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Abstract 

This research paper examines the intricate dynamics of managing global teams in contemporary 

organizations. As businesses increasingly operate on a global scale, the need for effective strategies to 

manage diverse, geographically dispersed teams has become paramount. This study synthesizes current 

literature and empirical findings to provide a comprehensive overview of the challenges and opportunities 

in global team management. It explores cultural dynamics, leadership approaches, communication 

strategies, organizational structures, and technological considerations that impact global team performance. 

The paper also discusses future trends and proposes strategies for implementing and measuring the success 

of global team management initiatives. By integrating theoretical frameworks with practical insights, this 

research aims to contribute to the growing body of knowledge on effective global team management and 

provide actionable recommendations for practitioners and organizations. 

Keywords 

Global teams, cross-cultural management, virtual collaboration, leadership, organizational structure, 

performance management, cultural intelligence, technology in team management 

I. Introduction 

A. The Rise of Global Teams in Modern Organizations 

In the past two decades, the business landscape has undergone a significant transformation, driven by 

globalization, technological advancements, and the need for organizations to operate across geographical 

boundaries. This shift has led to the emergence of global teams as a fundamental unit of modern 

organizational structure. Global teams, characterized by their diverse composition and geographic 

dispersion, have become increasingly prevalent as companies seek to leverage global talent pools, enter 

new markets, and maintain a competitive edge in the international arena (Zakaria, 2017). 

B. Pros and Cons of Working in International Teams 

That is why global teams are valuable but at the same time they are not without concerns such as different 

perceptions, round the clock working, availability of skills and expertise etc. Some of these challenges are; 

language barriers, cultural differences; synchronization issues due to time differences; and the issue of 

remote work (Neeley, 2015). The 

challenges mean that managers must 

overcome them as they harness the 

benefits of developing global teams as a 

source of innovation, strengthening the 

functional and cross-functional 

problem-solving skills as well as 

organization’s adaptability.  

C. Thesis statement and research 

objectives 
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Therefore, the purpose of this research paper is to identify and evaluate strategies of managing teams in the 

global context. As a result of this, this study aims at filling the gap by exploring the intricate nature of global 

team processes and examining cultural factors, leadership approach, communication medium and 

technology as the underlying pillars to offer a framework towards the enhancement on team outcomes on a 

global aspect. The primary objectives of this research are: 

1. It is aimed at discovering fundamentals of managing people from different cultures and recognizing 

main strengths and weaknesses associating with such process. 

2. In order to gain insight into cultural diversity effects on a team and the resulting impact on its 

performance. 

3. In order to compare leadership styles and skills critical to the management of international teams 

4. In order to evaluate communication patterns and technological support of international cooperation 

5. To put forward strategies that could be adopted in the management of the global teams efficiently. 

6. To discover the outlook of the upcoming years and the outcome on the global team management. 

II. Understanding Global Teams 

A. Definition and Characteristics of Global Teams 

This study considers global teams as those that consist of members from diverse cultural origin and from 

different locations and working together towards the accomplishment of specific objectives that are 

interrelated collaborating through technology-enhanced communication (Zakaria, 2017). Such teams are 

carried out by a high level of cultural diversity; this could be a strength in terms of creativity; however, this 

can be a weakness in terms of communication and cooperation. Cross geographical location may require 

the usage of devices that support remote collaboration like video conferences, emails and/ or instant 

messaging and these may prove to be complicated especially due to different time zones and little or no 

face-to-face contact (Martins et al., 2004). Moreover, the members of the global teams can have dissimilar 

functional background, while the cross-functionality is beneficial to emerge with fresh solutions to 

problems, it can be simultaneously challenging to coordinate the team’s activities and keep all the members 

in harmony and on a similar wavelength. Temporal distribution, or the difference of working hours due to 

the geographical location, also influences the effectiveness of the global teams so the best practice is to 

work based on the shifts and focus on asynchronous communication. 

