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In today’s globalized business environment, work teams running across
borders now heavily depend on technology for communication, collabo-
ration, and team management at large. This study examines the nature
of managing international teams through technology with respect to ef-
ficiency in communication, productivity and cross-cultural collaboration.
Using a qualitative research approach, the study consists semi-struc-
tured interviews with professionals from different companies who work

in fully virtual or hybrid teams.

The research is analyzed understand the effectiveness of virtual com-
munication tools and the factors influencing their adoption. The findings
suggest that although video conferencing and collaborative platforms
help in attaining effective real-time communication, they have their own
problems, such as time zone differences, technology-related inadequa-

cies, and culture differences.

The study identifies challenges and best practices in optimizing technol-
ogy use for international team management. Organizations should con-
sider investing more into user-friendly tools, training programs, and an
inclusive culture to offset the impacts of virtual communication chal-

lenges.

Keywords  Virtual teams, technology adoption, communication tech-
nologies, challenges and barriers in teams
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1 INTRODUCTION

1.1 Background

The concept of team based work structures began gaining recognition in
the United Stated as early as the 1960s. However, it wasn't until the
surge of interest in Total Quality Management (TQM) during the 1980s
that widespread implementation of teams and quality circles took place.
This movement emphasized continuous improvement and employee in-
volvement, paving the way for organizational restructuring. Several or-
ganizations in the latter part of the 1980s and the early 1990s adopted
the employee-managed or self-directed team approach, shifting decision
making and problem solving responsibilities from managers to front line
employees to enhance efficiency and responsiveness. Major names like
Motorola, Texas Instruments, General Electric, forayed beyond national
frontiers to reach global dimensions these team oriented practices in the
mid-1990s extending them to their operations in Europe, Asia and Latin
America as part of a broader strategy to align global human resource
management. With the advancement of communication technologies
and ongoing globalization, the use of virtual teams has expanded signif-
icantly allowing organizations to corporate across borders more effec-
tively (Kirkman et al., 2005). In today’s era, virtual team structures are
becoming increasingly popular within organizations. The review of liter-
ature concerning virtual teams revealed that almost all organizational
teams, with a few exceptions, have engaged in some form of virtual

interaction today.(Martins et al., 2004).

The online work is becoming popular in many countries, especially where
internet access is strong and reliable. Technology has changed how busi-
ness operate and manage their daily activities. To stay competitive in
global markets, many companies have had to adjust and become more
flexible. Over the past 30 years, business around the world has become

more connected. Most experts agree that globalization has grown largely
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because of advances in technology, which plays a key role in bringing

the world closer together. (Baldwin, 2016).

Global teams were first created to bring together experts from different
parts of the world to share ideas and work on projects more efficiently,
without needing to travel. This helped save both time and cost. Over
time, with the rise of online tools, these teams became even more ef-
fective. Now, global teams often include members from different coun-
tries who work together using shared communication and information
technologies. (Maznevski & Chudoba, 2000; Hertel et al., 2005)

As work becomes more global and less centralized, many companies
have started using virtual teams. These teams consists of individuals
based on various locations who work together using tools like email and
video calls. The fast growth of technologies like the internet has made
this even more common, and now most major companies use virtual
teams in some other way. (Gibson & Gibbs, 2006). A virtual team is
made up of individuals who rely on each other to complete tasks and
share responsibility for the results. These team members are spread out
across different times or locations and use various communication tech-

nologies to work together. (Gibson & Cohen, 2003).

The COVID-19 pandemic changed how people work, leading to a major
move toward working from home or remotely. According to the RW3
Cultural Wizard 2022, Global Virtual Team survey report, 75% of em-
ployees are still working from home in some capacity. While remote
work offer flexibility and reduced commuting time, many employees
58% prefer hybrid work arrangement, combining remote work with in
office work. Remote communication is still a potential challenge as 40%
of respondents are having difficulty with the quality of virtual communi-

cation and how these others are affecting their productivity and creativ-

ity.
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The study founded that leadership will have to look for other ways of
creating spaces for innovation and collaboration rather than simply get-
ting their people to talk face-to-face. This is especially acute for creative
teams, where an either/or position with respect to in-person collabora-
tion could easily be disengaging and create talent loss.

The survey done by Vorecol Remote Work and Digital Transformation.
The evolution of technology and the preferences of employees and em-
ployers have hugely impacted the upgrade in supporting remote work.
The Global Workplace Analytics report has put forth an estimate of a
173% increase in remote working in the U.S., from 2005 to the present.
So big has been the contribution of the developed nations that it is pre-
dicted that by 2025, 70% of the work-from-home population will be
composed of those working remotely at least five days a month. Based
on a study conducted by Gartner, around 82% of executives planned to
retain work-from-home provisions in their companies, even after the
pandemic. This decision is influenced by benefits like increased flexibil-
ity, better work life and cost savings companies can saver around

$11,000 per year of each employee working remotely.

In the past, research on virtual teams mostly looked at how team mem-
bers work together within a single team, assuming they only belong to
that one team (Martins et al., 2004). But more recent studies have found
that many people are actually part of several teams at once, so re-
searcher are now also looking at how they interact with people outside
their main team. (Gibbs, 2017).

The paper will study the influence of technology upon international
teams with a focus on communication, technology acceptance, role of
technology, and the performance of teams. This investigation will con-
sider how technology can help enhance teamwork in order to offer useful
insights to organizations and leaders confronting the realities of the dig-

ital age.



Key characteristics of International Teams

Cultural diversity- International teams bring together people from dif-
ferent cultures, each with unique communication styles, work ethics,
and methods for problem solving. This diversity can encourage creativity
and innovation but also presents challenges in terms of understanding
and respect for different cultural norms. (Adler & Aycan, 2018).

Technology enabled collaboration: International teams commonly de-
pend on tools like video conferencing, collaboration platforms, and in-
stant messaging apps to support effective communication and team
work (Sjgvold et al., 2022; Duranti & Carvalho De Almeida, 2012).

Language Differences: While English frequently serves as common lan-
guage in international teams, language barriers can still create challenge
in communication. Misunderstandings may arise, and the team must
work towards clear and efficient communication methods.(Morrison-
Smith & Ruiz, 2020).

Communication challenges: International may face communication chal-
lenges due to language barrier, cultural differences, and technological
limitations. (Morrison-Smith & Ruiz, 2020).

1.2 Purpose, Objectives and Methods

This research aims to understand how technology affects the manage-
ment and performance of international teams. It focuses on exploring
the tools these teams use and evaluating how those technologies influ-

ence communication and teamwork.



Objectives

1. To explore the different technologies utilized in international virtual

teams.

2. To explore how technology affects the functioning of international

teams.

3. To explore what are the challenges and barriers of using technology

in international teams.

4. To provide recommendations for enhancing the utilization of technol-

ogy in managing international teams.

Methods

The literature review will mainly look at existing studies related to how
technology affects communication and teamwork, the use of technology
in international teams, and the challenges global businesses face when
adopting these technologies. The qualitative methodology will be applied
in this research, specifically by semi-structured interviews, which are
going to be conducted among different team members holding different

positions.

Secondary data will be collected from existing sources such as reports,
academic journals, and peer reviewed articles that discuss the use of

technology in remote work and managing international teams.

1.3 Key concepts and framework

e Virtual Teams: Groups that collaborate from various geographic lo-
cations, frequently depending on technology for communication and

teamwork.

e Technology Adoption: The way in which people and groups are

inclined to adopt and adapt to new technology.
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¢ Cross-Cultural Communication: Understanding how different
cultural backgrounds affect communication and teamwork among

groups.

e Challenges in teams: To explore the communication problems
faced by international teams and how technology help reduce mis-

understandings.

e Communication technologies: Tools like email, instant messag-
ing, and video calls play an important role in managing international
teams. Members of the teams stay connected and communicate
quickly, even when the members come from different time zones and

backgrounds.

