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Abstract

Even though virtual teams have recently gained more and more importance, there is still little
research on how gender equality in virtual teams compares to physical teams. It is wellknown, that important factors and challenges in virtual teams are different from those in
physical teams. This research aims to examine behavior- and performance-related gender
differences when comparing virtual teams to physical teams. In this context a virtual team is
defined as a real-time online meeting, in which not all participants are necessarily in the same
location.
To test the hypotheses that both behavior-related and performance-related gender equality is
different in virtual teams compared to physical teams, in a first step and online survey was
distributed to students and professionals, in which participants were asked to rate different
factors related to behavior and performance in virtual meeting situations. In a second step,
semi-structured interviews with professionals were conducted in order to validate and give
background to the results. The results supported both hypotheses and found a difference in
behavior- and performance related gender equality in virtual teams compared to physical
teams.
The results suggest that there are gender differences in the factors most important in virtual
teams, in how the own physical appearance affects participation in virtual teams, in
communication styles as well as in the importance of trust and psychological safety versus
task-orientedness. Based on those results, these factors need to be considered when leading a
virtual team, in order to ensure equal opportunity for both genders.
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1. Introduction
With a general increase in globalization and digitization, the classic co-located team is no longer
the only form of a team; many organizations use virtual teams to work on projects or tasks.
Virtual teams have been a topic of interest for researchers since the 1980s (Chhay, 2013);
however, over time, the definition of what constitutes a virtual team has changed, mainly due
to technological progress. Ferrazzi (2014) defines a virtual team simply as a team "made up of
people in different physical locations". An earlier definition states that virtual teams are teams
"with a common purpose that use technology to cross time zones, distance, and the boundaries
of organizations" (Lipnack & Stamps, 1999, p. 17). Gibson (2003) states that virtual teams
"amplify both the benefits and the costs of teamwork". This means that, if managed correctly,
virtual teams can reap the benefits of talents from all over the world; however, if handled poorly,
the lack of working together physically will amplify team issues like trust, communication, etc.
much more severely than it would in a traditional team setting. The COVID pandemic has
significantly impacted almost all aspects of individuals' work and private lives worldwide. One
of the most significant effects it has had on the way we work is that many people are working
more and more from home to avoid physical contact with too many people and curb the virus's
spread. Even though the concept of working from home has seen an incomparable surge since
the start of the pandemic, as has been mentioned, the idea of working together in locally
dispersed working groups is, in fact, not new at all. There are essential factors that need to be
paid attention to in the virtual team setting to facilitate good performance. A critical aspect of
working with people worldwide is creating a team environment that bridges cultural
differences. Another aspect, which is highly important even within a virtual team in a smaller
scale company, is gender diversity in a virtual team setting.
This research aims to explore potential gender differences in behavior and performance in a
virtual setting. Additionally, it will analyze the effect a virtual setting has on gender equality
compared to a physical setting. Analyzing gender differences in this setting is relevant for
several reasons, the most important one being that there is still a general inequality in many
business areas when it comes to gender. Additionally, it is essential for researchers and
practitioners to be aware of potential gender differences to lead, organize, and work with virtual
teams most effectively. This research will focus only on male and female as genders. Analyzing
factors like these for people who identify as non-binary would be an interesting approach for
future research. Is there a difference in behavior between men and women in a virtual setting,
will be one of the main questions this research will answer.

Regarding behavior, different factors like interruption, participation, distraction and different
communication styles will be analyzed for similarities and differences between the two genders.
In a second step, the difference in perceived performance and factors, which influence
performance, will be analyzed for men and women. Factors, which facilitate performance
include trust or psychological safety, motivation and goal-setting. The perceived performance
will be researched for individuals; however, additionally, it will be analyzed how individuals
perceive the performance of the whole team.
This paper will give a brief overview of the existing literature for the topic, when it comes to
benefits and challenges of virtual teams and with regards to gender as a factor in virtual teams.
In the next step, the methodology of the research will be presented and explained in detail. This
research has used a mixed-methods approach of conducting a quantitative survey followed by
qualitative semi-structured interviews. The following chapter will then summarize the results
of the study. After that, the results will be interpreted and discussed, followed up by pointing
out limitations of the research and implications for further research.

2. Literature Review
2.1 Differences in men and women affecting virtual teamwork
Dufwenberg & Muren (2006) researched how the gender composition of a team influences its
decision-making, with some interesting results. They found that groups are more generous and
equalitarian when women are in the majority, but the most generous groups consisted of two
women and one man. Even though this research has not been conducted among members of
virtual teams, it still gives a general overview of different gender-based team dynamics.
Additionally, in their research, Muehlheusser et al. (2015) analyzed gender differences
regarding honesty in a group setting. This research has found no significant difference in
honesty between genders when it comes to individual decisions. For group decisions, gender
plays a much more substantial role concerning honesty. The research has found that there was
more lying and unethical behavior in male and mixed groups than in female groups. While this
research has been conducted in a traditional physical group setting and not in a virtual setting,
the general observation of gender differences can at least to some extent be transferred to a
virtual setting.

Previous literature has established that gender differences have a significant impact on
communicative behavior in virtual teams. Furumo et al. (2014) found that males tend to use
communication to establish dominance in virtual team settings while females establish
relationships. In practice, this means that males tend to focus on the task at hand and are at risk
of social loafing. On the other hand, females tend to be more conscientious and agreeable,
focusing on social relationships and collaboration.
Similarly, Boiney (2001) found that males are most comfortable in virtual teams when the
team's objectives, tasks and team roles are as clearly defined as possible, while females tend to
be most comfortable when communication and group maintenance activities are valued
alongside task-related activities. In another study, Furumo et al. (2014) established that males
and females also use different strategies when conflicts arise in virtual team settings. Whereas
males tend to use dominating conflict management styles (such as interruption and general
conversation controlling), females value compromising and other collaborative efforts when
conflicts arise.
Male-dominated groups tend to use stronger assertations and emphasize freedom from
censorship and promote themselves and debate. They also tend to support their opinion strongly
and express independence. Female dominant groups tend to be more positive and politer and
encourage support, helping and consideration. They also use "I" statements and directly address
others to establish a social presence and display more socio-emotional behavior and nonaggressive strategies. (Shen et al., 2017; Michailidou et al., 2018). Finally, while virtual team
composition in terms of gender is undoubtedly essential, Baxter (2018) found no statistically
significant difference in how males and females perceive the effectiveness of their respective
team leader (based on the gender of the team leader).

