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[bookmark: _Toc97134783]Abstract 
The aim of this research is to evaluate the usefulness of virtual teams in the remote working procedure and the challenges faced by the workers after the execution of a virtual team. The importance of virtual team development in times of remote working is an effective way to understand the procedure of remote working. A virtual team has defined as a group of workers scattered and working remotely. A successful and effective virtual team has three common characteristics: communication, trust, attentiveness and trust. The Covid-19 pandemic has made virtual teams more important for organizations. During this pandemic, almost all organizations used virtual teams and gave facility to work from home. The virtual work atmosphere is shaped by the combination of various communication tools utilized to share documents and information, receive and give feedback, make decisions, share knowledge and brainstorm. There are many organizations that have created virtual teams such as SAP, IBM and General Electric. IPO model is one of the most widely utilized approaches in software engineering and systems analysis for demonstrating the structure of an information processing program and other procedures. This team formation theory can be applied to stage based learning procedures. Bruce Tuckman's "team stages model" describes the process of forming a team and it helps to start work, a compilation of work in limited time and management of the team. The concept of the virtual team increases flexibility. It is more flexible than traditional in-house workers. Due to a lack of face-to-face communication, it can be difficult to convey messages to the team. Cultural differences are one of the major reasons behind this challenge. 
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[bookmark: _Toc97134784]Chapter 1: Introduction
Topic
“Development of a new working culture at times of pandemic was done across the world. Communication, leadership, cohesion maintenance in work was possible development specific teams called virtual teams (VT).”
[bookmark: _Toc97134785]Background of research 
There is no doubt that the covid-19 pandemic has led organizations into tremendous work challenges and to overcome these challenges, organizations have shifted their working pattern and have adopted "Remote Working" through the virtual team or organization to avoid the negative impact of this pandemic on the health of the employees (Abarca, Palos-Sanchez and Rus-Arias, 2020). Workers who are working in virtual companies continue to perform their responsibilities and contribute to their company according to WFH (Work-From-Home) policy. A virtual team is defined as a group of persons who work together from diverse geographic locations and depend on communication technology like instant messaging, voice or video conferencing services and email (Opute, 2022). A virtual team plays a vital role in the development and success of a company. 
[bookmark: _Toc97134786]Significance
The research will evaluate the usefulness of virtual teams in the remote working procedure and the challenges faced by the workers after the execution of a virtual team. It will also evaluate the importance of virtual teams in the management of remote work and ways to manage challenges faced by virtual teams in the work procedure (Abarca, Palos-Sanchez and Rus-Arias, 2020). It will also demonstrate the application of the digital transformation procedure.  
[bookmark: _Toc97134787]Purpose of the research
The main rationale of this research is to recognize the benefits and applications of virtual teams. The Covid-19 crisis has increased the importance of the virtual team. The importance of virtual team development in times of remote working is an effective way to understand the procedure of remote working (Abarca, Palos-Sanchez and Rus-Arias, 2020). Virtual team has many benefits and drawbacks over their collected counterparts. This research will describe various challenges faced by the application of a virtual team and procedures of figuring out the management procedures of a remote team (Nordbäck and Espinosa, 2019). It will also include recommendations to manage challenges in a virtual team. 
[bookmark: _Toc97134788]Aim, objectives and questions 
Aim 
"This research aims to understand the operations of virtual teams and the process through which it influences competitive advantage in global organisations."    
Objectives 
1. To evaluate the effectiveness of virtual team (VT) in the remote working process 
1. To investigate challenges that each employee face after the application of a virtual team (VT)
1. To figure out the effectiveness of VT in the management of remote work 
1. To recommend mitigation to the challenges faced by VT in the work process    
Research Questions
1. What is the effectiveness of VT in remote working processes? 
1. What kinds of challenges does each employee face after the application of a virtual team (VT)?
1. What is the process of figuring out the management process of the remote team? 
1. What kinds of recommendations can be given for challenges mitigation in VT?  
[bookmark: _Toc97134789]Chapter 2
[bookmark: _Toc97134790]Literature Review 
[bookmark: _Toc97134791]Virtual team
A virtual team has defined as a group of workers scattered and working remotely. As per Abarca, Palos-Sanchez and Rus-Arias, (2020), it is a group of persons who interact with the help of electronic communications. It is also known as a remote team or geographically dispersed team. Breuer et al., (2020) has described that virtual teammates are situated in diverse geographical regions and effective communication is imperative for the success of a virtual team (Nordbäck and Espinosa, 2019). These worldwide virtual teams are brought together by various “telecommunication technologies” and “online collaboration” like video conferencing, audio conferencing and “web-based media”, which forms the communication among team members. 
[bookmark: _Toc97134792]Characteristics of Virtual Team
A successful and effective virtual team has three common characteristics: communication, trust, attentiveness and trust (Breuer et al., 2020).  Characteristics of a virtual team have been discussed below-