The emergence in telecommuting or hybrid work models has completely
changed how teams communicate and work together, especially with
the global phenomena like the COVID-19 pandemic. Virtual teams de-
pend on communication technologies like video conferencing, instant
messaging, and many more in the event of either contingent number
work with one's team. Although technology has brought considerable
opportunities for cross border collaboration, it also entails some chal-
lenges concerning engagement, clarity and performance. This is why
understanding how successfully such communication tools can be em-
ployed to facilitate interaction and what might encourage or discourage
their adoption is vital. The present study takes care of those issues in a
twofold way: Media Richness Theory (MRT) and Unified theory of ac-
ceptance and use of technology (UTAUT).

This study is based on Media richness theory, which explains that differ-
ent types of communication vary in how well they can deliver infor-
mation. According to the theory, richer form of communication like video
calls are better for handling complex or unclear tasks, while simpler
methods like emails are more suited for clear, straight forwards mes-
sages. This theory has talked about how different communication tools

are used in virtual teams.
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As outlined in the theoretical framework, Media richness theory ranks
different communication channels based on their level of richness. This
is determined by factors such as how quickly feedback can be given, the
number of social and nonverbal cues involved, the variety of language

used, and the degree of personal connection (Daft & Lengel, 1986).

The UTAUT model developed by Venkatesh (2003), offers a strong
framework for understanding how technology is accepted within organ-
izational setting. Performance expectancy, effort expectancy, social in-
fluence, and facilitating conditions are the primary constructs that pro-
vide a strong basis for understanding factors that determine technology
acceptance. It allows you to explore more what drives the use of com-
munication platform within virtual or hybrid teams. Thus using these two
theoretical approaches will help in understanding the interplay of both

the technical and human sides of virtual collaboration.

1.4 Justification

The topic of "The Role of Technology in Managing International Teams"
is especially pertinent today in the firewall of international business.
Globalization is advancing, and outsourcing and remote have much at-
tracted many countries to work along such lines in freely making inter-

national teams your choice of work. (Gibbs et al., 2017).

There is no doubt that topic is highly important. Effectively managing
international teams is essential for a company’s success in the global
marketplace. Technology is an important factor in success-it also poses
challenges such as cultural and linguistic barriers, varying time zones,
and-technical issues. To remain competitive a company needs to under-
stand how to use technology effectively for managing international
teams. (Morrison-Smith & Ruiz, 2020).
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The benefits of researching this topic are humerous:

Improved team performance: By understanding how to use technology
effectively, global teams can improve their communication, collabora-

tion, and coordination, leading to better results.

Enhanced international competitiveness: companies that can effectively
manage international teams through technology that can acquire an ad-

vantage in the worldwide market.

Enhanced efficiency: Technology can handle many tasks, automatically

allowing team members to concentrate on more valuable activities.

Better decision-making: Real time data and analytics help team leaders

make more informed and accurate decisions.
This research is important and relevant for several reasons:

Role of technology: Technology plays an important role in enabling in-
ternational team management, understanding its role is essential for

businesses and professionals.

Growing demand for international teams: As organizations expand their
work across borders the necessity for effective communication, collabo-
ration and performance among remote teams has become a vital ele-

ment for success.

Limited research although international team management is becoming
important nowadays, There is very little research conducted in this re-

gard regarding technology, about the roles of this context.

This research will help create a framework for development of effective
usage of technology in the international teams, which will benefitted to
businesses, professionals and researchers. This research will improve
my understanding of international business, team management and

technology adoption and also prepare me for a career in global business.
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1.5 Research Questions

1. What technologies are most frequently utilized for international

teams?

2. What are the challenges and benefits of technology adoption in in-

ternational team management?

3. What effective strategies can be identified for using technology to

improve the management of global teams?
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2 THEORETICAL BACKGROUND

2.1 Theoretical Background

This study aims to enhance understanding of how technology adoption
and communication dynamic work within the international virtual teams
by utilizing two theoretical models: Media Richness Theory and Unified
theory of acceptance and use of technology. The Media Richness Theory
explains that degree of effectiveness provided by certain channels of
communication, while the UTAUT model provides insights into the fac-
tors that influence whether an individual or group decides to adopt a
technology. The next sections will describe each theory and illustrate

their embedment into this study context.

2.1.1 Media Richness Theory

Media Richness Theory will help in evaluating the effectiveness of differ-
ent communication tools used and their impact on improving team in-

teractions.

Lengel argue that the richness of communication medium depends on
its ability to transmit detailed information. Draft and Lengel developed
the Media Richness Theory (MRT), which suggests that different media
have varying capacities to carry information. This capacity is enhanced
by how well the medium meets the four key criteria. (Daft & Lengel,
1986)

Feedback capability: This refers to how well the medium allows for im-
mediate feedback and the ability to clarify issues during communica-

tions.

Communication channels: The variety of communication channels (such
as body language, tone of voice, or physical signalsO that medium can

support.
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Language variety: In the course of communication, language variety is
the potential of a medium to convey quantified information and actual

natural language.

Personal focus: A personal focus is when a medium is capable of reflect-

ing the feelings and emotions of the persons involved.

Daft and Lengel found that lean channels are valid for simple topics,
while rich channels are suitable for more complex organizational discus-
sions. They concerned with the traditional forms of communication by
distinguishing face-to-face meetings as the richest medium and formal,
impersonal documents like memos as the leanest. Media were ranked
along a continuum of information richness, with each medium’s richness

being considered a fixed characteristics.(Daft & Lengel, 1986).

Draft and Lengel were pioneers in testing Media Richness Theory MRT
by exploring the connection between media choice and managerial per-
formance. Their research found that high performing middle and upper
level managers were those who carefully selected the appropriate media
for their communications. By “sensitivity” the researcher meant the abil-
ity of these managers to choose richer media for ambiguous task and

leaner media for clear, and straightforward tasks.

Application of Media Richness Theory

Organizations can use MRT to select appropriate communication tools
based on the nature of the task. For example, video calls might be se-
lected for brainstorming meetings, whereas emails could be utilized for
regular updates. Understanding the diversity of various media can en-
hance training programs for staff, assisting them to selecting the right
tools for their communication requirements and improving overall effec-
tiveness. Within international teams, MRT can guide leaders to choose
communication methods that foster collaboration and promote under-

standing, factoring in cultural differences in communication styles. In
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time of crises or sensitive situations, richer media can augment the ex-
pression of sympathy and urgency, thus making the choice of medium

of communication very essential.

Klitmgller and Lauring (2013) the study found that ICT based commu-
nication and knowledge sharing are becoming increasingly vital for mul-
tinational companies across the globe. By applying Media Richness the-
ory the research offers valuable insights into the challenges involved in
the process. In their study suggest that cultural differences are most
effectively managed through the use of rich communication media. On
the other hand while dealing with variations in the use of a common
language, leaner media may be more appropriate. They argue that in
selecting media to enable cross-cultural international transfer exchange
processes between geographically dispersed units of MNCs, one should
take into consideration the medium of language itself. (Klitmgller & Lau-
ring, 2013).

The results of the research conducted by Duranti and Carvalho De Al-
meida (2012), show that the perception among the respondents regard-
ing the adequate fit of different communication technologies would vary
according to (1) the communication task and (2) national culture. This
perception fits within the richness of medium theory, which does not
concern itself with culture as a moderating factor. These findings lend
support to the idea that even when comparing western or culturally sim-
ilar groups, the value placed on different features of communication
tools varies based on each cultural typical communication style. (Duranti
& Carvalho De Almeida, 2012).

Although the Media Richness Theory provided insight into the various
channels of communication, it also states that the richness of the me-
dium contributes largely in managing complex messages. These include
text and visuals, and sometimes the inclusion of voice - all these virtual
tools because of their combinations affect richness while communicating

among teams. (Agarwal, 2024).
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2.1.2 VUnified theory of acceptance and use of technology

The Unified Theory of Acceptance and Use of Technology or UTAUT is a
framework that has been developed by Venkatesh to explain what drives
each individual to adopt something new in technology or maybe how it
has been applied by that individual. It combines different models and
theories related to technology acceptance to help understand the key
factors that affect whether individuals choose to use new technologies.
The UTAUT study was conducted as a longitudinal field study across four
different organizations, focusing on employees who were being intro-
duced to a new technology. To strengthen the reliability of the model,
the researchers incorporated a variety of technologies, industries, or-
ganizational types, business functions, and degree of user choice in

adopting the technology. (Venkatesh et al., 2003).
Key technologies

Video conferencing tools: Applications like Zoom, Skype and Google

Meet are used for real time, face to face virtual communication.