2.2 Aspects of virtual teamwork affecting men and women differently

Riedl et al.'s (2015) study also highlights that offline gender dynamics across cultures are not
automatically replicated in virtual teams: for example, just because gender egalitarianism is low
in Japan does not necessarily mean that Japanese women's participation in virtual teams will be
low as well. The researchers emphasize that virtual team managers need to be aware of the
offline culture and recognize that virtual team culture can diverge significantly.

A study by SDU and the University of Magdeburg (Holst, 2021) found that some of the popular
video conferencing software, since the audio is transferred in a compressed manner, does not
manage to transmit all frequencies. The study shows that this affects women more than men
since more of the frequencies in which women’s voices mainly work are lost in transmission
than men's. This leads to women’s voices being perceived as less expressive or charismatic. If
one adds a slow internet connection to this, the effect becomes even more drastic.
In terms of practical virtual collaboration, presented gender shapes social interaction and group
dynamics in virtual communities. Even without previous communication, only representation
of gender can change the user's behavior and interaction with others. Also, gender composition
influences participation and interaction between group members and group members tend to
adopt group norms developed by most of the communication (Shen et al., 2017). Schiller et al.
(2011) studied the gender differences in virtual communications on a creative design task, and
it examines gender differences and how they influence outcomes and attitudes on virtual
collaboration. The research focused on male-male dyads and female-female dyads. In the male
dyads, the effort devoted to task performance positively impacts team trust and satisfaction.
However, the effect of impression management is non-significant in male dyads. In female
dyads, impression management significantly influences team outcomes, whereas effort toward
task performance impacts team satisfaction but not on team trust.
In their research on how the anonymity of virtual teams affects performance based on gender,
de Pillis & Furumo (2007) found that, in general, the performance of physical teams was overall
better than the performance of a virtual team. In the anonymous virtual teams, women
outperformed men on average. This leads to the conclusion that the anonymity of virtual teams
helps women make gender irrelevant and giving an equal basis to both genders.
De Vasconcelos Filho et al. (2009) analyzed how self-image concerns can impact effective
performance and comfort level in a virtual setting. They found that self-image concerns can
negatively impact the comfort level of individuals and, as a result, hinder effective
communication.

2.3 Factors without significantly different effects on men and women
2.3.1 Benefits of Virtual Teams

When approaching the topic of gender diversity in virtual teams, the first question that might
come to mind is: Why do we work in virtual teams in the first place? Why not keep working in
traditional co-located team settings? The prime example of why was the COVID pandemic,

which suddenly forced everyone to reduce personal contact with others and made it necessary
to find different and more dispersed styles of working; however, there is more to virtual teams
than being a mere necessity. While the COVID pandemic certainly was a driving factor for the
surging utilization of virtual teams, this working style offers many benefits that make it an
efficient working style irrespective of a global pandemic.
Virtual teams show both the benefits and disadvantages of traditional co-located teams, just in
an amplified manner, according to Berry (2011). If they are managed effectively, they can
benefit from team members and talents from around the globe and work on different project
tasks 24 hours a day. Suppose the management of a virtual team is inadequate and fails to
address the challenges that this setting entices. In that case, the group dynamic will suffer, team
members will not be able to work together effectively, and worst case, the team will fail. While
proper management of a team is of vital importance in all types of teams, this shows that it is
even more essential in a virtual team.
Virtual teams can benefit organizations in various ways. Firstly, they allow organizations to
“bridge time and space” (Kanawattanachai & Yoo, cited in Berry, 2011, p.194). This relates to
the fact that, for example, in multinational organizations, team members do not necessarily have
to travel to other team members who might operate from different countries. But virtual teams
bridging space does not solely refer to individuals from different countries working together
without traveling physically. Virtual teams are also a valuable tool for “cross-functional and
cross-divisional interaction” (Johnson, Heiman & O’Neill, 2001, p.26). Virtual teams foster
communication between departments and different functions within an organization since it is
not necessary to travel to a separate building to communicate with someone from another
department, but much rather the can receive updates on project progress and other data in realtime. Regarding technology used for virtual teamwork, another benefit of virtual teams can be
highlighted: performance management is often much more easily done since many parts of it
are done automatically by the software used in communicating in a virtual team setting (Gibson
& Cohen, 2003). Virtual communication software will automatically save progress comes with
two significant benefits: firstly, as performance can be managed easily and secondly, every
team member can see progress on the relevant tasks in real-time, which reduces double work
and confusion.
In their research on shared-leadership and group interaction styles in virtual teams, Balthazard
et al. (2004) found that a balanced approach to personal and group outcomes, cooperation and

free expression of information positively affect team cohesion, which in turn directly affects
the task performance of the virtual team.
Wong & Burton (2000) conducted a study on performance in virtual teams and found that some
virtual teams are performing better than traditional teams in all measures of performance they
used. Some forms can perform better if the coordination level is high enough or the time frame
is slightly longer. They identified three critical propositions to ensure an increased performance
of virtual teams. Firstly, communication should be easily accessible and routines should be
available in a short-term virtual team working on a new task. Secondly, roles should be clearly
defined, and a team culture should be developed in a diverse virtual team. Lastly, a lateral team
structure should be implemented in a virtual team with looser ties. For all forms of virtual teams,
organizations should consider tolerance for errors and level of coordination when it comes to
the design of a virtual team.
These are some of the benefits that a virtual team setting can bring to the table, and this shows
that utilizing virtual teams can benefit an organization quite strongly. However, as already
mentioned before, the virtual team setting does not only come with an extensive array of
benefits. It also comes with quite a few challenges that, if not managed properly, can be
detrimental to the outcome of the teamwork. Some of the significant challenges of virtual teams,
according to literature, will be discussed in the following section.
2.3.2 Challenges in Virtual Teams

To do further research on virtual teams and their effect on perceived gender differences in
behavior and performance in this setting, one needs to first examine some more general
challenges in this setting. Many scholars have summarized the key challenges of virtual teams
before. Oertig & Buergi (2006) outline leadership, virtual communication and trust as the most
significant challenges in a virtual team. Gibson and Cohen (2003) dedicated their book to
creating conditions for virtual team effectiveness. They show the same challenges in virtual
teams and add one more challenge: technology and information sharing. The following section
will now examine challenges in virtual teams based on those four main challenges: Trust,
Communication, Leadership and Technology/Information Sharing.