Figure 1Characteristics of Virtual Team, Source-(Breuer et al., 2020)
Trust
It is the primary and fundamental characteristic of a virtual team and it is the foundation of the success of any relationship. It is more vital when developing relationships virtually (Nordbäck and Espinosa, 2019). There are four major components of trust, namely, integrity, dependability, integrity, competence and care. Members of the virtual team can develop trust by showing competence in their responsibility, care by building personal relationships with other members or colleagues, integrity in their actions and dependability by following commitments. 
Attentiveness
It is the second component of a virtual team and leaders of this team have to be diligent regarding motivating participation, properly recognizing and rewarding team members and dealing with conflicts (Nordbäck and Espinosa, 2019). Without the advantage of face to face communication, member of the virtual team have to work harder at being focused through their electronic and verbal interactions. 
Communication 
It is the third component of a virtual team and with the help of good communication virtual team members can build good relationships with each other (Breuer et al., 2020). The members of the virtual team have to work conscientiously in their tone of communication and body language (Opute, 2022). They have to learn to be more insightful of the emotional content of the message. 
[bookmark: _Toc97134793]Importance of Virtual Team
The Covid-19 pandemic has made virtual teams more important for organizations. During this pandemic, almost all organizations used virtual teams and gave facility to work from home (Opute, 2022). Almost every nation imposed a lockdown and social distancing policy which forced organizations to give remote working and virtual teams. Chamakiotis, Panteli and Davison, (2021) stated that virtual teams facilitated flexible working hours and workers can manage their work as well as personal lives more flexible and they have great opportunities to interact with other people or colleagues around the globe (Mutha and Srivastava, 2021). It helped organizations to maintain social distancing and continuous their work in lockdown as well. 
The virtual work atmosphere is shaped by the combination of various communication tools utilized to share documents and information, receive and give feedback, make decisions, share knowledge and brainstorm. Choi and Cho, (2019) described that it is very cost-effective which make it essential for organizations. It eliminates many expenses such as office rent, uses of wifi and electricity, use of office equipment and many other expenses (Mutha and Srivastava, 2021). With the help of the virtual team, workers can balance their professional and personal life and productivity also increases.
[bookmark: _Toc97134794]Virtual team in various organizations
There are many organizations that have created virtual teams such as SAP, IBM and General Electric. SAP is a German multinational software corporation and developed enterprise software to handle business operations and consumer relations (Chamakiotis, Panteli and Davison, 2021). The organization holds the title of the “largest inter-enterprise software company" in the planet. The organization employed more than 30,000 workers in sixty nations, virtual team collaboration is vital to the success of the organization. The organization has many research and development centers in China, India, the United States and Israel (Feitosa and Salas, 2020). 
The managers of the organizations have assembled a virtual team that involves workers from each of these groups (Zuofa and Ochieng, 2021). The organization has increased the performance of their virtual team by building ongoing team-building initiatives with the assistance of an "organizational development consulting company" (Choi and Cho, 2019). This initiative started with a training session in which the virtual team worked together to develop a community through a blend of conference calls, online learning, coaching sessions and briefings. 
 IBM is the second company which have a virtual team. The company employed more than 200,000 individuals from different backgrounds and nations (Chamakiotis, Panteli and Davison, 2021).  The company has allowed individuals to work at the hours when they are naturally most productive can enhance morale and performance. Employees of the company can live where they want and conformable and in virtual teams on the basis of their own schedules (Opute, 2022). The management of the company is utilizing collaborative software to assist employees to develop trust as well as communication among members of the team (Choi and Cho, 2019). They are also using chat tools and virtual meeting software to raise collaboration among team members (Cummings and Dennis, 2018). The concept of a virtual team is also utilized by General Electric.
General Electric employs more than 90,000 workers throughout the globe. The organization has invested in training their workers and leaders as they were facing the challenge of communicating more effectively (Cummings and Dennis, 2018). With the help of virtual classrooms, workers learned how to collaborate to attain common objectives with interactive e-learning as well as quizzes on the concept of foundational virtual teamwork. 