Collaboration platforms: Tools such as Microsoft Teams, and slack are

designed to support team collaboration and ongoing communication.

Digital whiteboard tools: Tools such as Google jam board utilized for

brainstorming and generating ideas.
Key components

Performance expectancy- Technology can raise individual’s performance
at work, so employees can think they'll boost their skills at work from
the use of particular technology. It reflects the expectations that adopt-
ing the system will lead to improvements or benefits in their work out-
comes. Effort expectancy- This concept represent that perceived sim-
plicity for using technology. When users believe that a technology is user
friendly, they are more likely to adopt it. This refers to how easy a per-
son believes it is to use a particular system or technology. Social influ-
ence- Social influence refers to how many persons feel that important
others (e.g., peers, supervisors, or families) expect them to adopt the
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new technology. Positive social influence can promote the acceptance of
technology, especially in collaborative environments. This refers to the
degree to which an individual feels that important people around them
think they should use the new technology or system. Facilitating condi-
tions- This concept includes the resources and support available to indi-
viduals for using the technology, including access to necessary infra-
structure, training, and technical support. This describes how much an
individual believes in the organizational and technical resources present

to support system use.

The UTAUT theory or models was joined or combined into one that pro-
vides a whole view on an acceptance of technology. It has extensively
been proven-in studies-to possess high predictive capability. This makes
it a very trustworthy resource for research and practice. It is much
adaptable across different contexts and technologies, which means it is

applicable in diverse sectors.

Batucan (2022) in his paper, extended the UTAUT model by adding fac-
tors like enjoyment, interactivity, flexibility and quality which are be-
lieved to vary in developing economies. The analysis revealed that the
model showed high internal consistency and reliability, which directly
indicates high explanatory capability. Behavior among students was sig-
nificantly determined by their intention to use online learning. Further,
it has been established that students' enjoyment of the system was sig-
nificantly related to performance expectancy and effort expectancy. The
negative effect of system enjoyment on behavior intention highlights the
need for further research into the unexpected results in developing
economies. Technical and organizational infrastructure availability, such
as special instructions and necessary resources for online learning, in-
fluenced the positive relationship between facilitating conditions and be-
havioral intentions. Understanding the motivation behind online learning
may provide much better quality and could be useful for pedagogical
and instructional purposes. (Batucan et al., 2022).
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MRT provide insights into the characteristics of technology that facili-
tates communication and collaboration, while UTAUT explains how indi-

viduals form attitudes and intentions towards technology.

Propose an integrated model where MRT explains the communication
tool choice based on task complexity and UTAUT explains the factors

influencing technology adoption.

The integration of MRT and UTAUT in International teamsThe richness
of media relates to the adoption and utilization of technology within in-
ternational teams. Teams might be inclined to utilize more effective
communication tools if they believe it will be helpful for the upcoming

communication challenges as described in UTAUT.

International teams might adopt technology more effectively if they rec-
ognize the technology ability to overcome barriers like cultural differ-

ences and time zone issues.
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2.2 Literature review

This chapter outlines a detailed literature review of existing works on
role of technology, technology acceptance, and communication, collab-

oration, challenges in international teams and businesses.

2.2.1 Virtual teams

The literature evidence of virtual teams reveals absence of definitions
that are both clear and wide. Though virtual teamwork is a subject
widely discussed among researchers studying global organizations, it
remains challenging to establish a consistent definition of virtual across
different institutional context (Gibson & Gibbs, 2006). A team can be
defined as a small group of people with varied but complementary com-
petencies in which the commitment to a common purpose, mutual goals,
and mostly collaborative working strategies is very strong; thus, team
members hold each other accountable for results. (Ale Ebrahim, 2012).
Virtual teams across time and geographical boundaries by using mod-
ern, technology driven tools. The term virtual team encompasses the
variety of activities and technology enabled work. These teams are
made up of members who are situated in different physical location.
(Lipnack & Stamps, 2000).

Business and social pressures favor working virtually. The paper pre-
sents a comprehensive review of the literature and related resources
and concludes that the success of virtual teams depends more on people
and processes and less on technology. Virtual teams provide numerous
advantages for organizations seeking to manage a more challenging
work environment, but they also come with several challenges and po-
tential risks. (Ebrahim et al., 2009)

Virtual teams can be described as collaborations that are spread across
different geographic locations, relying on technology for communication

and operations, as note by Morrison-Smith & Ruiz (2020). As the authors



21

highlight, these collaboration involves both synchronous and asynchro-
nous interactions, as well as tasks carried out to achieve the shared
goals of the group.(Morrison-Smith & Ruiz, 2020).

Virtual teams are essential in agile systems, which allows for better ef-
ficiency, cooperation, and sharing of expertise among team members.
On the other hand, technology-speeding advancement-in information
systems and computer-mediated communication has brought much fo-

cus to this domain. (Velez-Calle et al., 2021).

Organizations have employed virtual teams for many years, yet there
still remains a fair amount of unanswered questions regarding how to
make these teams perform more effectively. This paper seeks to extend
previous research and consider current trends in the area of virtual team

project studies.(Gilson et al., 2015) .

Today, organizations are increasingly faced with instances when project
teams are required to operate in a virtual environment. Virtual teams
are the lifeblood of any agile system. The findings offer a full synthesis
of contemporary and relevant knowledge concerning virtual teams,
which can be useful to the agile system manager in further enhancing
the processes. (Bhat et al., 2017).

The study aims to identify key factors that managers of virtual teams
can use to foster effective relationships among team members. Since
virtual teams bring together talented, highly skilled individuals from var-
ious locations to collaborate on specific tasks without the need for relo-
cation, these factors can be applied by both team members and organ-
izations to assess their teams and individual members. Researchers ar-
gue that geographic separation among team members can negatively
impact communication, knowledge sharing, and work coordination.

(Bhat et al., 2017).

Organizations are increasingly utilizing virtual teams to tap into em-

ployee’s skills and knowledge, regardless of their geographic location.
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However, there is limited understanding of how knowledge sharing im-
pacts virtual team members relationships, collaboration, and overall
team effectiveness. This research proposed a conceptual model hypoth-
esizing a link between knowledge sharing, trust, collaboration, and team
effectiveness within virtual teams. The study concludes that collabora-
tion mediates the relationship between knowledge sharing and team ef-
fectiveness.(Alsharo et al., 2017)

Finding time to address the various social issues that arise with virtual
teams is very vital. Forming friendships and social identities within vir-
tual teams, however, usually takes longer; members who have worked
together longer, therefore, report higher chances of success, with more
interaction time and opportunities for getting to know one another.
(Elofsson & Martins, 2023). Although maintaining a satisfactory level of
motivation among virtual team members can be challenging, it was
found that team members generally remain motivated. This motivation
is largely attributed to the independence and focus provided by the vir-
tual environment, as well as the nature of tasks, which are highly valued

by the team members. (Elofsson & Martins, 2023).

Effective virtual teams

Virtual teams are usually challenge further uncertainties and complexi-
ties created by distance, time, and ethnicity, thus further complicating
information processing and communication in the accomplishment of
work tasks. Full virtualize also typically magnifies some of the difficulties
of team and, simultaneously, enhancing the benefits of collaboration in

various ways. (Berry, 2011).

Five factors that contribute to the effectiveness of virtual teams are: a
supportive organizational cultural, the nature of tasks, the use of appro-
priate technology, team members characteristics enhanced through
learning and growth, or well defined work and team dynamics. (Gibson
& Cohen, 2003).
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Formation activities such as setting up clear communication channels,
understanding the technology to be used, providing technology training,
and establishing clear startup norms and expectations for team mem-
bers, are more crucial in virtual teams than in team working in the same
location. (Gibson & Cohen, 2003).

2.2.2 Technology adoption in global teams

Performance expectancy, effort expectancy, social influence, and facili-
tating conditions all significantly affect technology adoption and usage
by team members (Venkatesh, 2003). This paper discuss the technology
Acceptance Model and its expansion concerning elements affecting tech-

nology adoption within teams.