Trust

Trust, in general, is not a very simple concept to define and grasp. In a team setting, trust can
be defined as the team members' level of confidence in each other (Pinjani & Palvia, 2013).
To have trust in other members of one’s team is essential in any team setting. However, it is
even more critical to the effectiveness of a virtual team (Gibson & Manuel, 2003). They
further argue that it is more difficult to establish trust among team members within a virtual
team setting. This is mainly due to the limited face-to-face interaction among team members
and potential cultural differences, among other reasons. At the same time, however,
establishing trust in a virtual team might be even more critical than in a co-located team, since
team members, due to geographical dispersion, are limited in how close they can work
together and interact on a personal level, which makes it even more important to be able to
trust other team members. Some scholars even say that establishing trust primarily decides on
the success or failure of a virtual team (Kanawattanachai & Yoo, 2002). The performance of a
virtual team and trust within the team are also “positively correlated with effective
communication among members” (Pinjani & Palvia, 2013, p.145). The challenges of effective
communication in a virtual team will be discussed in the next paragraph.

Communication

Whenever individuals work together on anything, communication is a crucial element for the
success of it. In general, communication refers to transferring information, meaning, and
understanding from a sender to a receiver (Gibson & Manuel, 2003). As mentioned before,
communication processes are vital elements to establishing trust within a team. In a virtual
team setting, however, there are a few challenges to effective communication: different
communication styles of individuals, for example, due to different cultural backgrounds and
the reduction of nonverbal communication. While cultural background contributes to
communication difficulties, it will not be discussed further within this research. This research
focuses on the effect of gender in virtual teams, and there is research on how gender affects
communication. This will be discussed in the “Gender differences in virtual teams” part of the
literature review.

Leadership

When it comes to leadership in virtual teams, a leader needs to fulfill two main functions in
this setting: performance management and team development (Bell & Kozlowski, 2002).
However, the difficulty for the leader of a virtual teams is that mentoring, coaching and
supporting team members is a lot more challenging in this setting due to the severely reduced
amount of time they can spend with team members face to face. However, this issue is
somewhat mitigated by the fact that the members of a virtual team are usually chosen for their
task since they are professionals at it. Therefore, the need for monitoring and guiding those
team members might be lower than in many face-to-face teams. Neeley (2016) identified two
main principles regarding leading a virtual team as opposed to a co-located one. The first
principle is that one of the most important tasks the virtual team leader has is managing the
social distance. This is the main difference to co-located teams, and this is the item, which has
the most influence on almost all parts of virtual team management. The second principle
refers to the leadership role as more cyclical instead of linear. In practice, this means leaders
need to pick up a little earlier than where they left off during the last meeting. This is a result
of how virtual teams work. The team will meet, and afterward, many tasks are completed in a
disconnected way. The team disbands, new members might join, and many issues develop at
the same time. This forces virtual team leaders to bring everyone on the same page during
every meeting and much more so than in a co-located team.

Technology/Information sharing

When it comes to choosing technology within a virtual team, several factors need to be
considered. According to Sivunen & Valo (2006), there are person-related and task-related
factors for this choice. Person-related factors include accessibility and social distance, while
task-related factors include idea-sharing and informing. All of those are critical criteria for the
correct selection of technology within a virtual team. However, the right choice of technology
is not only relevant for convenience; media richness in a virtual team has a strong positive
impact on many virtual team aspects. It will affect team members' commitment, effectiveness,
efficiency, communication level, and trust and relationships within the team (Pinjani &
Palvia, 2013). This shows once more how crucial adequate technology in this setting is. It
affects team performance and all the other factors that have been mentioned before: trust,
communication, and leadership.

3. Methodology
3.1 Aims
As mentioned before, this research aimed to examine the effect of a virtual team setting on
perceived gender equality regarding behavioral and performance-related variables. The
research has systematically described gender differences in this setting and compared them to
a physical setting. This allows scholars as well as practitioners to derive strategies and methods
that allow for a virtual team approach that considers the needs and perspectives of both genders
and, in turn, establish a virtual team atmosphere that allows for team members of both genders
to contribute to the best of their ability, by creating equal opportunity.
To gain extensive insight into how individuals of both genders view the topic, it was not
sufficient to gather data based on quantitative or qualitative research approaches solely. To
compare both genders and reach a representative sample size, quantitative online surveys were
sent out. Based on survey results, qualitative semi-structured interviews were conducted
afterward to gain more extensive insight into the topic from the perspective of individuals. This
approach was not only the most fitting approach to conduct this research, but at the same time
also increased the validity of the results
From an ethical point of view, some issues needed to be considered when defining this
research's scope and aim. Firstly, as mentioned before, the concept of gender is much more
complex than it was used in this research. This research only focuses on the potential differences
and needs of people who identify as male or female in a virtual team setting regarding behavior
and performance. This was mainly done because, as could be seen from the literature review,
not much research has been done before on this specific topic. Since the scope of this research
is limited, including non-binary individuals would require a much more detailed examination
of the gender topic, which would simply go too far beyond the scope of this research project.
The researcher, however, plans to examine the influence of virtual teams on non-binary
individuals’ inclusion in the workplace in a further research project.
Secondly, as in most research projects, it is essential to ensure the anonymity of participants. In
this research, anonymity has been secured in many ways. Both in the quantitative and the

qualitative part, demographic data was only collected on gender identification and occupation
of the participant (only the type of occupation was asked, e.g., student, full-time work, etc.).
Thirdly, when talking about validity and reliability, different measures have been taken to
increase it. As mentioned, a combination of quantitative as well as qualitative methods was
used. Additionally, a sample size of 163 participants was reached for the quantitative part to
make the results more representative. When it comes to the qualitative research, the participants
were specifically chosen from a group in which the influence of other variables on the results
is minimal. This increases the validity and reliability of the results, ensuring that gender is the
reason for potential differences in the data.

3.2 Research Methods
The methods used in conducting this research are in a first step quantitative but are then
complemented by qualitative methods in a second step. The following part explains the
research process for both the quantitative and the qualitative part in further detail.
3.2.1 Quantitative Part
Bryman and Bell (2011, p. 164) describe quantitative research broadly as involving “the
collection of numerical data and exhibiting a view of the relationship between theory and
research as deductive, a predilection for a natural science approach, and as having an
objectivist conception of social reality”. Their book outlined a process of quantitative
research, which has been used as a framework for conducting this research. While this
framework is more of a guideline and can often not be applied directly to how a research
project will be designed, it still outlines the main parts of designing and implementing a
quantitative research project. The framework's first steps include working out a theory and
devise hypotheses from that theory (Bryman & Bell, 2011). The underlying theory for this
research was that working in a virtual team/meeting setting will affect perceived gender
equality regarding behavioral and performance-related variables. This leads to two main
hypotheses for this research.
-

Hypothesis 1: Perceived behavioral gender equality changes from the physical to the
virtual setting.

-

Hypothesis 2: Perceived performance-related gender equality changes from the
physical to the virtual setting.