B. Types of Global Teams 

1. Virtual Teams: Virtual teams have however become common due to the increase globalization of 

organizations and the attempt to tap talent all over the world. These teams sometimes include people 

who have never met face-to-face and for interaction, they mainly use digital communication 

technologies. This form of teaming has been on the increase due to development of technological 

gadgets and the new improved style of working from home caused by COVID-19. Organization 

benefits from virtual teams include flexibility and access to talents without being physically bound 

by geographical location, however, virtual teams are not without some challenges for instance; 

trust, communication, and time zone differences (Gibson & Cohen, 2003). 

2. Cross-Cultural Teams: I believe working in cross-cultural teams is effective because the team 

members are from different cultures hence increasing the variety of the ideas gathered by the group. 

However, these teams have to face certain issues which are related to cultural differences in 

communication, or other behavioral processes or goals and expectations etc. There is evidence that 

cross-cultural teams which due a good job at integrating cultural considerations into the team 
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usually provide cultural support to the team members (Maznevski & Chudoba, 2000). This involves 

the knowledge of cultural variance and willingness to embrace change from time to time. 

3. Multi-Functional Teams: The multi-functional teams involve student from different functional 

units within the organization like the marketing unit, the finance unit and the operation unit. The 

concept of employee teams is to bring together specialists of different fields to create and generate 

novel solutions for challenging issues. Crossed functional teams may also comprise of members 

from different countries this makes the diverse teams even more diverse in the global market. The 

global and multi-functional teams must to be coordinated and negotiated since the executive level 

strategic integration has to take into account the views and values of others (Snow et al..1996). 

C. The Evolution of Global Team Management 

The management of international work teams is not new, though its development has changed due to 

technological advancement, organizational structures and the business environment across the world in the 

past few decades. At the start, the emphasis was on relating to tasks connected with the geographic 

dispersion, for example, organizing meetings with different members of the team at diverse time zones or 

guaranteeing that messages were clear and comprehensible. Nonetheless, as the idea of global teams has 

become popular, it is implemented to solve more complicated problems, which are connected not only with 

cultural differences themselves but also with knowledge sharing and trustful interactions in distant working 

environment (Cordery et al., 2009). Contemporary global team management entails formulating approaches 

for harnessing cultural differences as sources of creativity and inventiveness while also applying methods 

of managing virtual teams that mostly do not get the opportunity to physically interact. 

III. Exploring Cultural Factors in Virtual Teams 

A. Cross-Cultural Communication Theories 

1. Hofstede's Cultural Dimensions 

Geert Hofstede's Cultural Dimensions framework identifies six dimensions that influence workplace 

behavior and communication: The first dimension is Power Distance, the second dimension is 

Individualism compared with Collectivism, the third dimension is Masculinity versus Femininity, the fourth 

dimension is Uncertainty Avoidance, fifth dimension is Long Term Orientation and sixth dimension is 

Indulgence versus Restraint (Hofstede, 2011). The first two dimensions enable one to understand the 

divergence in decision making, communication and the cultural practices regarding the use of power in 

global teams. For instance, people with high power-distance culture might expect power-based structure 

and orders from their superiors while those of the low power-distance culture lighten. Awareness of these 

dimensions enables the managers to prepare for conflict risks when interacting with other people from 

different cultures and modify their communication approach to reflect the differences. 

2. National Culture Index (NCI) for organizations according to Trompenaars’ Model 

Trompenaars' model expands on Hofstede’s framework by examining seven cultural dimensions: The 

following types of cultural differences include: Universalism/Particularism, 

Individualism/Communitarianism, Neutral/Emotional, Specific/Diffuse, Achievement/Ascription, 

Sequential/Synchronic, and Internal/External Control (Trompenaars & Hampden-Turner, 2011). These 

dimensions give an understanding on how various cultures handle issues to do with relationships, time and 

recognition of authority. For instance, in the context of the global team with the achievement-orientation, 

and ascription-orientation, the sources of rivalry can be the entitlement of certain promotions attained from 

the achievement-based perspective while others may perceive promotions should be made based on the 
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status or seniority point of view. An understanding of such dynamics is important for enhancing synergistic 

collaboration in such environments. 