Developed by Venkatesh (2003), the UTAUT framework is a renowned
theoretical model in the field of understanding technology adoption and
usage. The framework states that four vital aspects lead to an individu-
al's intention to use technology. Attitudes toward technology are also
known to be dynamic: in the case of team members, their attitudes after
communication-technological work may differ widely from those re-

tained before this work was carried out with the technology.

The UTAUT is the foundational paper which combine elements from mul-
tiple models to explain how individual perceptions influence technology
adoption. The key constructs performance expectancy, efforts expec-
tancy, social influence and facilitating conditions are crucial for under-

standing how technology is adopted in international teams.

In an endeavor to bring together people from different regions to a sin-
gle platform, technology has had a huge say. Nowadays, global projects
depend a lot upon technology that creates an atmosphere aiding the
entire process of communication and cooperation. A team works on the
fundamental principle of common goals and objectives to be pre-set be-
fore collaboration. Beginning at the same time define-how objectives

and goals are to be worked on that teams will function efficiently. The
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process of communication and working together is speeded up by tech-
nology (Chudoba et al., 2005). This study examines how various com-
munication technologies impact team performance, which ties directly
research question about the role of technology in managing international

teams.

Technology serves as a means to coordinate activities, share knowledge,
and interact within a team project. Communication is the major process
enhanced by Technology whereby information transfer can be done
through Multi Channeled means thus enhancing trust and performance
levels. A team distributed over a large geographic area is now being
brought together in these modern days via Technology for the future
coordination of team activities of those other working in varying styles.
Greater information exchange will be required by those working under
varying situations to assure coordination and integration of an entire
task to meet project objectives. With the correct Technology, communi-
cation problems associated with certain restraints and delays of com-
munication could be solved, e.g., the inability to understand the lan-
guage will be easy due to lost in translation, different cultures, percep-

tion, and past experiences. (Kirkman et al., 2005; Martins et al., 2004).

Technology forms the foundation for communication within virtual
teams. However choosing the right tool is essential for success. (Lum-
seyfai, 2020). The chosen technology must align with both the organi-
zation’s needs and team members experience to prevent issues and mis-
use. (Gibbs et al., 2017).

The special study on how technology use influences global virtual teams
done as part of action research aimed at long-term studies of global
virtual teams, collaborative technologies, and international collabora-
tion. The authors contend that these techniques may inform our under-
standing and capacity to handle collaborative technologies better.
Therefore, they argue that any study into the nature of global virtual
teamwork, including technology-use mediation as a specific phenome-
non, must adopt new methodologies and good practices to address the
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complexity inherent to such situated work, which is paramount to the
practice of the field.(Clear & MacDonell, 2011)

This study specifically, though, is focused on mediation through tech-
nology use in global virtual teams, and will indeed form part of action
research long-term at global virtual teams, collaborative computing, and
international collaboration. The authors contend that these techniques
may inform our understanding and capability of managing technologies
together. Therefore, they argue that any study into the nature of global
virtual teamwork, including technology-use mediation as a specific phe-
nomenon, must adopt new methodologies and good practices to address
the complexity inherent to such situated work, which is paramount to
the practice of the field. (Laitinen & Valo, 2018).

With the advent of technology, virtual mobility is available that allows
students to participate in international programs and activities without
the necessity of travel. While cross-border collaboration was easier, the
challenges have also increased, security issues, language differences,

and cultural misunderstandings. (Chasokela et al., 2024).

Collaborative technologies are the avenues through which members of
global virtual teams perceive each other, interact, and coordinate their
activities. Accordingly, the technology in question directly influences the
way, in which the members perceive and define their reality in a team
environment. Therefore, collaborative technologies are extremely im-
portant to the individual, perhaps even more so than to the organization
that surrounds them. (Anttila, 2024).

2.2.3 Challenges and barriers in teams

The literature review gives a comprehensive look into the challenges
faced by virtual teams when it comes to collaboration, and outlines some
very current strategies that are proposed to mitigate these issues. (Mor-
rison-Smith & Ruiz, 2020). Parse out the findings from the selected stud-
ies that situate challenges into five categories: geographical distance,
temporal distance, perceived distance, configuration of dispersed teams,
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and diversity of workers. The findings would continue opening up ave-
nues for further research and a lot more questions in this respect. Also,
there were a number of recommendations which would improve group-
ware design to better support collaborative work of virtual teams. These
recommendations circled four important design principles: supporting
building common ground and standardized ways of working through im-
proved communication, ensuring transparency of work, and using light-
weight, user-friendly technologies.(Gibson & Cohen, 2003). Morrison-
Smith and Ruiz (2020) provide an in depth look at the challenges faced
by international teams including technological barriers, time zone differ-
ences and cultural issues. It discusses strategies to overcome these bar-

riers, including the role of technology.

Research has indicated that cultural and language barriers can pose sig-
nificant challenges to international team management (Kayworth &
Leidner, 2002) (Duarte & Snyder, 2001). Another way technology helps
to overcome barriers is through tools for culture and language training

and cross-cultural communication.

Language Translation Tools: Language translation tools such as Google
Translate and Microsoft Translator remove the language barrier for team
members. (Kayworth & Leidner, 2002).

Cultural Training Tools: Cultural training tools, such as Culture Wizard
and Global Vision, enable team members to learn about different cul-
tures and communicate effectively across cultural boundaries. (Duarte
& Snyder, 2001)

Although it has many theoretical advantages, such as being well-suited
for the modern work environment, the reality is that virtual teams have
been shown to fall short of their expected outputs and actually rate
themselves as unsuccessful. It is technology nature upon which com-
munication and collaboration within globally distributed virtual teams is

heavily dependent. Different technologies enable better communication
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and collaboration while minimizing issues of communication and coordi-

nation within teams.(Bordia, 2017).

2.2.4 Cross cultural communication in teams

Research have indicated that technology plays crucial role in effectively
managing international teams. A study done by Duarte and Synder
(2001) found that technology can improve communication, collaboration
and coordination among team members located in different time zones.
And another study conducted by Kayworth and Leindner (2002) identi-
fied aspects like cultural differences, language barriers and technological
infrastructure as significant factors affecting technology adoption in in-

ternational teams.

International Team Management Framework developed by Duarte and
Snyder, is a theoretical framework for understanding the management
of international teams. The framework suggests that four essential fac-
tors impact on the effectiveness of managing international teams. (Du-
arte & Snyder, 2001)

Communication: The capability of team members to communicate ef-

ficiently and effectively across various time zones and cultures.

Collaboration: The ability of team members to collaborate effectively
across different time zones and diverse cultural backgrounds is essential

for success.

Coordination: Successful collaboration is made possible when team
members can coordinate across time zones and cultural backgrounds as

effectively as achievable.

Cultural Intelligence: The ability of team members to understand and

value various different cultures.

Communication can be described as the sharing of information, under-

standing, or cognitive content, depending on the focus of the discussion.
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This sharing may occur with varying levels of intentionality and aware-
ness, and communication can sometimes happen subconsciously. More-
over, communication with another person is considered to occur only
when a sender’s actions or their outcomes—such as text, symbols, or
images—affect the recipient in a way that leads to a shared cognitive
understanding between them.(Hertel et al., 2005)

2.2.5 Communication technologies

Research has shown that communication technologies, including email,
instant messaging, and video conferencing, are critical in managing in-
ternational teams (Duarte & Snyder, 2001; Kayworth & Leidner, 2002).
Communication technologies encompass real-time, interactive commu-
nication tools, secure and shared workspaces, and an organizational
framework and social norms that bear upon the accumulation, pro-
cessing, and exchange of information with others; these technologies
support communication across different times, zones, and culture for

effective team collaboration.

Email: Email refers to an asynchronous communication medium that
allows a group of people to send and receive messages. (Duarte &
Snyder, 2001).

Instant Messaging: The above technologies would be Slack, whtsApp,
and Microsoft Teams, allowing real-time communication for their mem-

bers.