After the hypotheses have been determined, the next step in conducting the quantitative
research part was to choose a fitting research design and identify relevant concepts and how to
measure them.
The research has been designed as cross-sectional research. Cross-sectional research can be
defined as research that includes data collection of more than one case, that is collected at one
point in time, that collects quantitative data in connection with several variables and that tries
to find patterns in association (ibid.). This research design is in line with the aim of this
research project. This research aims to collect various data on different variables from more
than one case; for this research, that means individuals working in a virtual team setting.
Individual experiences of participants with regards to several variables have been collected.
Different variables examined include behavior and performance in virtual and physical team
settings and the gender individuals identify as. From this data, patterns and correlations are
analyzed to support or reject the research hypotheses. In other words, it has been checked
whether the virtual setting has affected the perceived gender equality of individuals in this
setting.
While some variables, like gender, are relatively easy to determine, other variables like the
concept of behavior are much more complex. They need to be narrowed down into smaller
concepts that are easier to grasp and more relatable to participants. For this research, behavior
that has been analyzed includes perceived interruption, participation, distraction and
perceived importance of appearance. When it comes to the concept of performance, subconcepts have been added. These include Perceived individual performance as well as
perceived team performance and the ability to be able to express ideas freely. Additional
variables that have been determined are the gender and occupation of the participants.
The following steps include the selection of research sites as well as research subjects. As a
site to conduct the research Reykjavík University in Reykjavík, Iceland, has been chosen.
This site has been selected for several reasons. One reason is that Iceland has been ranked the
best country in the world in the Global Gender Gap Report published by the World Economic
Forum (2021). This increases the probability that if this research finds a difference in
perceived gender equality between physical and virtual teams, it can most likely be attributed
to the setting (physical vs. virtual) and not to any of many other variables. Reykjavík
University has also had a hybrid teaching approach throughout the COVID pandemic,
meaning if restrictions allowed for it (which was the case throughout most of the pandemic),
students could decide themselves if they want to participate in lectures physically in the

classroom or virtually via communication programs like Zoom or Teams. This ensured that all
participants could compare their experiences in virtual teams with their experiences in
physical teams.
Initially, all students of Reykjavík University were potential participants in the research.
However, the researcher decided to extend the research's reach by allowing initial participants
to forward the research to other individuals. This can be considered a snowball sampling
approach. This has been done due to several reasons. One important reason was that with the
COVID pandemic, nearly everyone has experience in virtual teamwork. This allowed for a
broader and more diverse sample, including not only university students but also
professionals. Another reason was that this way, the size of the sample could be increased,
making the findings more valid and reliable. This form of sampling should mainly be used in
cases in which it is challenging to determine the exact extent of the population, and therefore
there is no accessible sampling frame (Bryman & Bell, 2011). For this research, that was the
case. Ideally, the population should include every individual worldwide who has experience
with virtual teamwork and can compare it to physical teamwork. This is, however, a very
vague definition of the population. It neglects the fact that the means used for virtual teams in
different countries and cultures will most likely be various and introduce another variable that
might pollute the results of this research. Hence, to stay within the scope of this research
while simultaneously retaining as much representability as possible, the researcher chose this
form of sampling.
The next step includes administering the research instruments that have been selected and data
collection (ibid.). For the research to reach participants conveniently and with regards to the
ongoing pandemic, an online survey has been created. This form of distribution also allows
for easy forwarding facilitating the choice of snowball sampling. As a first step, the online
questionnaire has been sent out to all students of Reykjavík University with the additional
message of telling them that they are welcome to forward it to other individuals who have
experience in virtual teamwork (see 9.1 Appendix for the questionnaire). The survey has then
been left online for 20 days to give participants and potential forwardees enough time to
answer it. After those 20 days, a sample size of 163 participants was reached. As briefly
mentioned before, the questions mainly aimed to examine different aspects of behavior and
performance in a virtual setting compared to a physical setting. Most questions were answered
in the form of Likert scales to allow for simple processing and comparison. One question
asked participants for the three most important factors for performance in a virtual team. One
fully open question regarding the topic has been added to allow participants to share any

experience they might have had in addition to the questions asked. This was mainly done
because it could produce input for the later qualitative part of the research and potential input
for further research. As already mentioned regarding demographic questions, participants
were only asked for the gender they identify as and for their current occupation. Regarding
their employment, participants were only asked whether they were working full-time, parttime or were a student, or occupied as anything else that would not fit into one of those
categories.
3.2.1 Qualitative Part
After the quantitative part of the research had been executed, the researcher was able to
identify some critical elements of how behavioral and performance-related gender equality is
perceived by individuals working in a virtual team setting. The results of both the quantitative
and the qualitative research will be discussed in detail in the next section. However, some of
the results were used to dive slightly deeper into why some things are perceived the way they
are perceived. Simplified, one could say that the quantitative part of this specific research was
focused on how individuals perceive gender equality in this setting. In contrast, the qualitative
part will focus more on why certain things are how they are. Instead, participants were asked
about their opinions and perceptions about why they see some aspects of virtual teams the
way they see them and why they think certain phenomena occur.
Before elaborating on how the qualitative part of this research was used to supplement the
quantitative part and allow for a deeper understanding of the topic at hand, first qualitative
research needs to be defined from a broader point of view. Bryman and Bell (2011) described
several ways in which qualitative research is different from quantitative research. The most
obvious factor and one that is commonly known is that qualitative research usually focuses on
words and less on numbers as quantitative research. Other factors include that qualitative
research tends to be more inductive, is research seen more through the subjective eyes of
participants and views social interactions more as results of individual interaction rather than
phenomena that happen in the world.
A first step in conducting qualitative research is to identify general questions that need to be
researched (ibid.) As mentioned before, the questions the researcher examined included:
-

How does the virtual meeting space influence behavioral gender equality, and why?

-

How does the virtual meeting space influence performance-related gender equality,
and why?

-

What effect does the virtual meeting space have on gender equality in general, and
why?