3. GLOBE Study Findings 

The Global Leadership and Organizational Behavior Effectiveness (GLOBE) study presents nine cultural 

dimensions that influence leadership and team dynamics: Paper incorporates factors known as Practice, 

Performance Orientation, Assertiveness, Future Orientation, IVR, Humane Orientation, Institutional 

Collectivism, In-Group Collectivism, Gender Egalitarianism, Power Distance and UA (House et al., 2004). 

The GLOBE study put much emphasis on cultural contingency of leadership relations. Hence, leaders of 

the high assertiveness culture might need to be more straightforward in their communication and leaders of 

the humane orientation culture might need to give more support. The awareness of these cultural dimensions 

is a plus for any global team since a leader who is well versed with these dimensions will be better placed 

to understand the dynamics of a diverse team. 

 
B. Effects of Cultural Diversity on Team Performance 

Various evidence shows that cultural diversity in global teams have a positive as well as negative impact 

on team effectiveness. In the same note, diverse teams are known to be more creative and innovative than 

homogeneous groups owing to the diverse problems solving skills. 

Empirical research carried out by Stahl et al. in 2010 yields that diversity increases the quality of the 

decisions made and provides more viable approaches to solving multifaceted issues. But at the same time, 

diversity entails certain problems; these are mainly associated with communication as varying approaches 

to work, different perceptions and even misleading interpretations may lead to misunderstanding and 

conflicts. Diversity is therefore as a strength in organizations, if it is properly managed effectively by 

creating a healthy environment, respect for other people’s culture and good communication. 

C. Approaches to Developing Cultural Sensitivity 

Cultural quotient [CQ] defines the efficiency of a particular person in culturally sensitive environment 

(Earley & Ang, 2003). CQ in global teams has to be planned and trained with experiences that can build 

this appreciable skill. Employees acquire CQ by attending cross-cultural training courses in the organization 

that offers information on cultural variations and ways to deal with them. International assignments of the 

members or organization driven inter-cultural interactions within teams is also useful in CQ development. 



© UNIVERSAL RESEARCH REPORTS  | REFEREED  |  PEER REVIEWED 

ISSN : 2348 - 5612   |   Volume :  09 , Issue : 04  |   October - December  2022 

 

413 
 

Studies have found that people with high levels of cultural intelligence are flexible, effective in their 

communication and have higher probability of being effective in teams with cultural diversity (Ang et al., 

2007). 

IV. Leadership in Global Teams 

A. Global Leadership Competencies 

Managing the multinational teams is quite different from managing ordinary groups as there are some 

specialized competencies involved. Bird and Mendenhall are able to outline some of the specific global 

leadership competencies which include; cultural intelligence, flexibility and emotional intelligence. 

Another important requirement is to manage complexity and ambiguity because numerous organizations’ 

teams work internationally, which means they face conditions that have insufficient predictability and that 

change frequently. Moreover, 

successful global leaders have to be 

familiar with specifics of the 

countries/regions, in which their 

subordinates work, as well as general 

tendencies in the world economy. Such 

competencies help leadership be 

culturally sensitive and support 

wellbeing, cohesion of all the team 

members.  

B. Transforming Vs. Operational 

Leadership in International 

Organizations 

In international teams, more so, leaders 

use more of the transformational 

leadership style as compared to the 

transactional leadership style. A truism inherent in transformational leadership is the ability to encourage 

and mobilize the group members to go an extra mile which might be significant especially when working 

for a diversity team from a cultural and social perspective (Kearney & Gebert, 2009). Nevertheless, the 

assertion underlining that, the use of transformational leadership, has been demonstrated to be so reliant on 

the cultural context; for instance, while conducting business in power distance cultures, leaders are expected 

to exhibit more assertive behavior. 