Video Conferencing: Video conferences allow members to communi-
cate face-to-face with others in real-time due to examples such as

Zoom, Skype, and Microsoft Teams. (Hertel et al., 2005).

Research on organizations has focused a lot on the different types of
communication technology through different angles. So much has been
said about myriads of processes like technology adaptation, users' atti-
tude toward technology, and the role of technology in supporting several

communication functions. A lot of studies compare the effects of face-
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to-face communication and computer-mediated communication.
(Chasokela et al., 2024)

The systems of group conferencing provide versatility for work and team
communications. Nevertheless, the perception of people utilizing any
technology sometimes distinguishes between enabling and disabling ef-
fects. It shows that such team members experience low levels of com-
munication technology anxiety and tend to have less participation, send
fewer task-directed messages, propose fewer topics, as well as get rated

even worse by their fellow teammates.(Carter & Fuller, 2016).

Remote working has received a great deal of influence in digital tools.
This paradigm has been much wider. It enables flexibility, opens up a
much larger talent pool, and often increases productivity. And it poses
some communication issues like team management and work-life-bal-
ance adjustments. All these depend much on digital tools. They tend to
be more integrated, intuitive, and friendly. Remote work will entirely
depend on innovations in digital tools for the future. They are going to

bring even more immersive experiences. (EMB Global, 2024).

According to the results of the study, networks and centrality of net-
works within an organization should also be seen as important contrib-
utors to the virtual teams and high performers, with the necessity for
members to occupy strong central positions within their communication
and trust networks. Through high communication and trust-inducing be-
haviors, such an individual would occupy a central position and thus be
made visible to all other distributed team members. (Sarker et al.,
2011).

As different organizations allow employees to work from anywhere and
create distributed teams, it becomes very vital to contemplate virtual
collaboration concerning the degrees of ensuring employee satisfaction,

productivity, and general team dynamics. (Agarwal, 2024).
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3 RESEARCH METHODOLOGY

3.1 Research design

This study is on qualitative terms. Its aim is achieving descriptive qual-
itative information through answers to research questions. Also, such
qualitative data would provide in-depth insights concerning experience

and perceptions of team members from different nations.

This research approach is exploratory while the research strategy uses
a literature approach and interviews conducted with team members us-
ing technology in virtual or hybrid teams. This study is based on the use
of secondary data and qualitative analysis techniques. The literature re-
view was designed initially to study the concept of international teams,
technology adoption in teams, and cross-cultural communication con-
cepts with importance-on-technology considerations developed mainly

in the team so that the organization can achieve its overall objective.

The research strategy gives priority to a literature survey, revisiting ex-
isting theories and practices in international teams, technology in teams,
and communication dynamics. The aim of the study is to identify barriers
and challenges faced by international teams as well as the role technol-
ogy can play in surmounting those challenges and adopting technology
in virtual teams. This allows for a rigorous understanding of the ele-
ments that contribute to the successful formation and functioning of in-

ternational teams under contemporary organizational contexts.

The qualitative aspect deals with the semi-structured interviews held
with team members from different organizations. Questions would be
posed about the participants' experiences regarding the virtual commu-
nication tools-their respective perceived benefits, challenges faced, and

cooperation strategies employed.
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3.2 Data collection

In this study, interviews of the semi-structured nature were selected as
the primary method of data collection. According to Strauss and Corbin
(1990), qualitative interviews allow researchers to gain deep insights
into participants' experiences and perceptions. By conducting semi-
structured interviews with team members from diverse cultural back-
grounds and different positions in companies, I can understand the most
frequently used technologies, the benefits and challenges of technology

adoption, and strategies for improving team collaboration.

A semi-structured interview approach was used, where 10 candidates
provided qualitative responses. Semi-structured interviews will be con-
ducted via video conferencing or personal meet. Each interview will last

approx. 25-35min.

Qualitative data can be derived from interviews and analyzed themati-
cally where themes within the data will be identified and analyzed
through a process of identification and analysis of patterns (Braun &
Clarke, 2006). This method can reveal common experiences or chal-
lenges faced by team members. This method is particularly suitable for
my research as it will enable me to distill key themes related to the role
of technology in facilitating or hindering collaboration among interna-

tional teams.

Appendices contain the fundamental architecture and structure of the
interview questions used in the study. The major interview consisted of
three parts divided by topical discussion. The first topic focused on the
background of the participant and his virtual team, going further into
what collaborative technologies were used within the participant's team
and how and why they were used. The second portion of the interview
asked the participants to talk about how their team worked together,
the good things, and the regular challenges they faced, especially con-

cerning any adoption of the collaborative technologies. The third and
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last part includes the strategies that they were used for effective use of

technology.

Ten respondents worked in various companies and in certain teams,
though different countries were involved to some extent. Table 1 illus-
trates the individual background details of the participants within the

glance.

Table 1. List of interview participants

Partic- Professions Team | virtual/hy- Experience
ipants mem- brid in teams
bers
1. Marketing 4 Hybrid 2 years
2. Marketing 4 Hybrid 1 year
3. Training and 8 FV 2 years

Development

4, Accounts 7 FV 10 months

5. Property Lawyer | 5 Hybrid 6 months

6. Project manager 6 FV 2 years

7. Consultant 7 FV 1 year

8. HR executive 6 FV 1.5 year

9. Finance / ac- |12 Hybrid 4 months
counts

10. | Manager 3 Hybrid 1 vyear
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3.3 Data Analysis

Bottom-up data processing and analysis are used following the pro-
cessing carried out in these earlier systematic reviews. By HIMS analysis
thus proposed by, (Braun & Clarke, 2006), was utilized to identify and
interpret the themes that arose from the interview data. Themes will be
identified and analyzed to answer the research questions.

Data can be analyzed thematically that is, thematic analysis identifies,
interprets, and reports patterns or themes within data. It thus allows us
to understand the experiences, difficulties, and solutions related to a
topic, and therefore provides rich insights in qualitative terms. A process
of thematic analysis with six stages is used to identify, interpret, and
refine themes that emerge from experiential data. (Braun & Clarke,
2006)

The first phase involves becoming familiar with the data, taking notes
on initial observations and patterns. In the second phase, the researcher
generates initial codes or features of the data in a systematic way, em-
phasizing key elements. During the third phase, the researcher exam-
ines themes by grouping codes into potential themes and subthemes. In
the fourth phase, the researcher reviews these themes in relation to
both the coded excerpts and the entire dataset, creating a thematic map
of the analysis. The fifth phase focuses on defining and naming the
themes while refining the overall narrative of the analysis. Finally, in
phase six, the report for the analysis is drafted. The report include
quotes, interpretations and connections to research questions.(Braun &
Clarke, 2006).

As far as the minimum structural requirements are concerned, the data
provide maturity conveying a well- defined, coherent, sound and com-
pelling narrative to the viewer, while also being convincing about the

merit and validity of the research.
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The analysis of data retrieved from the interview throws up the following
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themes: 1) Communication effectiveness, 2) Barriers to technology

adoption, 3) Impacts on performance and productivity, 4) Strategy for

effective use. These four major themes and their sub-themes can be

analyzed more effectively by breaking down experiential data into single

units. The thematic analysis with the sub-themes along with some of the

example extracts is summarized in Table 2.

Table 2. Summary of findings

Themes

Sub themes

Statement

Communication

effectiveness

e Preferred communica-
tion tools
e Perceived effectiveness

e Time zone

“We primarily used zoom for
daily meetings.” “Video call
helps in discussions, long
email often leads to misun-
derstanding.” “Drawing the
line on contacting people can
be very tough” “delay in deci-

sion making”

Ease/ difficulty of learn-

ing

“Found it easy to adopt, but

senior members struggling”

guage barriers

e Strategies to overcome

barriers

Technology
) ¢ Common challenges “Technical issues and slow
adoption &
e Support from organiza- | software disturb workflow”
challenges tion “We had one short training
session, but mostly I learned
from others.”
e Language difficulties “Working with international
o Work style differences colleagues, sometimes mes-
Cultural & Ilan-

sages get lost in translation.”

“Some colleagues prefer
asynchronous updates, while
others expect immediate re-

sponses.” “Used standardized
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template and translation
tools to avoid miscommuni-

cation.”