[bookmark: _Toc97134795]Model 
Input-process-output model (IPO)
It is one of the most widely utilized approaches in software engineering and systems analysis for demonstrating the structure of an information processing program and other procedures (Cummings and Dennis, 2018). This model contains four elements: inputs, task processes, output and social-emotional processes. Each of the elements of this virtual team model has discussed below-
[image: ]
Figure 2Input-process-output model (IPO), source-(Cummings and Dennis, 2018)
Input 
As observed in the virtual model, communication is examined in relation to the characteristics of the tasks that will be co-created and developed in a dispersed way (Demirel, 2020). 
Task features
The literature investigates the interface between the communication, task type and its effect on the performance of the team (Demirel, 2020). As virtual team depends heavily on various communication technologies to manage their work, it is important to investigate the relationship between the effectiveness of communication and the nature of the task that impact team performance. 
Trust 
As shown in the virtual team models, trust is considered as team empowerment, cohesion as well as leadership. As per Demirel, (2020) leadership refers to an significant relationship between followers and leaders who attempt to make changes that have some benefits for their mutual purpose. Ferrell and Kline, (2018) found that communication behaviour affected who engaged as a leader. The idea of cohesion is influenced by the medium utilized to communicate (Feitosa and Salas, 2020). Cohesion refers to communication between team members while empowerment is one of the favourable acknowledgements by the group leader as well as enables group members to take part in decision making (Zuofa and Ochieng, 2021). 
Processes
This model examines the processes of takes by examining communication as well as the social-emotional procedure of trust (Demirel, 2020). The degree of virtuality, as well as the interrelationship of tasks, is also measured imperative for performance. 
Communication
Knowledge sharing, communication and coordination are important components of action processes to forecast the effectiveness and efficiency of the team members (Demirel, 2020).   It has been shown in the early research on the virtual team proposed that initial FtF meetings should assist motivate performance (Ferrell and Kline, 2018).  
Trust 
For virtual teams, trust is affected by communication behaviour, open communication, feedback and timely responses stated by Feitosa and Salas, (2020). Trust mitigated the negative impact of member diversity on performance in worldwide distributed groups. 
Output
Performance is the important variable as well as it is the interest of research into virtual teams (Dung, 2020). Aspects like quality, the performance of the services or products attained and member satisfaction are significant for the result. 
[bookmark: _Toc97134796]Theoretical framework 	
Bruce Tuckman's "team stages model"
[image: Bruce Tuckman Team Development Model | coachingcultureatwork.com]
source-(Solomon, 2020)
This team formation theory can be applied to stage based learning procedures. This theory describes the process of forming a team and it helps to start work, a compilation of work in limited time and management of the team (Dung, 2020). The theory concentrates on ways in which a group manages or tackles tasks from the initial formation. The theory suggests that groups grow through clearly explained stages, from creation as a team of persons, to cohesive. It has recognized 5 stage development processes that most groups follow to give higher performance. These five stages are norming, forming, adjourning and storming. Each stage of the\is theory has discussed below-
Forming stage
It is the initial stage of this theory and includes a period of orientation. This stage contains the risk of uncertainty and individuals are looking for authority and leadership (Ferrell and Kline, 2018). It is the procedure of putting the structure of the group together. It is a step where members of the group avoid conflicts and feel ambiguous because of the requirement to be accepted or part of the group (Mutha and Srivastava, 2021). It is imperative for leaders to trust the members of the group to create a good team. The leaders need to discuss their expectations with them.
Storming stage 
It is the second and most critical and difficult stage of this theory. It is a stage marked by high competition and conflict as person personalities emerge (Ferrell and Kline, 2018). The performance of the team declines at this stage due to unproductive actions. The numbers of personality clashes are very high in this stage. 
Norming stage 
It is the third stage and at this stage, group member starts to appreciate and notice the strengths of their colleagues and other team members. Every member is contributing as well as working as a cohesive unit (Hadjiev, 2018). At this stage, conflicts are resolved and a feeling of unity emerges. Performance of the team increases and team members start focusing on the common goals. 
Performing stage 
It is the fourth stage of the theory and in this stage; cooperation and consensus have been well developed (Hadjiev, 2018). At this stage, members are fully committed to the mission of the team and they focus on problem-solving and fulfilling the goals of the team (Zuofa and Ochieng, 2021).
Adjourning stage 
It is the final and last stage of the theory and almost every objective of the team has been completed. It is a stage where workload decreased and sometimes the team disbands (Hadjiev, 2018). Some members are reassigned to other groups and some members can be replaced by new members. 
[bookmark: _Toc97134797]Advantages of virtual team

