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Introduction
[bookmark: _GoBack]The study “Does Virtual Team Composition Matter? Trait and Problem-Solving Configuration Effects on Team Performance” discusses new tangents of team related issues; it talks about the relatively newly emerging type of teams, which are the teams operating virtually. Virtual teams are formulated for a short term (Derven, 2016), involving members from any specialization field, are generally self-governed, and communicate more often than not, entirely virtually by technology. This type of team has recently become quite popular due to the many benefits of it, including saving costs and efforts on transportation and communication, enjoying the expertise of the top professionals in their respective fields, regardless of their geographical location, and countless others. However, because of its novelty, there is not much research done regarding these types of teams, what works for them, and what does not. Therefore, this paper aims to discuss whether or not, the composition of a virtual team has any effect on the working on the tasks. It talks about the extent to which the homogeneity or heterogeneity in a few dimensions affects the performance of these virtual teams. It also discusses whether virtual teams should opt for a person-environment fit or a person-team fit, talks about team’s composition while keeping two important traits in mind; conscientiousness, which is a team, based and task specific trait, and extroversion, which is a relationship-building trait. Both the focus on task, as well as relationship building is equally important (Bandura, A., 1997) and the study wishes to examine if the same rules as set for traditional teams also apply to virtual teams.
Key Research Questions 
There are four research questions. The first question discusses whether a variance in the extroversion levels of the members of the virtual fit will benefit the team or not. This question focuses on the fact that the outgoing nature of the different members in the team may vary; the question is that will the differing levels of extroversion pose as an opportunity or as a threat? This question is more complicated when discussed in the light of virtual teams because it is harder to detect the personality types over the internet, especially on a text only platform, which misses any important facial and verbal cues that people are normally quite sensitive to. 
The second question discusses that whether the varying levels of conscientiousness amongst the members of the virtual teams negatively affects the virtual teams or not. Here, the study brings the concept of social loafing to light, the phenomenon of a group of people who are not as motivated to carry out their work, as they would have been if they were working alone. Social loafing arises due to the perceived transfer of liability to other members of a group (Alnuaimi, Robert, & Maruping, 2010), a phenomenon that heightens when the teams are virtual teams and are self-governed so that there is no leader figure who will assign work to each person categorically.
The third question talks about a combination of the two aspects as discussed above; this question discusses how the varying levels of conscientiousness and the varying levels of extroversion amongst the virtual team members can interact, and whether or not it will have a positive impact on the team performance. This questions probes into the mixture of the two traits, each one governing relationship building as well as efficiency of task performance.
The fourth and the last question of the study discusses the perceptions of the members of the virtual teams regarding what is required of the problem that they are expected to solve. This research questions focuses on the fact that a different perception of the aforementioned requirements amongst different members will cause issues and will affect the virtual team’s performance negatively. The results need to entail whether the varying levels of perception of the problem requirements will cause any problems amongst the members since these differences will lead to different ideas as to how they should approach the problem and consequently solve it.
Summary of Key Research Findings 
Firstly, the research discovered that it is crucial for researchers as well as managers to focus on the configuration teams, especially virtual teams. This aspect has long been ignored but this research proved that it is very important as it plays quite a part in the performance of the team. This research, unlike others preceding it, did not focus on only one dimension of configuration of virtual teams; it talked about both homogeneity and heterogeneity, as well as regarding conscientiousness and extraversion. As a result, it was established that there is indeed an impact of the team composition on the task performance of the team. 
Secondly, this research moved away from analysis of traditional types of teams to virtual teams where the setting is almost entirely online. Since this setting does not involve direct contact where you can detect nonverbal and bodily cues, therefore it is important to focus on traits that can easily be detected through the internet. This research also focused on both complementary as well as supplementary perspectives of collaborations, and how both these approaches differently handle issues related with online collaborations, such as social loafing.
Thirdly, this research explored new avenues of virtual teams and their configurations and the factors, which affect the factors. The person-team fit was not the only one, which was examined; the study also examined the task-person reference, where the perspectives of the different members of the virtual team regarding the problem at hand and what is required of them in the light of it were also taken into account. This dimension helps to establish how the differences in perceptions can result in different levels of performance of the team because each member has different expectations of the level of involvement as well as the requirements of the task. This research also made use of a relatively newer statistical method, namely the median regression. This will be used when the outcome variable will pose results, which are significantly skewed and may contain many outliers. Most researches may choose to ignore these outliers and the skewed nature of the data, but this will also negatively affect reliability and significance tests 
Lastly, this research also offers findings, which can be applied practically while trying to formulate virtual teams with the aim for optimal performance. Managers can make use of the findings to formulate teams with conscientious levels that are complementary in nature to each other. They can also make sure that each member of the virtual team has similar ideas about the requirements of the problem solving process so that likeminded people can become part of the team.
Description of Measures Used 
The measures that were used during the course of the study being carried out were in line with the constructs using which the hypotheses decided upon previously could be either approved or disapproved. A Likert Scale was made use of, ranging from 1 to 7, where 1 meant “Strongly Disagree”, 7 meant “Strongly Agree”. While considered the two traits of conscientiousness and extroversion, the participants were asked questions and they were supposed to express how much they agreed or disagreed with the statements. For measuring the extraversion trait amongst people, they were asked the following questions: (1) I am bashful when with people, (2) I am shy and (3) I am quiet when with people. When participants were being tested for conscientiousness, they were asked the following questions, which they were, then required either agreeing or disagreeing with to a certain level; (1) I am orderly, (2) I am organized, (3) I am precise and (4) I am efficient (Turel, O., 2010). 