Strategies and

Training availability
Regular check-ins
Remote work policies

Feedback & recognition

“Learn by doing” “help in im-
prove virtual collaboration”
“still adapting remote work

policies that there is lot of

best practices o trial and error” ™

Maintaining engagement recognition is
mainly through by emails”
“We have virtual coffee chats
to keep things informal and

maintain morale.”

e Performance manage- | "“We track everything with
ment shared dashboards now”
e Motivational and emo- | “Productivity gone up be-

Impact on team tional productivity cause everything  docu-

productivity e Communication influ- | mented and deadlines are

ence on output visible to all”.

The five themes are meant to notate the thematic analysis of the data
collected by the research methods articulated in the previous section,
which provides the opportunities to use the identified examples to more
seamlessly push forward the analysis. This thematic structure clearly
highlights key themes, sub themes and real examples from participant
responses. In the following section should be structured according to
key themes, incorporating sub themes, and participant’s statements to

provide depth.
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4.1 Analysis

Theme 1. Communication effectiveness

This theme captures the central role digital communication tools play in
shaping team interaction. Successful communication is vital for virtual
and hybrid teams since companies use a variety of tools for collabora-
tion-such as email, video calls, and messaging applications. There was
less spontaneity in virtual communication. In the office, it was easier to
communicate casually with people, whereas now most real-time conver-
sations get scheduled ahead of time, therefore minimizing spontaneous
talks. The interviewee, a marketing executive, highlighted that the type
of talking normally done in the office is sorely missed, yet work is more

efficient this way.

An opportunity that was emphasized by all respondents with respect to
communication was an issue of availability. Generally, it was perceived
to be easier to connect with people, with a quick zoom call being more
efficient than trying to set up an in-person meeting. Furthermore, as all
meetings could be run on the same tool, there was more opportunity for

meetings.
Sub theme- Preferred communication tools

Participants reported a strong preference platforms like Microsoft teams,
Zoom for formal communication and whatsApp for informal updates.
While this multi tool setup allows flexibility and speed, it also create a
sense of digital and notification overload. Most respondents indicated
that instant messaging and video conferencing were their primarily com-
munication tools. They had a notable mix of technologies and a couple

of years of experience collaborating in virtual teams.

Training and development officer (fully virtual 2 years) mentioned: “"We

primarily use email and zoom for daily communication and meetings”.

“It is convenient but sometimes too many notifications.”
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Out of all applications used in all teams, Zoom and email counted the
most. The Training and Development Professionals attempted to imple-
ment Slack as a quick communication tool since it was thought to be a
good complement to emails for shorter internal team communications;
however, it never really worked for a long time and was not well ac-
cepted into the team, so with no one really using it since members had
little hope of getting a reply if posting there, and a few didn't understand

this tool.
Media Effectiveness and limitation

While these tools help streamline collaboration, some participants noted
that misinterpretations in text based communication still remain a chal-
lenge. Interviewee 1 marketing (2 years hybrid) mentioned: “Video calls
on zoom and Microsoft teams helps in discussions, while long emails

often lead to misinterpretations”.

“We all belong to the same group in our team, so feel free to ask open-
ended questions to anyone, and anyone can respond. On the other hand,

communicating by email usually directs the message at a person.”

For meetings, all teams were using Zoom as a means of communication.
Every team thought of Zoom as the most logical choice, mainly because
of the wide use and familiarity since the covid 19 outbreak began, but
also because it was regarded as the best in terms of quality and features.
One of the team consultants says that they even started with using Mi-
crosoft Teams but shifted to Zoom, feeling that it was easier since all
external meetings were carried out on Zoom. It's easy and convenient

to everyone in teams.

Time zone management

Collaborating with dispersed teams gives rise to an opportunity of work-
ing with people with whom one may not share the same time zone.

There is consideration as to how time zone changes can affect collabo-
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rative dynamics of teams operating under dissimilar time zones. How-
ever, even a mere difference of 3 hours can effectively create a barrier

for people.

HR executive (1.5 years FV) shared: “We record meetings and use
shared documents to ensure everyone is aligned, but it effects produc-
tivity. In recorded meetings second person can’t ask questions or many

times unable to understand the point”.

The project manage said that their team was spread in North America
and Asia, creating challenges in scheduling meetings. Some team mem-
bers would have to join meeting late at night and some join in early
mornings, which cause disruptions and made the meeting less produc-
tive. To improve this, they started rotating the meeting times so that no
single team member was always disadvantages. They also shared cal-

endars to find overlapping hours that is convenient to everyone.

The consultant worked in Canada and handle teams in India virtually
said that sometimes they faced fatigued. Than they implemented a free
day meeting each week, allowing everyone to take a break from time
zone adjusted meetings. This helped employees to recharged and work

on their tasks without pressure.

Here is how participant’s use various tools for communication like for
video calls, messaging and each with different levels mentioned below
in table 3.



Table 3. MRT plays out in their responses

rich-

Media

ness level

Moderate rich-

ness

Low richness

Tool type

Video calls (Zoom,
MS teams)

Messaging apps

(whatsApp, slack)

Email

Observed used

in research

Used for complex,
sensitive and for
collaborative dis-

cussions

Used for quick up-
date,
chat

real time

Used for formal

documentation

Theme 2. Technology adoption and challenges
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Participants
insights
“"We use Vvideo

calls for important
discussions and
planning, it's eas-
ier to read people
tone and expres-

sions”.

“Chat gets instant
but

sometimes things

updates
get misunder-
stood due to high

messages”.

“Emails are fine
for sending files
or summaries and
but

not ideal for real

documents

time discussions.”

Adopting new technologies and communication tools in teams have been

relatively easy for new younger employees but present difficulties for

some senior employees and those in specific industries like legal and

finance.
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Ease of adoption

While some employees quickly adapted the new tools and software,
other faced difficulties due to lack of prior experience and technical lim-
itations. Project manager (FV 2years) mentioned: “Learning new soft-
ware wasn't difficult for me, but some colleagues found the transition

overwhelming.”

Marketing specialist (1 year hybrid) mentioned: “I had used similar tools
before, so adopting them was seamless, but the lack of proper onboard-

ing made it harder for some.”
Common challenges

Despite the benefits employees faced technical issues, slow software
updates, and difficulty use of multiple tools. A finance professional in-
terviewee (hybrid 4 months) mentioned: “Internet connectivity issues

and software glitches make virtual meetings frustrating.”

Another marketing specialist (hybrid 2 years) mentioned: “Using multi-
ple communication platform means messages often get lost, making it

harder to stay again organized”.

Theme 3. Cultural and language barriers

Many team consists of members from different culture and different
countries, leading to challenges in communication and collaboration. In
teams where cultural differences and language diversity are greater,
perhaps the preferred method of sharing equivocal knowledge would
have been face-to-face interaction, since it enabled members to utilize

non-verbal cues, gestures, touch, and the manipulation of objects.

Language difficulties

Language barriers often cause misunderstanding in virtual interactions,

particularly in international teams. A marketing expert (hybrid 1 year)
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said that: “"Working with international colleagues, sometimes message

get lost in translation”.
Work style difference

Cultural differences also impact on work expectations, with some em-
ployees preferring asynchronous communication while others expect im-
mediate responses. An account professional (FV 10 months) mentioned:
“In some cultures, people are more formal and hesitant to challenge

ideas, which slows down decision making”.

A manager (lyear hybrid) mentioned: “Our team in Asia tends to wait

for leadership direction, while western colleagues more imitative”.

A HR executive (FV 1.5 year) said: “Colleagues from different countries
have varying expectations for response times, some get frustrated if you

don’t reply immediately”.
Strategies to overcome barriers

To overcome these challenges, some teams used standardized tem-
plates, clear documentation, and translation tools. A consultant (FV 1
year) said that: "We have introduced real time translations in chat tools,

which has improved collaborations dramatically”.

A finance/account team member (hybrid 4 months) mentioned: “Now

we rely on more visual aids and charts, which help break through lan-

guage gaps”.

A marketing professional (hybrid 2 years) gave views: “We created a
glossary of common terms and abbreviations to help everyone to stay

on the same page.”