Figure 3Advantages of virtual team, source-(Lauring and Jonasson, 2018)

Higher flexibility 
The concept of the virtual team increases flexibility. It is more flexible than traditional in-house workers (Lauring and Jonasson, 2018). Work from home or remote working is a norm of a virtual team and management do not need to worry about team meetings, team building and various other roadblocks.
Improved quality of work
The virtual team improves the productivity of employees by 43 per cent and help to balance professional and personal life (Lauring and Jonasson, 2018). Remote workers deliver excellent work quality as they have 78 per cent less stress and commute 78 per cent lesser. 
Ease of management 
In remote working, workers work from home which eliminates the stress of managing a team (Maes and Weldy, 2018). Managing a virtual team is easier and simple as well and this work culture helped management to manage their team. 
Happier and more productive workers
It saves time for employees and they can use their additional time to stay healthier and fit (Lauring and Jonasson, 2018). They can take benefit of the flexible working hours and work during more productive hours to increase productivity. 
[bookmark: _Toc97134798]Disadvantages of virtual team

Figure 4Disadvantages of virtual team, source-(Maes and Weldy, 2018)
Communication issues
Communication is imperative for the success of a virtual team and any kind of miscommunication can lead to major problems (Maes and Weldy, 2018). Nonverbal communication can be misjudged easily which can lead to a lack of common knowledge sharing and trust. 
Technological issues
The virtual team depends on the computer and internet for accomplishing work and any kind of technical issues can cause difficulties for the team and put work on hold (Matoso De Las Peñas, 2021).  It also leads to delays in work and decrease productivity as well. 
Poor team bounding 
In a virtual team, members connect for a particular problem or issue and disbandment of the team once the problem or issue is resolved (Matoso De Las Peñas, 2021). They get less time to know each other and build poor relationships. It leads to a lack of efficient collaboration and miscommunication. 
[bookmark: _Toc97134799]Challenges of virtual team
Creating a virtual team is not an easy process for the management of a company. Management faces many challenges in the creation of a successful and effective virtual team (Matoso De Las Peñas, 2021). Some of the challenges faced by the management has discussed below-

Figure 5Challenges of virtual team, source-(Morrison-Smith and Ruiz, 2020)
Poor communication
One of the biggest challenges created by virtual teams is miscommunication. There is a lack of face to face communication in virtual teams which posed poor communication challenges (Morrison-Smith and Ruiz, 2020). Due to a lack of face to face communication, it can be difficult to convey messages to the team. Cultural differences are one of the major reasons behind this challenge. 
Diminished productivity and focus 
Decreased focus is also a challenge posed by remote working. There are many activities taking place in the home which decreases focus on work and productivity as well (Morrison-Smith and Ruiz, 2020). For instance, loud music and children shouting creates distraction and affect productivity. 
Difficult to supervise workers and uphold accountability
Lack of accountability is also a major challenge in remote working. It is not easy to manage workers in remote working and there is no direct supervision in the virtual team (Morrison-Smith and Ruiz, 2020). It has a negative impact on the growth and result as well (Jones and Comfort, 2018). 
Difficult to maintain team relationships 
There is a lack of interaction among team members in a virtual team which makes it difficult to maintain team relationships (Mutha and Srivastava, 2021). It also leads lack of team spirit and trust and hesitation to rely on following co-workers. 
Delegation issues
Leaders need to delegate assignments, being careful to avoid inference and misinterpretation. They also need to avoid the temptation to micromanage their virtual team members. They need to balance the requirements to set clear expectations as well as trust that they will be met. 
Lack of personal connection
It is also a challenge in the virtual team as there is a lack of face-to-face contracts in it. Lack of personal connection leads lack of rapport between members of the virtual team and lower team cohesion as well.  

