that help to build organizational culture. The ethics involve procedures, policies, and culture of performing duties (Understanding Organizational Culture, 2009). 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 2009). 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.
Diversity, Including Multicultural Membership
Diversity in the company occurs in terms of gender, race, and training. Gender and race do not impact team performance directly. However, gender affects group processes, either negatively or positively (Organization Theory, 2008). For instance, gender diversity usually brings a positive impact on the activities of every group. Both men and women feel a sense of belonging and would relate mutually to their various teams. If people from the same race do the same task, the process of doing it is negatively affected, and so is the performance of the team as a whole. 
Training and human resource practices such as open communication, coaching, and interactive listening during teamwork reduce the adverse effects of racial diversity. Therefore, for the project team and the business team to work effectively, the mentioned factors should be valued. Diversity-focused Human resource roles facilitate the positive impact of gender diversity on group performance appraisal.
On the side of flatter organizations where an employee can work outside the organization, racial diversity does not impact negatively on performance (Organization Theory 2008). The reason is that each person works independently. The only problem which can affect their performance is the language barrier, but with an official language, e.g., English, there is no such barrier. In short, multicultural diversity is required in virtual teamwork.
Differentiation of Roles and Functions and Integration of the Work 
Differentiation is a critical element of virtual teamwork. Employees perform different jobs, particularly in the area of specialization. In-vehicle assembling factory, a worker may specialize in designing different parts while another one fits them to make a single organ of the whole vehicle. Different people perform various tasks until the organization attains the anticipated goal.
Centralization versus Decentralization of Decision Making
The structure of any organization or team affects the decision-making process. In virtual teams, the structure is temporary, and the right to make decisions is individual-based. The autonomy enjoyed by the team members enables them to make almost all decisions. However, the managers and supervisors tackle matters that are critical and affect the goal of the organization. 
Virtual teams have a decentralized structure. A decentralized team has the right to make decisions, independent of management of the entire organization. However, their problem-solving approaches occasionally dispute with those of the leading authorities (Organization Theory 2008). Therefore, the management and the employees are ever solving disputes related to decision making. The right also makes the organizations to lose formality and specialization. A centralized organizational structure embraces specialization. 
Since virtual team members work form dispersed geographical areas, hierarchical management of the main organization does not influence their decisions directly. The CEO coordinates the responsibilities of the employees through effective and hierarchical communication, and therefore, centralized organizational roles are highly formalized (Organization Theory 2008). Finally, virtual interaction makes the process of making decisions informal. 
Mechanistic Versus Organic Design Overall 
Virtual teams, created through virtual interaction of workers, are decentralized, although the organizations which they work for may have centralized structures (Systems Design 2009). In centralized organization design, the decision- making process is faster and effective than in any other form of organizational structure. The management controls the operations of workers within the organization. However, virtual teams receive major instruction, but the other necessary tasks rely on their autonomy to make decisions. Interaction is minimal, and so they do not get enough chance to make relevant consultations (Organic Organizations 2009). Although members of virtual teams are highly specialized, there is no formality in their work because nobody dictates their appearance or professionalism.
Shared Leadership
Virtual teams operate on the virtue of interactive leadership. Since they have a specialized role, a team member will direct the other to proceed with the next level of performance. Therefore, the decisions and activities of one member influence the performance of the next employee in the chain of working (Mechanistic Organizations, 2009). Shared leadership is also known as distributed responsibility and is fundamental in the running of decentralized organizations.
This type of leadership applies in various teams, groups, mergers, joint ventures, alliances, and coalitions within the same or different organizations. The form of leadership is also applicable in organizations that perform complicated tasks that do not require the decision or performance of one person (Mechanistic Organizations 2009) in such situations, flatter team chip in to play different roles that aggregate to execution of the organization. There are no hierarchical structures where shared leadership applies.
Conclusion
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.
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