While accompanied by incentives, threat-centered Transactional leadership is appropriate in particular 

contexts and considerably less helpful when promoting innovation and commitment of worldwide teams. 

C. Leadership Strategies to Support Diverse Teams 

Then leaders have to adapt to their new environment especially where the team members come from 

different cultures. Yukl and Mahsud defined that adaptive leadership is as a function of scope of leadership 

behavior that involves a wide-ranging ability to manage a broad range of behavior types to meet the needs 

of teams in specific contexts. In a diverse team, this may entail, for instance, being highly authoritative in 

dealing with some of the team members, while being rather encouraging with others. Thus, the corporate 

culture can be considered as a major factor that determines the readiness of leaders to trust their 

subordinates, solve conflicts, and guarantee the team’s positive outcomes. 

D. Developing Global Leaders: Training and Development Practices 
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The global leader’s development depends on three major aspects, namely training, education, and coaching. 

Many organizations are putting more effort in offering leadership development concept that are based on 

cross cultural training, global business savvy and emotional IQ. A paper by Caligiuri and Tarique (2012) 

revealed that the efforts aimed at leadership development across the globe are best effective when done 

together with both international assignments as well as cross cultural training. There is also the aspect of 

the mentoring programs to match the emerging international leaders with the experienced leaders; these 

help on the development of competencies required in the management of diverse teams. 

V. Communication Tactics of Global Multi-Team 

A. Overcoming Language Barriers 

Other complex in global teams includes cultural differences and language barriers. Neeley (2017) has 

established that, language barriers cause non-recognition and this leads to misunderstandings, lack of 

membership, and minimize group cohesiveness. Possible solutions for these challenges include, the 

adoption of a working language, training of the linguistic skills of all members involved and the use of 

translators. That is why, team leaders need to foster all sorts of communication and promote a culture where 

people do not hesitate to ask for a repetition of something that has just been said.  

B. Communications and Technology 

1. Synchronous and asynchronous communication tools 

Members of a global team may have different time zones, which means that planning work, or scheduling 

a meeting may be quite complicated. Real-time tools like video conferencing-enabling applications (Zoom, 

Microsoft Teams, etc.) are most suitable for real-time collaboration, however, asynchronous tools like mail, 

project management software, and the likes are just as 

useful when working with asynchronous teams or those 

in different time zones where one can just submit their 

inputs and get back to work at any time. This means 

while using the synchronous tools is preferred then 

asynchronous tools or otherwise, depends on the 

importance and simplicity of the activity or exercise in 

question since complex discussions that require faster 

feedback are best addressed with the synchronous tools 

(Malhotra et al., 2007). 

2. Virtual Collaboration Platforms 

 

Instant chat apps as Slack, work management Apps such 

as Asana and Trello are friends with global teams by 

providing the means for easy and efficient 

communication, project management and document sharing. Some of these include the instant messaging, 

project management and the file sharing which assist to ensure that members of the team are on the same 

page. Features in these platforms such as the different ways of communication and project collaboration 

make work in aspects where people are located in different parts of the globe possible (Hertel et al., 2005).  

C. Building Trust and Rapport in Virtual Environments 

One of the major concerns of virtual teams is that of trust, especially in cross cultural environment. 

Referring to Jarvenpaa and Leidner (1999) there is “swift trust” when the members of a new, temporary 

and usually issue-oriented team trust each other relying on frequent, obedient and coherent communication. 
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In the different country teams, often have to work, the 

trust could be developed based on expectations of the 

regular communication and the commitments to the 

success of the group. It is also important for virtual 

team leaders to design ways and means through which 

members of the team would be able to interact as a team 

and break the language barrier. 