Theme 4. Strategies and best practices

Training and organizational support further enable employees to make

effective use of virtual communication tools. The collection of technolo-
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gies that constitute the backbone of remote working teams has devel-
oped a variety of best practices to be adopted for maximizing engage-
ment, streamlining communication, and supporting digital adoption.

Training availability

Some organizations provide structured training sessions so that employ-
ees give better productivity and performance, while others rely on the
job learning or peer support. A manager (hybrid 1 year) commented:

“There is no formal training, we learn by doing”.

A project manager (FV, 2 years) mentioned: “"We had an onboarding
sessions, but most learning came from trial, error, and asking col-

leagues”.
A training and development specialist (FV 2 years) said:

“Our team developed internal video tutorials to help others get started

with new tools”.
Regular check ins

Mostly teams successfully integrate technology often follow best prac-
tices such as regular check-ins, structured agendas, and peer monitor-

ing. A HR executive (FV, 1.5 year) said;

“Regular check- ins and structured agendas help improve virtual collab-

orations”.

A marketing professional (Hybrid 2 years) said: “We start every week

with a team stand up to align goals and tech use for upcoming task.”

A consultant (FV, 1 year) said; “Documenting all processes and using
shared calendars really helps reduce confusion in remote setting.” "We
follow a checklist during meetings to ensure everyone has clarity, espe-

cially with remote meeting deadline.
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Remote work policies

Some companies have well defined remote work policies, while some
are still refining them through trial and error. A finance professional (hy-
brid, 4 months) said;

“Our company still adapting remote policies, so there is lot of trial and

error”.
A training and development specialist (FV, 2 years) said:

“We had to push for clearer policies on availability hours because people

were burning out”.

A consultant (FV 1 year) said: “Our remote work guidelines are in-

formed, which offers flexibility but also create inconsistencies.
Team engagement

Maintaining engagement and motivation in virtual teams requires inten-
tional strategies, such activities related to team building and clear recog-
nition programs. Virtual social events and team building activities help
strengthen relationships. A marketing expert (hybrid, 2 year) said: “We

have monthly virtual meet ups to keep morale high”.

A HR executive (FV, 1.5 years) said: “We run virtual coffee chats where

people are randomly paired to just connect socially.”

A training and development specialist (FV, 2 years) said: “Every Friday

we do a short virtual team game, which everyone looks forward to.

Feedback & recognition

Acknowledgment is key in keeping motivation high but is usually con-
fined to emails or messaging applications. Recognition is critical but of-
ten limited in virtual settings, with digital praise lacking the personal
touch of in office compliments. A manager (hybrid, 1 year) said: “We
have a monthly email highlighting top performers, but I wish it was most

interactive.”
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“Peer to peer recognition tools have helped, but it still feels impersonal

sometimes.” Said by HR executive (hybrid, 1.5 year).

Theme 5. Impact on team productivity

This theme explores how digital tools, communication styles, team
structure (hybrid, virtual), and organizational practices have either en-
abled or hindered productivity. Participants reflected on both measura-
ble and felt impacts- like task completion, performance monitoring, mo-

tivation and team alignment.
Performance management

This subtheme explores how virtual and hybrid teams are using digital
platforms to track productivity and ensure team alignment. Marketing
professional said that, “we use dashboards and KPI to track work, it

keeps everyone aligned.”

The project manager FV states that, "When implemented transparently
and collaboratively, performance tracking technology enhances produc-

tivity by setting clear expectations”.

However, if they overused or applied within team input, it may lead to
burnout, restless or decreased intrinsic motivation, especially in fully

virtual teams.
Motivational or employee productivity

It's a crucial aspect of remote and hybrid work environment, as it di-
rectly influences team management, individual performance and overall
morale. While in office have various ways to foster motivation like face
to face interaction, immediate recognition. But virtual or hybrid teams
require more intentional strategies to maintain high level of motivation

and emotional well-being.

The property manager fully virtual team expressed frustration with lack

of real time recognition. The teams was spread across multiple time
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zones and feedback often came days later. This gap in recognition create
a sense of disconnect, affecting emotional productivity. To counter this,
they started monthly roundup emails where team achievements were

highlighted in virtual teams.

The marketing professional said that in remote work they used zoom in
video meetings for interaction and to ensure that team members felt
emotionally connected. Regular engagement helped maintain high level

of motivation and emotional wellbeing and improve productivity.
Communication influence on output

Virtual teams very much rely on good communications to influence team
productivity and output. The effectiveness of communication can directly
impact both the quality and efficiency of work produced by the teams.
A lack of clear, timely and ineffective communication can lead to misun-
derstanding, delays and decrease morale which have negatively effect

on output.

A finance team member shared his views that they shared Google doc-
uments and shared dashboards to track the progress of financial trans-
actions and monitor deadlines. This transparency allowed all team mem-
bers to see who was worked on what and the status of each task. As a
result the team work more collaboratively with better understanding of
each other’s workloads and responsibilities, which directly improved out-

put.

The training and development team member said that high level of en-
gagement of teams in team building activities and interactive training
sessions. The positive tone during the discussions and give recognition
of individual contribution during discussion kept morale high of team

members.
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4.2 Practical implications

The research will be based on two theoretical models that induce Media
Richness Theory (MRT) and Unified theory of acceptance and use of t
technology (UTAUT). These frameworks guided the investigation of how
virtual teams adopt technology in communication tool usage and how
the richness of communication tools impact collaboration and effective-

ness.

4.2.1 Media richness theory (MRT)

Media richness theory indicates that richer media of communication
(such as video calls) are more effective in completing complex or am-
biguous tasks, while leaner media (such as email) can be used for more
straightforward communications. The theoretical framework explains
the overall congruence of Media Richness Theory on how different modes
may be laid out on a map of media richness based on (1) the immediacy
of feedback; (2) the number of social and non-verbal cues; (3) the va-
riety of language; and (4) the personal orientation. (Daft & Lengel,
1986)

These media were preferred for meetings, sensitive conversation and
collaborative planning. Participants noted the importance of real time
feedback in virtual meetings. Analyzing the results yields conclusions
about the preference for richer media keeping the social aspect of work
in virtual teamwork, meaning that the results could support the original
theory of media richness. This led to delays or misunderstandings, es-
pecially in cross cultural context. Language barrier were cited as chal-

lenge with highlighting the limitation of email and text.

The successful navigation of cultural and language differences were
mostly dependent on the media richness of the multicultural teams. Vis-
uals, templates, and video conferencing are major needs of the partici-

pants in order to avoid misunderstandings.

The MRT framework came in handy in making evaluations on what kinds
of tools were selected for different tasks and the degree of richness on
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communication and its effect on team effectiveness. Virtual teams
should therefore employ communication tools which correspond to their
complexity of task and cultural diversity. Use of richer media can there-
fore reduce misinformation, induce people to participate more, and stim-

ulate co-working especially in international teams.

4.2.2 Unified theory of acceptance and use of technology

The UTAUT consists that technology adoption is influenced by four key
constructs in UTAUT. The findings in this research align closely with

these constructs are:

The UTAUT theory explains user acceptance and use of technology base
on four core constraints. (Performance expectancy) Most participants
recognize that tools like Microsoft teams, and Zoom helped in improving
productivity and task management. (Effort expectancy) Most of the
time, simplicity is a major entry point for adoption. Staff who are
younger age, or in a technology field, would quickly adapt as opposed
to most senior staff, who would have trouble doing this without rigid
training. It reflects differences in perception about the effort involved.
(Social influence) Peer-values and managerial expectation cause usage
of tools. For example, employees reported that if their particular team
leaders or peers used a specific platform consistently, others were in-
clined to adopt it as well. (Facilitates conditions) Organizations indeed
had great experience in facilitating adoption where the training and tem-
plates and tech support were there. However, if they were lacking within
any of these components, the adoption speed was unsustained and in-

consistent.