[bookmark: _Toc97134800]Chapter 3
[bookmark: _Toc97134801]Research Methodology 
[bookmark: _Toc97134802]Research Philosophy
It refers to the development of the knowledge as well as determining the nature of the knowledge (Kelly and White, 2017). It involves the assumptions that are made according to the perspective of the researcher which affects the strategy and approach as utilized in the research study (Mosesand Knutsen, 2019). Positivism, realism and interpretivism are types of research philosophy. Realism research philosophy has been used in this research work (Van den Berg and Struwig, 2017).
[image: The research onion (Saunders et al., 2012) | Download Scientific Diagram]
Figure 6Onion model, source-(Mosesand Knutsen, 2019)
[bookmark: _Toc97134803]Research Paradigm
It is an approach that is considered the standards by a large number of researchers in the area based on having been practised and verified for a long period of time (Mosesand Knutsen, 2019). Constructivism, critical theory, positivism and post-positivism are types of research paradigms. The researcher has adopted a critical theory research paradigm (Day, Boardman and Krueger, 2017). 
[bookmark: _Toc97134804]Research Approach
For conducting research, the selection of the appropriate research approach is crucial. The selection of the approach relies on the research topic and researcher (Mosesand Knutsen, 2019). The deductive research approach and inductive research approach are types of research approaches. To complete this research, deductive research has been utilized in this research (Jones and Comfort, 2018). As propounded by Jia et al., (2018) the major purpose of this approach is to implement models and theories and also known as a "top-down" approach (Kelly and White, 2017). 
[bookmark: _Toc97134805]Research design
It refers to technologies and frameworks of market research methods that are selected by a researcher to conduct research stated by Van den Berg and Struwig, (2017). It enables the researcher to use the techniques that are suitable for the research (Jia et al., 2018). Experimental Research, Descriptive, Causal-Comparative and Correlational are types of research design (Kelly and White, 2017). 
[bookmark: _Toc97134806]Research Methodology
For this research, the research has adopted mix method as its combination of secondary and primary data collection (Jia et al., 2018). For this researcher, the research has adopted both primary and secondary research methods (Day, Boardman and Krueger, 2017). 

[bookmark: _Toc97134807]Research Strategy
It is a step by step plan of activities that provides directions to the thought procedures of the researcher (Day, Boardman and Krueger, 2017). The research has adopted the basic strategy of the mixed research methods (Jones and Comfort, 2018). 
[bookmark: _Toc97134808]Data Sampling Method
The sample refers to the group of persons who will actually take part in the research (Van den Berg and Struwig, 2017). It involves simple random sampling, systematic sampling, clustered sampling, stratified sampling and convenience sampling (Hochbein and Smeaton, 2018). For this research, the researcher has adopted simple random sampling. This data sampling method leads to better analysis of statistical data (Clark and Vealé, 2018). 
[bookmark: _Toc97134809]Data collection method
Hochbein and Smeaton, (2018) has described it as a procedure of collecting pieces of information and data from accurate and relevant sources. It has two types, namely, primary data collection and secondary data collection (Wang and Sarkis, 2017). For this research, primary and secondary methods have been utilized (Clark and Vealé, 2018). Survey and investigation both have been conducted by the research in for research. 
Gantt chart
[image: ]
[bookmark: _Toc97134810]Ethical Consideration
The research has collected data as per the "data collection act" of the UK. The information and data collected by the researcher from participants have been kept confidential (Hochbein and Smeaton, 2018). The participants were informed about the research and objective of the research as well. Participants were not forced to take part in the survey (Clark and Vealé, 2018).  
[bookmark: _Toc97134811]Data interpretation and findings 
Q1 Do you feel connected enough to your teammates in virtual meetings?

	Yes 
	34

	No 
	4

	Cannot say
	2

	Total 
	40




The researcher has adopted survey methods and selected 40 respondents through random sampling methods. 34 respondents said that they feel connected enough to their teammates in virtual meetings while 4 respondents said no. Most of the respondents feels connected in virtual meetings. 

Q2 How do you feel about working from home?
	Very Good
	22

	Good 
	7

	Neutral 
	5

	Bad 
	2

	Very Bad
	3

	Total
	40




22 respondents said that they feel very good about working from home or remote working whereas said it good. There are only 5 respondents who said it was very bad or bad. The number of the respondents who feel good is high which shows that people feel good and satisfied from remote working. 