D. Conflict Management in Multicultural Work 

Teams 

Due to these cultural variations, conflict in global 

teams tend to be worse off in regards to communication 

style as well as conflict resolution preferences. Ting-

Toomey and Oetzel (2001) hold for the concerned 

approach of mindful intercultural conflict management. It makes members of the team aware of 

ethnocentricity, active listening as well as the aim towards finding the solutions that are beneficial to all. 

Multicultural conflict management is, therefore, a process that must involve communication, assertiveness, 

understanding and respect for cultural practices. 

VI. Organizational structure and global team assignment 

A. Matrix Structures in Global Organizations 

Matrix structures are usual in international companies because of their ability to provide both geographic 

and functional organizational charts. According to Galbraith (2009), matrix structures can be effective in 

providing increased flexibility and management of resources in a global team’s condition but they need to 

be controlled in order to prevent human misunderstandings and disputes. According to Sy, and D’Annunzio 

disaster (2005) the potential problems/issues include: Goal incongruity, Role ambiguity, Political conflicts, 

hence the need to encourage two-way communications in matrix structures. 

B. Balancing Centralization and Decentralization 

Global organizations have to find a right balance between on one hand centralization of control and on the 

other hand decentralization of operation. The transnational model proposed by Bartlett and Ghoshal (1989) 

postulates that appropriate level of globalization and local adaptation are achieved in the course of 

managing the multinational corporation. Nohria and Ghoshal (1994) in their study demonstrated that it was 

possible to achieve a balance between differentiation and integration by differentiating work roles and 

integrating the values and visions of the company and such companies outperformed the mechanistic 

organizations. 

C. Building Supportive Culture for Global Teams 

It is imperative to create a corporate culture for the organization that is in a position to accept the global 

teams that are in place. According to Groysberg et al. (2018) there are eight different cultures that may be 

crucial for organizational success. Cultures where learning, enjoyment and purpose were considered to be 

significant were some of the most beneficial, for global teams. Schein (2010) conveys about the notion of 

cultivating the organizational culture in a way that is strategic in order to contribute towards gaining best 

related to global teams. 

D. Knowledge Management and Sharing Across Global Teams 

It is therefore important for knowledge to be managed effectively by global teams so that they may be able 

to tap on the strength of their diverse experiences and skills. Sole and Edmondson (2002) revealed that 



© UNIVERSAL RESEARCH REPORTS  | REFEREED  |  PEER REVIEWED 

ISSN : 2348 - 5612   |   Volume :  09 , Issue : 04  |   October - December  2022 

 

416 
 

sharing of situated knowledge – knowledge that is situated within global development teams is a major 

issue. To this end, companies are adopting the knowledge management systems and processes for 

codification and transfer of both, knowledge and understanding to a global workforce. 

VII. Performance Management in Global Teams 

A. Setting Desirable Project and Behavioral Objectives 

Setting of goals and objective is the first crucial step when it comes to performance management for global 

teams. According to Locke and Latham (2002) on goal setting theory, setting specific and difficult goals 

yield better performance than when one sets vague or easy goals. According to Gibson and Zellmer-Bruhn 

(2001) arguing in the framework of global teams, culture may influence how the goals are understood and 

addressed and hence, proper culturally sensitive goal clarification is required. 

B. Performance Metrics for Global Teams 

Stakeholders find it difficult to establish the right key performance indicators for global teams due to the 

fact that such teams work under complex tasks in different cultures. Mendibil and MacBryde (2006) pointed 

out the methodological problem in performance measurement system of the international organization and 

suggested a framework for developing team-based performance measurement system to take into 

consideration the feature of the global teams. Employees should set up valuable targets that have metrics 

alongside non-metric indicators that capture interactions between the teams and cross-cultural relations. 

C. Feedback Mechanisms Across Cultures 

The process of giving feedback in multicultural setting should consider the differences in communication 

styles and cultural practices. In Meyer’s empirical analysis (2014) we find rather large differences in how 

constructive criticism is delivered and apprehended across countries. For example, some cultures are used 

to delivering negative actions to a person’s face, on the other hand, others will never deliver negative actions 

directly. Implications of these cultural differences include the fact that global team leaders need to edit their 

feedback approaches while at the same time ensuring that they are precise and coherent. 

