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Abstract

The main objective of this diploma thesis is to make a research about the conflict
situations in virtual teams and analyze if there are important differences in types and
reasons for conflict management between members of virtual teams and traditional (local)
teams, as well as to identify the role and approaches of the manager in these conflicts. In
addition, the objective of the thesis is to refer to the identified reasons for the conflicts
and suggest the possible directions of their resolutions based on the reviewed literature
and own research. The first part of the thesis, literature overview, provides a summary of
the analyzed journals, web resources and materials from libraries on the topic of conflict,
virtual teams, traditional teams and conflict resolution. The methodology of the second
part, own research, is based on the questionnaires provided to the members of a virtual
team and a semi-structured interview with a manager of this team. Questionnaires were
filled out by regular employees and members of virtual teams of the companies in the
sphere of information technologies. Based on the survey results evaluation
recommendations to improve conflict management in virtual teams were proposed.
Keywords: Conflict, virtual team, questionnaire, teamwork, conflict resolution,

interview, distributed teams, conflict management, online communication.

Abstrakt

Cilem této prace je analyzovat konfliktni situace ve virtudlnich skupinach a
zkoumat, zda existuji vyznamné rozdily v typech a diivodech konfliktd mezi virtudlnimi
tymy a tradi¢nimi tymy, a také identifikovat roli manazera v takovych situacich a jeho
ptistupy k feseni konfliktti. Dal$im cilem diplomové prace je odkazat na zjisténé divody
konfliktu a navrhnout jejich mozné feSeni vychazejici z teoretické €asti a vlastniho
vyzkumu. Prvni ¢ast prace, predstavuje piehled témat konfliktu, virtualnich tymu,
tradi¢nich tymu a feSeni konfliktli na zdklad€ odborné literatury, analyzovanych ¢asopisu,
webovych zdrojii a materiadlit z knihoven. Metodika druhé ¢asti, vlastni vyzkum, je
zalozena na dotaznicich poskytnutych ¢lentim virtudlniho tymu a polo strukturovaného
rozhovoru s manazerem tohoto tymu. Dotazniky vyplnili béZni zaméstnanci a ¢lenové
virtudlnich tyma firem v oblasti informac¢nich technologii. Na zékladé¢ vysledkl
prizkumu byla navrzena doporuceni pro hodnoceni zlepSeni fizeni konfliktd ve
virtudlnich tymech.
Kli¢ova slova: konflikt, virtudlni tym, dotaznik, tymova prace, feSeni konfliktu,

rozhovor, rozdé€leni tymi, fizeni konfliktd, on-line komunikace.
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In the age of globalization and fast technology development, the companies start
to utilize the concept of virtual teams more and more often. It does not come with a
surprise considering the numerous benefits connected with the application of this
approach. However, virtual teams have disadvantages as well that may lead to the
difficulties, misunderstandings and conflicts between their members.

Objectives

The aim of this thesis is to analyze conflict situations in virtual teams and examine
if there are significant differences in types and reasons for conflicts between members of
virtual teams and traditional (local) teams. Moreover, the aim includes the identification
of conflict solutions and the role of the manager in such situations. In addition, the
objective of the thesis is to refer to the identified reasons for the conflicts and suggest the
possible directions of their resolutions based on the reviewed literature and own research.

The following research questions were formulated in order to achieve the aim:

1. Do employees face more conflicts with virtual team members compared to local
team members?

2. What are the main reasons for conflicts in virtual teams with online members?

3. Are there any differences between reasons for conflicts in traditional teams and
virtual teams?

4. What are the main solutions for virtual team conflicts suggested by their managers
or team leaders?

Methodology

The first part of the thesis provides a summary of relevant professional resources
such as analyzed journals, books and articles from web resources and libraries on the
topic of conflict, virtual teams, traditional teams and conflict resolution.

The methodology of the second part, own research, is based on the questionnaires
provided to the members of a virtual team and a semi-structured interview with a manager
of this team. The questionnaire included 11 multiple choice questions and interviews
included from 5 to 7 questions. The total number of respondents is 52.

The research focused on five teams that include both local members and virtual
team members. All the companies are working in the IT sphere, in particular, digital
marketing, digital insurance, and IT services. The teams are physically located in the
Czech Republic, Ukraine and Bosnia and Herzegovina. They are Hewlett Packard
Enterprise, DXC Technology, Grid Dynamics, Dinghy, and Digital Marketing d.o.o.



The data received from the research were carefully analyzed and described. The
outcomes and analysis were used to respond to the main research questions stated in the
objectives of the thesis.

According to the analysis based on the questionnaire data, it is not enough
evidence to confirm that employees face more conflicts with virtual team members
compared to local team members.

The correlation coefficient was calculated to analyze if there is a correlation
between the working period and the frequency of conflicts the team members face. The
results showed a very weak level of correlation.

According to the results, the respondents who have the most frequent conflicts are
male in the age group of 21-30 years. At the same time, female representatives in the age
group of 21-30 years prevail among those who have chosen “once per week” and “2-3
times per week” conflict frequency. As for the age group of 30-40 years old, most of them
have chosen either “never” or “once per month” conflict frequency. Also, all the
respondents with the working period of more than 4 years replied that they have conflict
frequency once per month. Moreover, those who replied “Never” are mostly represented
by those who are working in a company for either less than 1 year or 1-2 years.

As for the conflict influence on the everyday working life of the respondents, all
respondents who work more than 4 years have chosen “medium influence” option. Also,
female employees, as well as those who work less than 1 year, prevail among those who
replied “higher than medium influence” and “strong influence”. Male employees prevail
among those who replied “lower than medium influence” or “medium influence”.

There are differences present in the reasons for the conflicts between local team
members and virtual team members. The main reasons for the distributed members are:
an online character of communication, incompetence, language issues, time
incompatibility and cultural differences. As for the local team members, they are:
injustice, unfairness, inequality, incompetence, time incompatibility, an online character
of communication and violation, insult. It can be concluded from the reasons mentioned
above that there are both similar and different reasons for conflict between virtual team
members and local team members.

As for the solutions, it was found that in most of the cases virtual team leaders use
the approaches based on the conflict types their team is facing and their previous
experience. The main approaches are:

1. Analysis of the relationships and communication in the team;
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2. Creation of a virtual site as the group's essential point of convergence and/or
an internal social network;

3. Encouraging employees to keep a constant flow of communication and share
knowledge;

4. Encouraging team to have activities outside the project;

5. Introducing the habit of celebrations as a team;

6. Setting of clear objectives and orientations for each of the member and the
team as a whole;

7. Encouraging the team members’ participation in setting the overall strategy;

8. Constantly devoting time for team building;

9. Providing constant feedback about team performance.

Implementation of the advice and approaches mentioned above should help in

conflict prevention and resolution among virtual team members.
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