Once the general questions were defined and the quantitative part of the research had been
conducted and preliminarily analyzed, the researcher identified concrete research questions to
ask participants. For the qualitative research, the researcher chose to conduct semi-structured
interviews. This was mainly done to allow for both the inclusion of specific questions to
follow up on findings from the quantitative part and for the participants to share their
experiences with virtual teams as freely as possible. As a site, the researcher chose a mediumsized consulting company in Germany. This was done for a few reasons. The company's size
allowed for easier and more flexible planning because there were fewer bureaucratic hurdles
than in a more prominent firm. Germany was chosen mainly for two reasons. One reason is
that the researcher, being German, was able to interview participants in their own and in the
participants’ mother tongue, which allows the participants to share their experiences more
precisely and proficiently, being more comfortable in their mother tongue. Secondly, to avoid
the research potentially be predisposed by only interviewing Icelandic individuals and risk a
culture-bias, the researcher decided to conduct the qualitative part of the research in another
country with a culture that is similar enough (both influenced by European values and culture)
but also different in many ways. The consulting company was chosen mainly for two reasons.
Being a consulting company and focusing on leading change in other companies, the
company needs to be relatively modern and contemporary regarding values like gender
equality. This makes it again more likely, that if there is a difference found regarding gender
equality, it can mainly be attributed to the setting (physical vs. virtual) and not to other
variables, like organizational culture or other polluting factors that might occur.
Additionally, the company's culture could be described as start-up-like, and the spread of men
and women in the interviewed department is relatively even. This further ensures that
potential gender equality findings can be traced back to the setting rather than organizational
inequality. Another benefit that the site offers is that all participants are part of a similar age
group, mainly between 25 and 35, which limits age-based differences in view and therefore
limits the influence of potentially polluting factors further. Once the site has been chosen,
participants have been selected from one company department, and semi-structured interviews
have been conducted. The interview questions and the transcribed and translated full
interviews can be found in the Appendix.

Qualitative research is usually gathered until theoretical saturation is reached (Bryman & Bell,
2011). Theoretical saturation refers to a state at which categories can be identified and
confirmed from the data gathered. More interviews would not lead to more relevant data, and
the researcher should instead focus on the analysis of data and on generating hypotheses from
it. This state has been reached after 11 individuals have been interviewed on the topic.
The interviews took between 15 and 20 minutes, and participants were asked eight questions,
potentially more if they shared experiences, that led the researcher to inquire further. Before
the start of the interview, the researcher informed the participants about the measures taken to
ensure anonymity. Additionally, participants were informed about the concepts of virtual and
physical meetings and how they are defined. Participants were then allowed to ask questions
they might have regarding the topic to make them comfortable answering all questions to the
best of their ability and ensure they had a thorough understanding of the concepts at hand. The
interview started with a control question of how often the participant works in a virtual
setting. This was done to ensure that all participants have experience in the setting and start
the interview with an easy question to get more comfortable. The other seven questions
mainly focused on the participants’ perception of general gender equality in both settings,
their behavior compared in the settings, and the setting in which they can perform better. One
question specifically asked participants to share their experience regarding interruption in a
virtual setting based on the findings from the quantitative part, which needed further detail.
The final question was then a completely open question, asking the participants on anything
they would like to share regarding virtual teamwork and gender equality (Interview questions
in 9.2 Appendix).
Interviews were conducted via Microsoft Teams. This allowed the researcher to be able to
record the interviews to transcribe and translate them afterward fully. Additionally, this
allowed for more flexibility in the planning stage and execution of the interviews since the
researcher, and the participant did not need to commute to an in-person interview. It also
ensured a safe environment for everyone in line with the restrictions of the COVID19
pandemic. Microsoft Teams did not limit the participants based on their tech-savviness since
they were used to the software from their everyday work, in which they are also using it.
Additionally, Microsoft Teams helped to resolve the hurdle of conducting the interviews
when many employees were on holiday. This was a difficulty the researcher faced, but which
could be resolved by using this Software to eliminate the requirement of people being
physically present at the same place as the researcher.

3.3 Data Analysis
3.3.1 Quantitative Part
Once the data has been collected from the participants, the data needs to be processed and
analyzed in the following steps. As already mentioned, the online survey has been conducted
with the help of Google Forms. However, while being easy to use and intuitive, this software
does not have a wide range of tools for data analysis. The researcher, therefore, used SPSS as
a data analysis program. Most survey questions being answered as a Likert scale made it
relatively simple to convert the data into SPSS form. The only question that needed a form
adaption was question 10 of the survey, where participants were asked their three most
important factors in a virtual team from a range of factors. These questions required some
change in form in SPSS to be able to be appropriately processed. Another adjustment to the
data that needed to be made was to filter out two individual observations since these
participants did not want to share the gender they identified as. As mentioned before, this
particular research focused on gender equality regarding men and women and did not include
individuals who might identify as non-binary. Therefore, since the gender identification of
those two individuals was unclear, they needed to be disregarded for this particular research.
After those steps had been taken, the data were prepared for analysis. As for the analysis,
cross-tables with the individual questions of the survey and the gender of the participants have
been generated, and the results have been produced in absolute and relative numbers. This
allowed the researcher to identify potential gender differences regarding the individual
questions and draw conclusions based on that.
3.3.2 Qualitative Part
The data processing and analysis for the qualitative part of the research is taking place more
simultaneously than in the quantitative part. While conducting the interviews, the researcher
is already grouping answers into categories and constantly validating or disproving findings
and categories to build and confirm theories from the results. This also allows the researcher
to identify the point at which theoretical saturation is reached (Bryman & Bell, 2011).
3.3.3 Mixed Methods – Bringing both parts together
Schindler (2021) uses the term Triangulation for the combination of qualitative and
quantitative research methods. According to their book, this is mainly done to increase the
perceived quality of research since purely qualitative research is often described as

controversial. By adding quantitative methods, the perceived quality can improve, especially
if the findings support each other. The two forms of research ideally compensate for each
other’s weaknesses and therefore complement each other. The reason why the researcher, in
this case, chose to do quantitative research followed by a qualitative one was that they wanted
to identify points of how perceived gender equality changes when comparing a physical
setting with a virtual setting, but wanted to find explanations as to why this might be the case.

4. Results
In the following section of this research paper, the results of both the quantitative and the
qualitative parts of this research will be presented. This research aims to identify the effect a
virtual team setting might have on perceived performance-related and behavioural gender
equality. The results are usually presented as a comparison between genders. Additionally, the
virtual and the physical setting are compared to identify whether there is an actual difference.

4.1 Quantitative Research Results
In this first part, the results of the quantitative survey will be presented. As already
mentioned, the results will be presented as a comparison between both genders. To accurately
compare both genders, the focus will be on the relative number instead of the absolute number
of responses to account for the slightly different number of male and female respondents. In
total, 161 participants answered the questionnaires and identified as either male or female.
Out of these 161 participants, 73 identified as male, whereas 88 identified as female.

Figure 1 What is your current occupation?
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Full-time work

Part-time work
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As shown in Figure 1, the most significant proportion of participants, making up 60.2% of the
sample, were students. 33.5% of the participants were working full-time, whereas only 4.3%
were working part-time, with 1.9% being occupied in another way.
Table 1 In a virtual meeting, do you feel like you get interrupted more or less than in a physical setting?