D. Reward and Recognition Systems Globally 

Developing rewards and incentives that can be adopted by the global teams with regards to the culture of 

the different members is very important. Chiang & Birtch in their research established that, cultures differ 

in the preferences of different types of rewards such as financial, developmental and social. It is encouraging 

to note that reward programs require adaptability to suit local consumers’ preferences as long the overall 

goal is achieved fulfilling organizational equity criterion on the international platform. 

VIII. Managing a Global Team and Technology 

A. Technologies for Collaboration and the Effects 

This is because Enabling technologies concerned with collaboration have advanced rapidly, thus 

transforming team management across the globe. As Gilson et al. (2015) explain, such technologies have 

become crucial in changing the processes and performance of the teams. Technology is fast developing 

along the lines of virtual reality (VR) and augmented reality (AR) as formidable enablers that facilitate 

global team collaboration. Pei et al. (2019) further found in his research that the use of VR in collaboration 

can enhance greatly the performance of spatial tasks and increase the satisfaction of the members in the 

global design teams. But at the same time, there are certain limitations for adopting such technologies: 

Technology Adoption issues and considerable costs for infrastructure development. 

B. AI and ML in Team Administration 

AI and ML are popular ways used in management of international teams. They present solutions to some 

of the problems faced like language barriers, difference in cultural values and handling workflow. The study 
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done by Seeber et al. (2020) deals with the notion of ‘‘hybrid intelligence’’ in collaboration, were 

information technologies support humans. For example, a chatbot created from AI can help to overcome 

the issue of time difference in the team because it will be possible to communicate at night or at any other 

time whenever there is a need; On the other hand, the use of ML algorithms can help analyze interactions 

within teams and develop better strategies for collaboration. 

b 

C. Data Analytics for Team Performance Management 

It’s clear to state that data analytics is an imperative component in managing the global teams effectively. 

Sophisticated analytical tools, which exist today, are capable of analyzing a large volume of data obtained 

from various sources to enhance understanding of factors such as team performance, productivity, and other 

factors that can be adjusted. Larson & DeChurch (2020) have employed social network analysis as an 

example of how it is possible to examine communication and influence dynamics in the global teams. 

Managers and organizations are using predictive analytics more and more to identify possible concerns with 

global team dynamics and to address them systematically. 

D. Cybersecurity Considerations for Global Teams 

Since most teams work across borders, they use electronic means of working, this has made cybersecurity 

to be an issue. Chatterjee, et al (2015)’ study reveal that GTVs are especially sensitive to cyber risks such 

as data and intellectual property compromise. Today’s organizations require strong IT security measures 

such as encryption, user authentication procedures, security assessment, among others. Furthermore, a 

security-awareness of team members is critical to ensuring the security and the confidentiality of the global 

team collaborations. 

XI. Trends of the Working Environment on International Teams 

A. The Influence of New Technologies 
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Thus, contemporary technologies are expected to advance team management practices in global 

organizations. 5G networks for example will provide even better near real-time working environment and 

will allow for more complex virtual collaboration technologies. Blockchain technology can help global 

teams to transform their approach to contracting, the protection of intellectual property, and cross-border 

business transactions. Another report by Deloitte points to the fact that these technologies will lead towards 

more devolved and self-managed teams that will disrupt the conventional concepts of structural boundaries 

and control. 

B. New Forms of Employment (e.g., Gig Economy, Remote Work) 

Increasing incidences of job gig economy and the admission of remote working into the business world are 

changing the agenda in the management of global teams. Spreitzer et al’s (2017) analysis points out that 

these trends are making teams more fragile and having rather indistinct boundaries. Presently, teams are 

global, making it easier to hire freelancers and remote employees, and thus managers have to develop new 

strategies of forming these teams, building trust for them and managing their performance. These directions 

are prepaid, and the COVID-19 pandemic also contributed to the fact that more and more organizations 

today use a hybrid model of work, combining remote and on-site work. 