Q3 Do you feel you have a good work-life-balance during remote working?
	Very Good
	22

	Good 
	7

	Neutral 
	5

	Bad 
	3

	Very Bad
	3

	Total
	40


	

There are 22 respondents who feel that they have a very good work-life balance during remote working whereas 7 respondents feel it is just good. There are 5 respondents who feel neutral and 6 feel very bad and bad. After analysis, it can be said that people have a very good work-life balance during remote working.

Q4 Do you feel there is adequate communication from your team leaders and teammates?
	Yes 
	30

	No 
	8

	Cannot say
	2

	Total 
	40




Communication is important in a virtual team and in this survey 30 out of 40 respondents said that there is adequate communication from their team leaders and team members. There are only 8 respondents who said that there is not adequate communication from their ream leaders as well as team members. 

Q5 Do you feel virtual team is important for success of a company?
	Yes 
	31

	No 
	6

	Cannot say
	3

	Total 
	40



There are 31 respondents who feel that a virtual team is essential for the success of a company and only 6 respondents who said no. Most of the respondents feel and analyse the importance of a virtual team in a business. 


Q6 Do you feel you have been able to grow and learn in remote working?
	Strongly Agree
	15

	Agree
	12

	Neutral 
	8

	Disagree
	2

	Strongly Disagree
	3

	Total
	40




15 respondents said that they strongly agree that they have been able to grow and learn in remote working while 12 respondents just agree. The number of respondents who are strongly disagreeing and agree is very minimal. So it can be said that remote working gives opportunity to grow and learn (Zuofa and Ochieng, 2021). 


Q7 Is it easy to reach your teammates and team leaders when you need them in virtual team?
	Strongly Agree
	23

	Agree
	11

	Neutral
	4

	Disagree
	1

	Strongly Disagree
	1

	Total
	40







23 respondents strongly agree which indicates that they easily reach team leaders and team members when they need them in a virtual team. Team members can easily reach their team leaders and other team members with the help of virtual tools (Winter, 2020). There are only 2 respondents who disagree and they feel it difficult to reach their team leaders and team member in remote working. 

Q8 what do you think you feel as productive at home as at the office?
	Strongly Agree
	23

	Agree
	9

	Neutral
	5

	Disagree
	2

	Strongly Disagree
	1

	Total
	40






23 respondents said that they feel as productive at home as at the office. They feel that remote working did not affect their productivity while there are 2 respondents who disagree and their productivity declined in remote working. The virtual team facilitates flexible working hours which increases the productivity of the workers (Winter, 2020). Employees can work when they want which makes them happy and encourage them for better performance and higher productivity. 

Q9 Do you feel more productive at home?

	Strongly Agree
	24

	Agree
	8

	Neutral
	5

	Disagree
	2

	Strongly Disagree
	1

	Total
	40

	
	




There are 24 respondents who feel that they are more productive in remote working. Implementation of virtual teams has increased their productivity. Only 3 respondents are disagreeing and feel that virtual meeting did not increase their productivity. 

Q10 What was your experience in remote working? 
	Very Good
	22

	Good 
	10

	Neutral 
	5

	Bad 
	2

	Very Bad
	1

	Total
	40





22 respondents said that they have very good experience in remote working while 10 respondents said it is just good. The number of the respondents who said it is bad is just 2 which means people have good experience in remote working. Implementation of virtual teams has increased their experience of remote working. 
[bookmark: _Toc97134812]Discussion on research findings
From the above survey, it has been observed that the implementation of virtual teams has played a vital role to increase their productivity in remote working. They feel connected with leaders and other team members and easily communicate with them as well (Singh, 2021). It has been also observed that most of the respondents have very good experience in remote working due to virtual meetings. It has made it easy to stay connected with team leaders and team members in remote working. Due to various virtual tools, team members communicated effectively with each other (Thuong, 2019). Communication is important in a virtual team and lack of effective communication, problems of miscommunication can occur in the team. Various virtual teams are brought together by many “telecommunication technologies” and “online collaboration” like video conferencing, audio conferencing and web-based media, which forms the communication among team members (Winter, 2020).