The measures for these two traits were actually decided based on the actual and traditional measures of the aforementioned traits, such as Costa and McCrae (1992), since the actual measures were relatively smaller, yet they were still deemed useful in a number of contexts. Mowen made a scale for elemental traits which were assumed to be eight, out of which the big-five was brought forward. He also developed a nomological net according to which the elemental traits lead to a range of situation-speciﬁc traits. The content of the concepts of trait extroversion and trait conscientiousness he uses is identical to the one used in the big-ﬁve conceptualization.
The measures being used in the study is rooted in the work of Morgeson and Humphrey which talk about perceived problem solving. The participants that took part in the study, that is the subjects, were inquired regarding how much they were in agreement with statements, which highlighted any potential problem solving requirements they may perceive. The statements were as follows; the project (1) involved solving problems that have no obvious answer, (2) required me to be creative, (3) often involved dealing with problems that I have not met before and (4) required unique ideas or solutions to problems (Turel, O., 2010).
The work performance by the virtual teams was gauged and measured in the form of a standardized assignment grade, which was decided and allotted according to the instructor of the course. An addition of four points was made to the previously explained standardized scores so that the distribution would shift over to the plus side. This, however, did not have any negative influence in the variation in the distribution and nor the shape of the distribution. The grades assigned to the virtual teams by a course instructor were separate and regardless of this research that was being conducted. Therefore, the data that was gathered by asking the subjects of the study to explain their levels of agreement or disagreement is completely separate and independent of the performance data, which was recorded, and provided to the researchers externally. Because of this two pronged, independent sources of data, the risk of common method variance was avoided. In addition, the outcome that was gained from the study is applicable to the team performance of any virtual team, when tested through the eyes of a client or through the eyes of an external supervisor. Therefore, these findings can be generalized and applied to any virtual team setting to achieve optimal efficiency and effectiveness.
 “Standard Performance” Explanation
The variable of “standard performance” has a mean of zero and a standard deviation of one. In order to understand why, we first need to see what standard performance means. It means the normal level of performance without taking into consideration any variances in the traits that are being considered. The mean of standard performance is zero because the positive and the negative effects of the traits are being ignored, as well as the fact that either sides cancel each other’s effect, because of which, the mean of the variable becomes one. The standard deviation is one because the variance caused in standard performance because of the other variables being considered is one, both positively and negatively.
Discussion of Provided Descriptive Statistics
The team level descriptive statistics that were provided because of the analysis of the data gathered for the research were as follows; standardized performance, variance in conscientiousness, variance in extroversion, and variance in problem solving. These statistics are data appropriate, as well as the hypotheses that were determined at the start of the study. This is because the effect of team configuration had to be observed on the task performance of the team, which was elaborated through the standardized performance variable. Then, there were two aspects where the homogeneity and heterogeneity of the members of the teams was discussed; conscientiousness and extroversion. Both these factors were discussed, along with the impact of each on the standardized performance. Lastly, the factor under consideration was how different members reacted to different tasks and what their perception was regarding requirements for each problem. The data was expressed in the form of a variable, which showed the variance in problem solving. This adequately helped to capture how the differences in the expectations of different people of the team affected the team performance.
Key Issue Faced by Researchers
This paper discussed quite a unique tangent of team formation and its effect on work performance because the type of team under consideration had not been previously discussed in detail. Therefore, the researchers found that very limited work had been done and the novelty of the type of the teams led to limited response or experience amongst managers regarding managing these types of teams. Due to the lack of any basis to formulate their study on, the researchers had to rely on their personal judgment to choose the dimensions along which the study would be conducted, namely extroversion and conscientiousness. Yet again, an issue which posed as a limitation to the researchers was that these two dimensions were not enough to capture the extremely complex aspects of a team configuration and its impact of work performance. They believed that more work needs to be carried out along these same lines, work that will preferably inculcate more appropriate dimensions to the study and not only carry the study out while keeping one task in mind, a step the researchers had taken which they believed caused the research to become considerably narrow. The researchers believed that their study was task specific and that their findings might not be true for virtual teams in a different situation while dealing with a different task. Having less experience in this field themselves, the researchers hoped to set the foundation for any future research in this regard, which would expand on the subject and delve into it with more detail.
Conclusion
This paper discusses the virtual teams, their configuration, and how it affects their performance. It talks about how virtual teams are different from traditional teams but there are some things that are common amongst the two, like the interdependence of the aforementioned two factors. It talks of the factors of extroversion and conscientiousness, and whether or not these two traits are even detectable through a purely online, text only communication. It is also discussed if the varying levels of the two mentioned traits are beneficial or not for the work performance, and to what extent these variances affect it positively or negatively. While being a paper, which discusses a topic that has seldom, been the cause of attention amongst researchers, the study conductors themselves believe that this study might be lacking in some dimensions due to the novelty of the teams. They believe that further work can be carried out regarding this topic, which will make use of a deeper understanding of team configuration by considered multiple aspects and inculcating more dimensions than the ones that are being considered in this study.
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