C. Preparing for Gen Z and Future Generations in Global Teams 

In this world related to Generation Z starting to join the working world, several factors make global team 

managers change their approach for these generations. The survey of the Gen Z workers conducted by 

Sakdiyakorn et al. (2021) reveal that the young employees care about meaningful work, training and 

development, and flexibility. To support global teams the organizations will have to include more flexible 

working opportunities, continuous professional development of the employees, as well as the use of 

technologies that connect with this oriented generation. The future strategies for managing a global team 

will probably revolve around the issues of specificity, flexibility, and meaningfulness in order to maintain 

the employee’s motivation across generations. 

XII. Challenges and Limitations of Global Teams 

A. Time Zone and Geographical Barriers 

However, technology being the cornerstone of all integrated operations of the contemporary sophisticated 

organizations indicates that even as different operations areagalized and cut across the time zones and 

geographical map, then challenges of time zone and geographical dispersion will always be a hard nut to 

crack. As highlighted by Cummings et al. (2009) in their research, temporal distance is likely to have a 

detrimental effect on the aspect of team coordination as well as conflict management in the global context. 

Measures to avoid these risks include; having flexible working schedules or having certain standards 

whereby the time to conduct meetings is also taken round-robin basis so that certain individuals are not 

always sacrificing their night sleep. 

B. Work-Family Interface in Global Environments 

It is even harder in the global team arrangements, where working hours can easily overstep the regular 

workflow. Russo et al (2021) points out on organizational support and personal boundary management as 

crucial elements in supporting work to family balance in global virtual teams. Companies need to have a 

coverage regime that is sensitive to the working cultures in each region coupled with an overlap that 

facilitates the integrated working that transcends geographical time differences. 

C. Positive Intuitions and Attitudes 

Culture can be a huge enabler or a massive driver of several barriers including biases and stereotypes that 

may affect global teamwork. Cramton & Hinds (2014) present a study on how subgrouping and fault lines 
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might occur in the global context and to negative effects on the performance of the team. As for concerns, 

companies should introduce diversity and inclusion initiatives, target international enriching experiences of 

the team, developing culturally sensitive procedures which unite the staff. 

D. Mental Health and Well-being in Global Teams 

Cultural adjustment is a major issue when working in international teams, and it is accompanied by factors 

such as loneliness experienced by workers, shifts between time zones and the consequent effect on mental 

health. Nurmi and Hinds (2016) have revealed that the levels of stress and burnout that is evident among 

global virtual teams is higher, than in co-located teams. Just like physical well-being, the mental health of 

employees must be supported by organizations through giving them access to counseling, encouraging 

stress reducing practices and having open conversations without discrimination about mental health 

struggles. 

 
XIII. Management Approaches to Facilitating Global Teams 

A. Organizational Self-Assessment 

Subsequently it examined that before the organizations can start to manage their teams internationally, they 

need to evaluate their preparedness for this challenging task. Zakaria et al. (2004) suggest framework to 

assess the organizational preparedness for Global Virtual Teams in terms of technological support, cultural 

intelligence and leadership. This assessment benefits the organization in that it shows them where to 

implement specific strategies and where there could be some problems. 

B. Developing a Global Team Management Framework 

An effective framework of global team management is required to provide guidelines and directions for an 

organization. Building on the work of Malhotra et al. (2007), a framework should encompass factors such 

as; forming the team, implementing culture, communication, performance and technology. The procedure 

must be versatile in a way that it should work with various teams and cultural settings, but at the same time, 

the guidelines should be same in the organization. 

C. Training & Development Programmed 
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The basic argument holds that adequate training and development provision is imperative for the creation 

of the competencies needed effectively to manage global teams. In their research Taras et al. (2013) provide 

concrete evidence of a positive outcome of cross-cultural training on the performance of the global teams. 