Parameters
A lot less

Less

A bit less

Equally

A bit more

More

male

female

total

n

7

6

13

%

9.6%

6.9%

8.1%

n

12

14

26

%

16.4%

16.1%

16.3%

n

12

12

24

%

16.4%

13.8%

15%

n

17

12

29

%

23.3%

13.8%

18.1%

n

17

21

38

%

23.3%

24.1%

23.8%

n

7

17

24

A lot more

%

9.6%

19.5%

15%

n

1

5

6

%

1.4%

5.7%

3.8%

Table 1 shows the results of the question in the survey, where participants were asked to
compare the virtual and physical settings and then state if they feel like compared to the
physical setting, they are interrupted by others more often or less often in the virtual setting.
160 of the 161 respondents have answered this question. This question showed that only
slightly more participants felt like they were interrupted more often in a virtual team when
looking at the total numbers compared to the participants who felt like they get interrupted
less. However, when comparing men and women, some differences could be identified.
23.3% of men think interruptions are equal in both settings compared to only 13.8% of
women. More women felt like they got interrupted more often or even a lot more often. For
example, 19.5% of women stated that they feel like they get interrupted more often in a
virtual team compared to only 9.6% of men.
Table 2 Statistical metrics: In a virtual meeting, do you feel like you get interrupted more or less than in a
physical setting?

Parameters
Virtual
Participation

Male
M
3.68

SD
1.54

Female
M
4.14

SD
1.72

t

df

p

-1.742

158

.083

The findings that have been presented in Table 1 can be confirmed from a statistical point of
view, as can be seen in Table 2. The mean for women is slightly higher than the mean for
men. What is important to mention is that considering the number 4 refers to a neutral
standing, where the participant feels like they get interrupted the same amount in both
settings. Since the mean for men is below 4, men on average feel like they are being
interrupted slightly less often in a virtual setting than in a physical setting. On the other hand,
the mean for women above 4 means that they feel like they get interrupted slightly more in a
virtual setting than a physical one. An independent t-test has revealed that this difference is,
however, not statistically significant. The standard deviation for both genders shows that since
it is higher for women, women have a broader range of answers as well and on average, the
values women chose are slightly more spread out.

Figure 2 Which gender do you feel like is more often interrupting others? Virtual/Physical compared
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The results for these two questions have not been presented based on gender but rather on the
number of responses. This has been done for these questions specifically since those two
questions inherently already compare genders by asking which gender is more often seen as
the interrupter by others. Additionally, the researcher also compared the results based on
gender to examine potential gender differences for these two questions. There has been no
notable difference based on gender as to which gender they perceive as the one that is
interrupting others more often. This means that both women and men see men as the gender
that interrupts others more often on average. 160 participants have answered this question.
When looking at the results for the physical setting and cumulating the three answers that
name women as interrupters, one can see that cumulated 11.2% of participants see women as
the gender that is at least slightly more often interrupting others in a physical setting. When
calculating the same for men, the results showed that 51.9% of the participants identify men
as the gender, at least slightly more interrupting others in a physical setting. When doing the
same calculations for the virtual setting, women are seen as the gender that interrupts at least
somewhat more by 13.8%, whereas men are seen as the gender that interrupts more often by
39.4% of the participants. What is also notable in the comparison between physical and
virtual settings when it comes to interruption is that the results showed that in a virtual setting,
46.9% of participants thought that if they get interrupted, it is by both genders equally, which
is 10% more than in the physical setting, where only 36.9% of participants saw no difference
in gender of the interrupter.

Table 3 If you compare how often you participate and speak up in a virtual meeting to a physical meeting, in
which setting do you feel like you participate more?

Parameters
Physical a
lot more
Physical
more
Physical a
bit more
equally

Virtual a bit
more

male

female

total

n

17

15

32

%

23.3%

17.0%

19.9%

n

15

20

35

%

20.5%

22.7%

21.7%

n

16

16

32

%

21.9%

18.2%

19.9%

n

15

13

28

%

20.5%

14.8%

17.4%

n

4

8

12

%

5.5%

9.1%

7.5%

3

10

13

%

4.1%

11.4%

8.1%

n

3

6

9

%

4.1%

6.8%

4.6%

Virtual more n

Virtual a lot
more

These were the results when participants were asked in which setting they felt like they
participated more. What can be observed from those results is that, in general, irrespective of
gender, participants felt like they participated more in a physical setting. When cumulating the
three answers leaning towards participating at least a bit more in the physical setting, it shows
that 61.5% of participants felt that they participated more in the physical setting compared to
only 20.2% who felt like they participated at least a bit more in the virtual setting. When
comparing the two genders, one needs to mention a notable difference between the genders
when it comes to participating more in the virtual setting. All three answers stating that the
participant felt they participated more in the virtual setting have been chosen more often by
women than by men. For example, 4.1% of men stated that they felt like they participated
more in a virtual setting compared to 11.4% of women.

Table 4 Statistical metrics: If you compare how often you participate and speak up in a virtual meeting to a
physical meeting, in which setting do you feel like you participate more?

Parameters
Virtual
Participation

Male
M
2.93

SD
1.62

Female
M
3.38

SD
1.85

t

df

p

-1.600

159

.112

Table 4 gives another point of view on the results that were already shown in Table 3. The
slightly higher mean of women indicates that more women feel like they participate more in
virtual teams than men compared to physical teams. This is also supported by the higher
standard deviation, showing that the values for women are more dispersed than the ones for
men. If one considers that the value 4 means that the participant felt like they participated
equally as often in both settings, the means again show that participants of both genders feel
like they participate more in a physical setting and men even more so than women. These
variables have been statistically tested in an independent t-test, which showed that this
difference is not statistically significant.

Table 5 Do you, in general, feel more distracted in a virtual meeting than in a physical meeting?

Parameters
Less
distracted
A bit less
distracted
Slightly less
distracted
Equally

Slightly
more

male

female

total

n

3

2

5

%

4.1%

2.3%

3.1%

n

4

6

10

%

5.5%

6.8%

6.2%

n

4

0

4

%

5.5%

0.0%

2.5%

n

5

9

14

%

6.8%

10.2%

8.7%

n

12

9

21

%

16.4%

10.2%

13.0%

n

31

30

61

distracted

A bit more

%

42.5%

34.1%

37.9%

n

14

32

46

%

19.2%

36.4%

28.6%

distracted
More
distracted

These are the results of whether people feel less or more distracted in a virtual meeting than a
physical meeting. One can safely say these results showed that participants, in general, feel
more distracted in a virtual setting than in a physical setting. When cumulating the number of
answers for people who felt slightly more, a bit more or more distracted in a virtual setting,
one can see that 79.5% of participants feel at least slightly more distracted in a virtual setting.
One notable difference between men and women in these results is that 36.4% of women feel
actually more (which was the highest choice on the Likert scale provided) distracted in a
virtual setting compared to 19.2% of men.
When cross-referencing these results with the results from the question in which setting
participants felt like they performed better, participants who felt more distracted generally
also felt like they performed worse in that setting (9.5 Appendix ). For example, out of the 9
people who felt like they performed worse in a virtual setting, 8 also felt like they were at
least a bit more distracted in this setting. With regards to this, the researcher could not identify
any significant difference between genders.

