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Virtual Team Leader and Member

Competency Assessment

Virtual team leader
In the competence area of the virtual team leader assessment I scored 19, which – according to the checklist’s guidelines – suggests that I have excellent virtual-team leadership skills. For the experience part, I have not led enough virtual teams to get an idea of the exact level at which I need improvement; thus, my score was 14 in this section.
My main strengths lie in the understanding of the appropriate use of technology, the cross-cultural management and the building of trust. Among weaknesses I have noted mainly the lack of experience, but also the unfamiliarity with performance management and coaching in a virtual environment.
	Competence audit (Checklist 4.1.)

	Competence Area
	Skill level
	Experience level

	Performance and management coaching
	2
	1

	Appropriate use of technology
	3
	2

	Cross-cultural management
	3
	3

	Career development and transition of team members
	2
	2

	Building trust
	3
	2

	Networking
	3
	3

	Developing and adapting team processes
	2
	1

	Total points
	18
	14


Strengths
One of my main strengths lies in the ability to build personal relationships in a short time, as well as a good understanding of potential time and cultural obstacles. In and outside virtual team environment, I have been faced with various situations in which people with different backgrounds were involved; I have seldom had trouble in understanding the differences and acting accordingly. In addition, it comes natural to form relationships with other people, either face to face or in a virtual meeting, as I have an outgoing type of personality.
In the matter of building trust, this may be easier or harder depending on the type of technology used with the team. It would be easier on a video conference, where both voice and image are showing and it is more similar to real life meetings; this way, people would be able to better perceive the meaning of the communication if they saw the body language along with hearing the words. On the other hand, in a chat-type team environment, the trust could be built and maintained through clear, concise sentences and repeated acknowledgement of members’ ideas and questions.
From the networking point of view, I tend to work very well with other people in both a regular, face-to-face environment, and also in a virtual one. I usually communicate very well with the team members via e-mail or phone if additional one-on-one communication is needed.
As far as technology goes, I have a good understanding of what it can and can not accomplish in a virtual team environment. In addition, my take on it is that technology needs to be adapted to the type of work being performed in the team and also to the team members’ technology comfort zone. For instance, if the team only needs to communicate (virtually) the status of a project, very advanced technology should not be used, as it would unnecessarily complicate the communication process.
Weaknesses
Given my little experience at managing virtual teams, I have not had many chances at coaching other people as far as their career interests are involved. I have been, however, involved in activities oriented towards quantifying the progress and results obtained through the virtual participation. I find it difficult to establish clear criteria of quantification for the results of the process.
Countering weaknesses
With more experience in leading virtual teams, I expect my weaknesses to be less of an issue. As they are mainly a result of the lack of experience, by leading more virtual teams I would be faced with new situations to which I would learn to adapt.
Virtual team member
My scores on the virtual team member seem higher than those in the virtual team leader assessment; this can be easily explained by the fact that so far I have been involved in virtual teams more from the position of a member than that of a leader. In this view, my experience level is radically improved for this assessment (with a total of 17 points) and so is my skill level (16 points).
	Assessing team-member competence (Checklist 6.1.)

	Competence Area
	Skill level
	Experience level

	Project management
	3
	2

	Networking
	3
	3

	Use of technology
	3
	3

	Self-management
	3
	3

	Crossing boundaries
	3
	3

	Interpersonal awareness
	2
	2

	Total points
	17
	16


Strengths
Similar to the virtual team leader assessment, as a virtual team member I tend to clearly assess the cultural differences between the team members, and act accordingly to moderate them in a constructive way that wouldn’t negatively affect the outcome of the team project.
Where technology is involved, I work towards helping or even training other users in the particular type of technology that would be used for the virtual team communications.
In the self-management area, I plan and prioritize my own work in order to help the rest of the team. Through my work experience, virtual or not, I have been identifying and taking advantage of learning opportunities. I am also good with multi-tasking and addressing more than one issue or project at a time. Often, I have performed tasks that required learning new skills on the spot, or that brought changes to my work habits; I can easily adapt to change.
Weaknesses
My main weakness as a virtual team member (in this assessment) lies in the area of giving feedback to other team members. Since I try to avoid conflicts, I usually find it hard to give feedback to other people if it involves negative remarks. In addition, my work experience has not required me to make much use of feedback – thus more experience with it would definitely improve my assessment.
In the area of project management, my knowledge is more of a theoretical nature. While I have worked in virtual teams developing projects, the project plan was usually already made by the time the actual project – in which I was involved – started.
Countering weaknesses
Again, by using virtual teams more than in the past, I would be able to improve my skills and better address the areas where I lack experience. By addressing the feedback issue and trying to identify situations where I could give feedback, I would be able to score better in that area as well.
Conclusions
A better assessment could be done when I have participated in a large enough number of teams that I can clearly explain and exemplify my work, strengths and weaknesses, both as a team leader and as a team member.

In addition, I feel that the assessment from the book lacks a little flexibility: as many characteristics are involved in describing each area of competence, I believe it would have been a better choice of a point scale if the skill and experience levels could have been measured on a larger scale (for instance, 1 to 7). 1, 2 and 3 give very little room for discussion and may not be completely representative for one’s skill and experience.
