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Virtual Teams or Geog. 
Dispersed Teams that work 

V irtual Teams or 
Geographically 
Dispersed Teams 

( G D T ) 
are  be -
c o m i n g 
m o r e 
common-
p l a c e 
a c r o s s 
a l l  i n -
dustries 
and are a popular al-
ternative to traditional 
work environments for 
both employers and 
employees. While im-
plementing GDTs may 
help solve challenges 
associated with limited 
real estate space, re-
cruiting and retaining 
qualified talent, the 
stresses of commuting 
and the need to pro-
vide flexibility to the 
increasingly diverse 
needs of employees, 
GDTs do pose their own 
challenges that can-
not be ignored. Such 
challenges include de-
signing, communicat-
ing and implementing 
workflow procedures; 
keeping the team con-
tinually focused on its 
objectives and time-
lines; and building and 

maintaining team mo-
rale and productivity, 
all while team mem-

bers may 
r a r e l y 
i f  e v e r 
c o m e 
face-to-
face with 
each oth-
er.  The 

company 
that is best able to miti-
gate these challenges 
so that communication, 
workfl ow and produc-
tivity are enhanced 
rather than hindered, 
will be the company 
standing on the com-
petitive edge.

While it can be argued 
that these are the same 
issues that traditional 
workplaces must over-
come, these challenges 
take on an added di-
mension of complex-
ity when workers and 
teams are scattered 
across town, through-
out the country or even 
around the world. 

From a management 
perspective, it is essen-
tial that goals, dead-
lines and procedures 
are developed and com-
municated with the ut-

most clarity and are re-
sults-oriented so team 
members are aware 
of what reaching each 
milestone and complet-
ing the project entails. 
It is critical that roles 
with specifi c responsi-
bilities for team mem-
bers are defi ned along 
with guidelines that 
govern acceptable vir-
tual team behavior and 
interaction are created 
and clearly communi-
cated. This affords the 
team best practices and 
a stable group infra-
structure. 

To assure the team’s 
focus and progression 
of projects, regularly 
scheduled teleconfer-
ences, web-meetings, or 
video conferences along 
with a recurring, struc-
tured method of prog-
ress reporting should 
be used to fi ll the gap 
created by the inability 
to huddle in one room.

Without the value of 
face-to-face interac-
tion where verbal or 
written communication 
can be more holisti-
cally perceived when 
underscored by body 
language, recurring 
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personal interaction, 
and cultural competen-
cy, misunderstandings 
and mistakes could be 
detrimental to a vir-
tual team. An impor-
tant step to minimize 
misunderstandings 
and ensure effective, 
positive communica-
tion is training and 
assimilation for each 
virtual team member. 
When team members 
are trained to be aware 
of where and how ex-
changes can be miscon-
strued and are provid-
ed tips and techniques 
to avoid pitfalls, they 
are more equipped for 
optimum performance. 
Even virtual training 
or distance learning, 
when done collectively 
and interactively can 
build camaraderie and 
team spirit while im-
parting important in-
formation or fostering 
skills enhancement.

As the world gets 
smaller and the avail-
ability of qualifi ed, lo-
cal talent becomes an 
increasing challenge, 
a virtual team can be a 
winning team for your 
business. ■