Cross-cultural communication, virtual leadership, and collaborative technology use should be trained, both, 

formally and through practice and coaching. 

D. Communication Plans and Adjustments 

Due to constant changes in the business environments of the global world there is need for organizations to 

pursue best practices in the management of their global teams. According to Gibson and Gibbs (2006), one 

should stress the significance of cultivating psychological climate that fosters both innovation and a 

learning process in the framework of global teams. This is followed by a continuous review of the process 

and performance of the global teams and their members; willingness to change and test new practices can 

be important in enhancing the management of global teams. 

XIV. Assessing Outcome in Cross Cultural Team Leadership 

A. KPIs for Global Teams 

Therefore, it is crucial to come up with formulation of proper Key Performance Indicators (KPIs) for global 

teams. Mendibil and MacBryde’s (2006) study provides evidences that for global teams, the developed 

KPIs should comprise both task and non-task performance measures, as well as measures of cross-cultural 

team process quality. This could be the proportion of projects that has been completed, level of innovation 

which is as a result of innovation generated by the organization’s employees, levels of cultural intelligence 

when carrying out business across different regions and knowledge audit on efficiency in sharing 

knowledge across different regions. 

B. Global Team Initiative Return on Investment 

Evaluating the Return on Investment (ROI) for global team initiatives is complex, but critical for the 

purposes of defending organizational expenditure in this sphere. According to Lapshin et al. (2020), the 

following framework for the ROI assessment of GVT focuses such approach on the GVT business value, 

tangible (e. g., cost cutting through lower travel expenses) and intangible gains (e. g., increased innovation 

potential). To address this issue there is a need for organizations to create complex ROI models that 

encapsulate all the values that are created through the use of the global teams. 

 

C. Long term effects on organizational performance 

It is only possible to evaluate the potential effects of global team management to organizational performance 

with a long-term strategic point of view. Mathieu et al (2008) note that effective management of teams 

conducive for globalization yields organizational benefits that accumulate over a period of time/key success 

factors such as organizational flexibility, market orientation and competitive advantage. Systematic 

performance analyses of the development of the skills of global teams and an association between these 

skills and key organizational performance indicators are also useful for developing an extended 

understanding of the strategic benefits of investments in global team capabilities. 

XV. Conclusion 

A. Integration of Major Recommendations 

A thorough literature search on global team management indicates that it is a complex role of leading and 

hence managing teams that are dispersed across geographical locations, and drawn from different cultures. 

Some of them include Overview of Cultural Intelligence – Adaptive Leadership and Technology as the 

major enablers of effective functioning of global teams. It can also be concluded that in the course of 
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globalization it is critical for organizations to both standardize and customize the management processes, 

and emphasize on the importance of the learning process in the face of growing global business environment 

complexity. 

B. Implications for Practitioners and Organizations 

The implication drawn from this research are enormous for both practitioners and organizations. The 

concept of Global team management entails solicitude for culture, technology and organizational structure 

formation. Global leadership competencies should be integrated, organizational support for these 

competencies should be developed, and the culture focused on learning should be supported. The frequent 

use of the technology and remote work creates an interesting context for international teams’ management 

that requires constant evolution of managerial practices. 

C. Future Research Directions in Global Team Management 

Several topics can be highlighted as areas which require further exploration of global team dynamics, 

despite the recent advancements made in the topic. Further research should seek to establish the impact of 

virtual and hybrid work models to the global team performance and organizational culture after a longer 

time. The effects of the recent innovations like AI and VR to cooperation across different global teams form 

another topic that can be further explored. However, despite the growing increased interest in developing 

innovation and creativity in work related teams, there is limited knowledge on how managers can optimally 

cultivate innovation and creativity in highly diverse and geographically dispersed teams. Global business 

environment is dynamic, and as it changes further research will be important in improving and progressing 

global team management. 
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