Table 6 Statistical metrics: Do you, in general, feel more distracted in a virtual meeting than in a physical
meeting?

Parameters
Virtual
Participation

Male
M
5.30

SD
1.61

Female
M
5.67

SD
1.57

t

df

p

-1.472

159

.143

The statistical metrics in Table 6 support the findings from Table 5 in the way that both means
being above 4 show that both genders feel quite a lot more distracted in the virtual setting—
women with a mean of 5.67, even more so than men with a mean of 5.30. The independent ttest concluded that the difference was not statistically significant. The higher mean for women
can be explained by what has been found in Table 5, that with 36.4%, quite a significant
portion of female participants chose the value 7, meaning that they feel more distracted in the
virtual setting.

Table 7 Suppose you are running late for a virtual meeting and did not have the time to prepare yourself in the
morning how much would this affect your participation?

Parameters
Not at all

Not much

Barely

Neutral

A bit

Affects

Very much

male

female

total

n

7

11

18

%

9.6%

12.5%

11.2%

n

27

11

38

%

37.0%

12.5%

23.6%

n

10

12

22

%

13.7%

13.6%

13.7%

n

13

13

26

%

17.8%

14.8%

16.1%

n

7

22

29

%

9.6%

25.0%

18.0%

n

6

13

19

%

8.2%

14.8%

11.8%

n

3

6

9

%

4.1%

6.8%

5.6%

Participants were asked to imagine a scenario where they were running late for a virtual
meeting and did not have the time to prepare in the morning (for example, shaving or putting
make-up on, etc.). They should state how much this would affect their meeting participation.
These results have shown a notable difference between genders. When cumulating the three
answers “not at all”, “not much,” and “barely”, meaning this scenario did not have a
significant impact on the participation of the respondent, 60.3% of men answered with one of
those three answers compared to 38.6% of women. When looking at the cumulated percentage
for the three answers stating that it affects the participation of the respondent at least a bit,
21.9% of men chose an answer among those three possible answers, compared to 46.6% of
women.

A few interesting results have been found when cross-referencing this result with other
variables (9.5 Appendix). A cross-reference of this question with the question, if the
participants felt more distracted in a virtual meeting showed, for example, when looking at the
individuals who felt like this scenario would affect their participation very much, that out of
the 6 women who felt like this would distract them very much 4 also felt that they are more
distracted (highest value) in a virtual team than in a physical team. Out of the 3 men who felt
like this scenario would affect their participation very much, only 1 also felt more distracted
in a virtual team. This seems to hint that physical appearance might affect the participation of
men and women differently and how distracted they might feel in that setting. When again
looking at the extreme value of participants who felt like this scenario would affect their
participation very much and additionally looking at what those participants chose when asked
in which setting they felt like they participated more it shows, that out of the 6 women who
chose the highest value in this scenario, 5 chose the highest or second-highest value stating,
that they participate more in a physical setting. A similar trend can be seen for women who
chose the second-highest value in this scenario, stating that they felt like this would affect
their participation. Out of the 13 participants who chose this answer, 11 felt like they at least
participated a bit more in a physical setting. For men, the trend is similar. However, their
values are far less extreme. Out of the 3 men who felt like their participation would be very
much affected by a scenario like this, 1 felt like he participated equally in both settings. The
other 2 felt like they participated only a bit more in a physical team. Another cross-reference
between this scenario and the question, in which setting participants felt like they performed
better, showed another difference between men and women. Out of the 6 women who felt
much affected by this scenario, 5 felt they performed at least slightly worse in a virtual
setting, and 1 felt equal. Out of the 3 men who felt much affected by that scenario 2 still felt
like they at least performed slightly better in a virtual scenario, while the other felt like he
performed a bit worse.

Table 8 Statistical Metrics: Suppose you are running late for a virtual meeting and did not have the time to
prepare yourself in the morning how much would this affect your participation?

Parameters
Virtual
Participation

Male
M
3.22

SD
1.64

Female
M
3.99

SD
1.80

t

df

p

-2.805

159

.006

The statistical results presented in Table 8 give another view on how women felt their
participation would be affected by a scenario like the one mentioned compared to men. The
answer 4, in that case, meant neutral, meaning participants were not sure if it would affect
their participation. While the mean of female participants at 3.99 is almost the exact middle, it
is still significantly higher than that of men at 3.22. This shows that women’s participation in
a virtual meeting is, on average, more affected by not having time to prepare in the morning
than the participation of men. The standard deviation also shows that the values for women
are more dispersed than the values for men. An independent t-test has shown that this
difference between men and women and how the given scenario would affect their virtual
participation is statistically significant.

Table 91 Do you feel like you can express your opinions and ideas more or less freely in a virtual meeting as
opposed to a physical meeting?

Parameters
At least
slightly less

male

female

total

n

30

35

65

%

41.1%

39.8%

40.4%

n

27

28

55

%

37.0%

31.8%

34.2%

n

16

25

41

%

21.9%

28.4%

25.4%

freely
Equally

At least
slightly
more freely

Participants were asked if they felt like they could express ideas and opinions more or less
freely in a virtual team compared to a physical team. These results showed no notable
differences between men and women with regards to that topic. However, what should be
pointed out is the fact that the cumulative percentage of participants who feel like they can
express themselves at least slightly less freely up to less freely is 40.4%. In contrast, the
percentage of participants who feel like they can express themselves at least slightly more
freely up to more freely is 25.4%.

Table 20 Statistical metrics: Do you feel like you can express your opinions and ideas more or less freely in a
virtual meeting as opposed to a physical meeting?