The member of the virtual team did not face any difficulty to reach their team leaders and other team members. Work from home or remote working is a norm of a virtual team and management do not need to worry about team meetings, team building and various other roadblocks which saves time and money as well. The virtual team improves the productivity of employees by 43 per cent and help to balance professional and personal life (Singh, 2021). The virtual team facilitates employees to work in their most productive time and increase productivity (Taras et al., 2019). Managing a virtual team is easier and simple as well and this work culture helped management to manage their team. Virtual teams facilitated flexible working hours and workers can manage their work as well as personal lives more flexible and they have great opportunities to interact with other people or colleagues around the globe (Thuong, 2019). These flexible working hours has increased the productivity of the employees and also help them to balance their life (Storey and Salaman, 2017). 
The virtual team helps the employees and employers to save their money and increase the overall productivity of their company. It reduces the stress of the employees which positively affect their productivity and increase it (Singh, 2021). After analysis collected data from the survey, it can be said that virtual team has many benefits for both employer and employee and every organization needs to adopt it as an adaptation of this concept will positively affect their performance. 
There are many challenges of the virtual team such as lack of face to face communication in virtual teams which posed poor communication challenges (Solomon, 2020). Another challenge is lack of focus and loud music and children shouting create a distraction and affect productivity. Due to lack of physical connectivity, it is difficult to manage workers in remote working and there is no direct supervision in the virtual team (Thuong, 2019). 
The management of various companies is utilizing collaborative software to assist employees to develop trust as well as communication among members of the team (Solomon, 2020). They have increased the performance of their virtual team by creating ongoing team-building initiatives with the assistance of a consulting company. 
[bookmark: _Toc97134813]Chapter 4
[bookmark: _Toc97134814]Conclusion
The main purpose of this research was to identify the benefits and applications of virtual teams. 
The importance of virtual team development in times of remote working is an effective way to understand the procedure of remote working. A virtual team is a group of persons who interact with the help of electronic communications. A successful and effective virtual team has three common characteristics: communication, trust, attentiveness and trust. Members of the virtual team can develop trust by showing competence in their responsibility, care by building personal relationships with other members or colleagues, integrity in their actions and dependability by following commitments. The Covid-19 pandemic has made virtual teams more significant for organizations. Virtual teams facilitated flexible working hours and workers can manage their work as well as personal lives more flexible and they have great opportunities to interact with other people or colleagues around the globe. With the help of the virtual team, workers can balance their professional and personal life and productivity also increases. There are many companies that have created virtual teams such as SAP, IBM and General Electric. Some firm has allowed staff to work at the hours when they are most productive can enhance morale and performance. The management of the company is utilizing collaborative software to assist employees to develop trust as well as communication among members of the team. 
Many organizations have invested in training their workers and leaders as they were facing the challenge of communicating more effectively.IPO is one of the most widely utilized approaches in software engineering and systems analysis for demonstrating the structure of an information processing program and other procedures. Bruce Tuckman's "team stages model" describes the process of forming a team and it helps to start work, a compilation of work in limited time and management of the team. With the help of this theory, organizations can form an effective team. The theory suggests that groups grow through clearly explained stages, from creation as a team of persons, to cohesive. In remote working, workers work from home which eliminates the stress of managing a team. There are many challenges of virtual teams like communication issues, poor team bounding and technological issues. 
[bookmark: _Toc97134815]Recommendation
· By setting virtual communication guidelines, a virtual team can increase their productivity. They should set particular working hours and response time limits as it will help to overcome the poor communication challenges of virtual teams (Zuofa and Ochieng, 2021). The members of the virtual team can use various communication tools to improve communication among team members. 
· Companies can reinforce work standards to overcome decreased focus and productivity challenges. They should use clear targets and goals to overcome this challenge (Taras et al., 2019). They should use various productivity tools such as website blockers, noise generators and noise cancellation software.  
· Companies can use monitor and tracking tools to monitor the performance of their staff and track what each member of the team is working on. They should track and monitor the time taken for each task and also record apps and websites utilized during working hours. They should use project management tools as well to manage difficult tasks. 
· The management of companies can motivate casual interactions and socialization to maintain team relationship (Taras et al., 2019). Team leaders can create chat rooms and informal channels for general conversation as it will assist to maintain and build good relationships with team members. They should begin regular meetings with a casual session as well as invite co-workers to interact with each other.
· 
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