The UTAUT framework has served well in explaining varying degrees of
acceptance and utilization of communication technologies in interna-
tional teams. The model was helpful in understanding the differences in
individual tool adoption. UTAUT serves as an explanation for lower adop-
tion levels across individuals and teams. To support general and effec-

tive communication technology usage, organizations need to provide
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Regular training to all staff, strong leadership modeling tool use, clear
and enforceable policies, and accessible support systems to provide
technical help in solving issues. By actively working on such factors,
companies can hasten the pace of adoption while also improving the
user experience and therefore providing maximum return on investment

from virtual collaboration tools.

4.3 Contributions to knowledge

This thesis contributes several aspects to the area of digital collaboration

and virtual team management:

Combination of UTAUT and MRT helps provide a more complete under-
standing of virtual tool use explaining both why employees adopt the
tools and how competent they are in using them in a particular commu-

nication context.

It expands current literature by applying these theories to hybrid and
fully virtual teams across different companies on different positions
(marketing, HR, law, finance, consultant and project manager). The
study identifies practical obstacles- such as inconsistent training, inte-
gration issues, and cultural barriers that can hinder the success of virtual

tools, offering real world insights.

Findings shows real world adaptations of MRT, where users naturally
adjust their communication choices even without formal structure. And
UTAUT also highlight how social influence and adaptive learning are

strong drivers in remote context.
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5 SUMMARY AND CONCLUSION

This thesis explore the adoption experience, and team dynamics, this
thesis investigated the use of communication technologies in virtual and
hybrid teams. The study aims to comprehend how team members view,
embrace, adjust to digital technologies in a variety of work environ-
ments by drawing on the Media Richness theory and Unified theory of

acceptance and use of technology.

The study found that those communication platforms are very commonly
used and are reasonably effective when it comes to e.g., Microsoft
Teams, Zoom. However, it was found that contextual factors-such as
the number of people in the team, their familiarity with the technology,
the level of organizational support, and the cultural diversity-were vital

in their effectiveness.

Employees who have prior work experience in peer assistance and tech-
nology transitioned more readily. Others faced difficulties as a result of
inadequate training which was consistent with UTAUT’s emphasis on ef-

fort expectancy and facilitate condition.

Language barriers or varying expectations for responding company’s re-
sponse times frequently caused global teams to struggle with miscom-
munication, despite MRT claims that richer media are necessary for com-

plex exchanges.

Organizations that offered training, clear policies and organized engage-
ment strategies like virtual check ins and recognition systems were as-

sociated with successful adoption.

Qualitative responses from experts in a range of fields, including project
manager, marketing, finance, accounts and human resource were used
to gather data. Important trends pertaining to tool use, productivity en-
gagement, and cultural difficulties were identified using thematic analy-
sis. To this end, the study attempts to answer the under listed research

questions:
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RQ1. What technologies are most frequently utilized for international

teams?

Findings showed that a strong preference for Microsoft Teams, and
Zoom for richer and real time collaboration. Email was still widely used

but considered ineffective for discussions.

RQ2. What are the benefits and challenges of technology adoption in

international team management?

Participants highlighted increased transparency and productivity, but
also reported technical issues, and concerns about surveillance and mi-
cromanagement. Some teams used templates and tools to translation

to address language barriers.

RQ3. What effective strategies can be identified for using technology to

improve the management of global teams?

Best practices included structured agendas, regular check-ins, and in-
formal virtual events. However not all organizations had formal policies

in place.

5.1 Ethical consideration

Every research project must take ethical consideration into account to
project participant’s rights, integrity and overall research validity. All
research participants were made aware of the goal and parameters of
the study, about which they provided informed consent, and their in-
volvement was entirely voluntary with no obligations. To maintain con-
fidentiality, no personally identifiable information was gathered, and re-
sponses were anonymized. To maintain anonymity, findings were re-
ported using only role descriptions. Their responses would not affect

their professional position and would solely be used for academic pur-
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poses. Maintaining academic integrity also required making sure the lit-
erature was evaluated morally with appropriate reference and without

plagiarism.

5.2 Execution and evaluation of topic

The topic proved timely and relevant, particularly in the context of a
post pandemic shift toward remote and hybrid work. The decision to
combine UTAUT and MRT allowed for a dual analysis: one focused on
technology adoption behaviors and other on communication effective-

ness.

Methodologically the use of semi structure questions enabled rich qual-
itative insights while maintaining focus on the research objectives. Par-
ticipants came from different industries and experience levels, which
enriched the data set and made the findings more generalizable within

knowledge based profession.

5.3 Personal reflections and perspectives

Conducting this research has deepened my understanding of how tech-
nology and human behavior relate in the evolving landscape of work.
One of the most compelling insights was that tools alone do not drive
performance, it's the way people use them, the support structure around
them, and the human connections they foster that determine their suc-

Cess.

I was affect by the empathy and adaptability shown by participants,
especially in teams navigating cultural and language barriers. It empha-
sized the importance of designing systems with both technical and emo-

tional intelligence in mind.

From researcher’s point, I have gained valuable skills in qualitative anal-

ysis, theoretical applications and academic writing. I have found that
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strategic communication planning can help in organizational dynamics

and stress in the network working environment.

5.4 Emerging questions and future research possibilities

This study discusses the dynamics relating to issues of communication,
technology adoption, and collaboration within virtual and hybrid teams.

Through the findings several questions arise for future research:

How does leadership style evolve in virtual environment?

How does digital fatigue influence long term productivity and communi-

cation quality in international teams?

How can Al and automation further support communication in interna-

tional teams?

5.5 Limitations

The current study has certain limitations that may affect the interpreta-
bility of its results. The study involved a small group of professionals (10
participants) from different industries. While their responses were rich
and diverse, the sample may not fully represent broader organizational
context or geographical diversity. The generalizability of finding is lim-

ited due to small sample.

Data was collected through self-reported responses, which may be sub-
ject to biases. Responses may reflect what participants believe or wish

to portray, rather than objective behavior or outcomes.

The study provides a snapshot in time rather than tracking changes in
communication effectiveness or tool adoption over an extended period.
Long term patterns such as evolving technology habits or digital fatigue,

could not be captured.



53

The study focuses on communication technologies, technology adoption,
leaving out other dimensions of virtual teamwork such as leadership,
performance evaluation system, and mental well-being. A more realistic

view of virtual work dynamics may have provided deeper context.

5.6 Conclusions

Keeping in mind the limitations of the present study, recommendations
for future work have been suggested which could hopefully open up new
avenues of research to improve our understanding of the topic, gener-
alizable findings, hence adding to the literature on virtual teams, com-
munication technologies, and effectiveness. Future researcher might

consider the following:

Monitoring participants over several months or years would provide
deeper insights into the evolving nature ooh how digital collaboration,

adaptation and tool effectiveness.

Including participants from different countries, cultures, sectors and job
levels would provide a more and comprehensive understanding of tech-

nology use in remote teams.

Studying the emotional and psychological effects of extended technol-
ogy use such as digital fatigue, isolation, and work life balance is be-

coming more and more crucial as remote work persists.
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APPENDICES- INTERVIEW QUESTIONNAIRE

A.

HwWw N

Demographic questions
What is your current job title/role?
What industry do you work in?
How long have you been working in virtual or hybrid teams?
What type of team do you primarily work in?
e Fully remote/virtual

e Hybrid (mix of remote and in-office)

Evaluating Communication Effectiveness

. What communication tools do you primarily use in your virtual

team?

. How effective do you find these tools in conveying information?

. How does your organization handle time zone differences in

scheduling meetings?
What factors influenced your willingness to use these tools? (e.g.,

ease of use, organizational support, peer influence)

. Benefits and challenges of technology adoption

How easy or difficult was it for you to adopt the virtual communi-

cation tools used in your team?

. Has technology helped in managing employee performance and

productivity? If yes, how?

10.What challenges do you face when using these technologies, and

how do you think they could be improved?

11.How does your organization support the adoption and training of

new communication tools?

12.Have there been any cultural or language barriers when using

digital collaboration tools? How were they addressed?
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D. Strategies for effective technology use

13.What best practices do you follow to maximize technology’s im-
pact on team collaboration?

14.How does your company provide training for employees to adapt
to new technologies?

15.What measures are taken to maintain engagement and motiva-
tion among remote team members?

16.Are there any specific policies or protocols in place to guide the

use of technology in global team management?
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