
experiences during the game, key issues and critical 
incidents.  

The first step will concentrate on students only but the 
data gained there will serve as a basis for designing the 
training setting for the managers. Basically, we see a lot of 
similarities between those two groups of society although 
we are aware that there are certain differences between them 
as well. In the business context, some issues might play a 
bigger role than among students3: power, for example, is 
primarily a question of functions, financial resources and 
organizational structures and only secondly of issues such as 
better expertise, organizational skills, or personality (as it 
has been the case in former students groups). Age and 
gender have more influence in management than among 
students as in the group of the latter, there are no big age 
differences and gender equality is more or less executed at 
universities. Further, roles and functions are somewhat 
predefined in management teams whereas the self-managed 
student teams can choose task distribution and roles on their 
own. Similarly, leaders are most often predetermined and 
officially nominated in business. The students in our 
settings can feel free whether to nominate a leader or not.  

But despite of those (small) differences, we see a chance 
for students to gain insight into real business settings, and 
an opportunity to create management training with relevant 
and appropriate tasks and issues. 

C. Method 

Especially the reflective essays but also the qualitative 
interviews were then analyzed by grounded theory method. 
Grounded theory provides the possibility to find out more 
about meanings, explanations, situational as well as 
contextual factors of social phenomena, and can be regarded 
as an appropriate method for cross-cultural research. 
Further, it seems especially helpful for our purpose as it 
aims at generating rather than testing theory and is an 
adequate tool for combining theory and practice [14], [15]. 

The aim of our analysis is to detect different factors 
contributing to the processes and team dynamics in virtual 
multicultural teams. Following the suggested process for 
analysis [14] - [17], we read each paper thoroughly (“line-
by-line-coding”) and filtered out statements suggesting 
issues influencing the students´ collaboration.  

Descriptive key and descriptive key words (“codes”) 
emerged from relevant statements. Examples for those in 
our study were consensus, dominance, no answer, silent or 
small talk. Those codes which followed a similar pattern 
were then grouped into the same category (i.e. broader 
issues). The long list of upcoming codes was then reduced 
to categories such as decision making, leadership, 
communication style, or communication pattern. At the end, 
the categories allowed a conclusion to factors influencing 

                                                 
3 Former interviews with managers for different projects on multicultural 
and virtual teams as well as our own practical experience have revealed 
those issues to be different between managers and students. 

the process of virtual multicultural teams. As such 
communication, negotiation, leadership, power 
development, or cultural sensitivity came up. These factors 
were then compared to existing literature in order to find 
theoretical explanations and backgrounds.  

Based on those influences and on challenges known in 
virtual teams in terms of previous studies and our tentative 
results, we have developed a VMCC training module in 
which the team members can acquire and train typical skills 
required in virtual teams, especially on virtual 
communication. As already mentioned above, we will take 
the multicultural composition into account as well, by 
composing the teams differently (monocultural, highly 
diverse in cultures, token members in monocultural teams, 
multicultural but dispersed etc.). Thus, we can also find out 
more about cultural differences and their impact on virtual 
team work, both within and between groups.  

Role plays, mini-cases, discussions, simulation games as 
well as theoretical knowledge serve the students/participants 
to learn and train the abilities in question (e.g. cross-cultural 
negotiation, leading a virtual multicultural team, cultural 
sensitivity). In order to use them in practice and to verify 
their relevance, RealGame™ will be played again after the 
training session. After this first step, the same procedure 
will be used for companies who want to provide training to 
their virtual team members.  

 In the company context we will additionally use 
interviews of the key people in the company beforehand in 
order to identify particular problematic areas of knowledge 
sharing and cooperation. The VMCC -training module will 
then not only contain training for typical business skills 
required in virtual multicultural team work but also for 
special abilities in virtual and multicultural communication.  

IV. TENTATIVE RESULTS 
From a preliminary analysis on the first validation round 

and from former virtual team projects with students we have 
already some idea about what factors, and how, come up in 
virtual multicultural teams4. By making them visible in the 
VMMC -training it is possible to enlighten to the virtual 
team members these factors’ role in the functioning and 
performance of the team. These issues are for example team 
leadership, decision-making, power distribution, trust, the 
role of language, technical problems and for sure issues 
associated with virtual and cross-cultural communication. 
                                                 
4 In previous semesters, different virtual team projects have been 
conducted. In order to guarantee a comparability and a certain variety at 
once, different schools were involved (e.g. Richard Ivey School of 
Business, Canada; ESADE, Spain), different tasks had to be completed 
(e.g. case study, seminar paper, negotiation or creative task), and students 
were coming from different cultures. What remained the same was the task 
to write a 3-5 pages reflective essay at the end of the project reporting 
about critical incidents, experiences, learnings etc. The analysis of all those 
essays showed exactly the same factors coming up than in the RealGame™ 
simulation. The students in these virtual team projects came from very 
different cultures such as Canada, US, Czech Republic, Poland, Spain, 
France, and for sure Austria and Finland. 
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