Parameters
Virtual
Participation

Male
M
3.62

SD
1.30

Female
M
3.82

SD
1.40

t

df

p

-.940

159

.349

The statistical results shown in Table 10 show that there is indeed a slight difference in how
men and women feel like they can express their ideas and opinions freely in a virtual setting
compared to a physical setting. Both means were below 4, meaning that both men and women
on average feel like they can express their ideas and opinions slightly less freely in a virtual
team than a physical team. The slightly higher mean and the slightly higher standard deviation
for women, however, also shows that more women have chosen answers that state that they
feel like they can express themselves more freely in a virtual setting. However, the difference
is relatively slim, and a t-test has also shown that it is not statistically significant.
Figure 3 In a virtual setting which 3 of the following factors impact your performance, such as task
accomplishments, gradings etc., most positively?
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This question was structured slightly differently than the questions before. Participants were
not asked to respond through a Likert scale but rather to choose the 3 factors out of 9 that are
most important in a virtual team when it comes to impacting their performance. The results
presented in Figure 3 are relative results showing which percentage of participants based on
gender has chosen any given factor. The factor chosen by the most participants in general and

for both genders individually is group size. The second and third most important factors for
female participants are psychological safety and trust, respectively, whereas, for male
participants, these factors are leadership and psychological safety respectively. There is a
notable difference between men and women regarding the percentage of participants who
have chosen psychological safety. 65.9% of women think that psychological safety is one of
three essential factors for performance in virtual teams compared to 43.8% of men. Another
notable difference between the two genders can be found in the factor of leadership. 47.9% of
men think leadership is one of the three most important factors for performance in virtual
teams, whereas only 30.7% of women share that view. The two factors that have been chosen
least by both genders are evaluation and rewards. Additionally, what needs to be mentioned
here is that not a single female participant felt that evaluation was one of the three most
essential factors in a virtual team.

Table 11 In a virtual setting, do you feel like you can perform better than in a physical setting?

Parameters
Perform at
least slightly

male

female

total

n

38

35

73

%

52.1%

39.7%

45.3%

n

19

28

47

%

26.0%

31.8%

29.2%

n

16

25

41

%

21.9%

28.4%

25.5%

worse
Perform
equally
Perform at
least slightly
better

Participants were asked if they felt like they performed better or worse in a virtual setting
compared to a physical setting. Results showed no highly notable differences between men
and women. The only differences that can be identified are when cumulating the answers that
say perform slightly worse and up men stated one of those answers in 52.1% of the cases
compared to 39.7% for women. For answers where people stated they performed slightly
better or up, men stated one of those answers in 21.9% of the cases compared to women with
28.4%.

Table 123 Statistical metrics: In a virtual setting, do you feel like you can perform better than in a physical
setting?

Parameters
Virtual
Participation

Male
M
3.44

SD
1.46

Female
M
3.84

SD
1.31

t

df

p

-1.840

159

.068

The statistical values in Table 12 give another view on the results for this question the
participants have been asked. In line with what has already been shown in Table 11, this table
shows that no significant difference can be identified when looking at the means for men and
women. On average, both men and women feel like they can perform a bit worse in a virtual
setting than a physical one. The difference between male and female participants regarding
this question is not statistically significant when doing an independent t-test.

Table 13 Compared to a physical team, do you think a virtual team setting is more task-oriented or less?

Parameters
Less taskoriented
A bit less
task-

male

female

total

n

6

4

10

%

8.2%

4.5%

6.2%

n

3

7

10

%

4.1%

8.0%

6.2%

n

2

4

6

%

2.7%

4.5%

3.7%

n

17

17

34

%

23.3%

19.3%

21.1%

n

19

17

36

%

26.0%

19.3%

22.4%

n

23

26

49

%

31.5%

29.5%

30.4%

n

3

13

16

oriented
Slightly less
taskoriented
Equally

Slightly
more taskoriented
A bit more
taskoriented

More task-

%

4.1%

14.8%

9.9%

oriented

In this question, participants have been asked if they felt like a virtual team is more or less
task-oriented than a physical team. The only notable difference that could be seen in these
results is the number of respondents that said virtual teams are more task-oriented. 4.1% of
male respondents felt that way compared to 14.8% of the female respondents. When generally
cumulating the responses for any degree of higher task-orientedness and comparing it to the
cumulated number for any degree of lower task-orientedness irrespective of the genders, the
numbers are as follows: 16.1% felt like a virtual team is at least slightly less task-oriented
than a physical team, whereas 62.7% felt like a virtual team is at least slightly more taskoriented than a physical team.

Table 14 Statistical metrics: Compared to a physical team, do you think a virtual team setting is more taskoriented or less?

Parameters
Virtual
Participation

Male
M
4.66

SD
1.56

Female
M
4.89

SD
1.65

t

df

p

-.899

159

.370

The statistical findings in Table 14 are very much in line with the results that have been
presented in Table 13. Both the mean for female participants and the mean for male
participants are above 4, which means that both men and women on average feel like virtual
teams are more task-oriented than physical teams. For Table 13, it has been shown that female
participants’ answers were slightly more dispersed, and the highest value has been chosen
more often. This can also be seen in Table 14, with a slightly higher standard deviation for
female participants. The independent t-test has shown that the difference between men and
women for this question is not statistically significant.

The last question of the survey, before asking for demographics, was an open question that
allowed participants to share any additional input they might have concerning virtual teams.
There are a few categories that several individuals have mentioned as part of the open
question within the quantitative survey. Two participants have mentioned technology and how
communication software influences the flow of communication, for example, if there are lags

or background noises. Another category that two participants have mentioned is that the
virtual team has allowed them to speak up more. They hesitated more in a physical setting due
to being a bit more introverted or shy. The need for a moderator or leader in a virtual team
setting has been mentioned by 3 participants and is another category that came up in the open
questions. Two participants have also pointed out the difference between working solely
virtual versus working partly virtual and partly physical, which is a distinction that affects
how individuals feel on a general level. The COVID pandemic has forced many to work
solely virtually, which has a different personal impact than working virtually and physically.
One participant also brought up another interesting advantage of virtual teams. They
mentioned that virtual teams are far more convenient for people with hearing deficits.

4.2 Qualitative Research Results
Participants were employees of a medium-sized German consulting company. All participants
were from one department within the company. Due to the nature of the consulting business,
they were working together with different companies. All participants were within the ages of
20 to 40 with varying experience in the business. Due to the impact of the COVID pandemic,
most participants had a similar level of experience in working with virtual teams. 6 of the 11
participants identified as female, whereas 5 identified as male. They are named F1-6 and M15 in the following parts.
As mentioned before during the Methodology section, the semi-structured interviews that
have been conducted as part of the qualitative research, the participants were first asked how
often they are generally participating in virtual teams. This was just a control question to
ensure that participants have experience in the setting that they can share. The results of this
question were relatively straightforward and not surprising. Due to the COVID19 pandemic,
all participants worked in a virtual setting multiple times per week during the last months
before the interviews were conducted. Every participant, therefore, had good experience in the
field, which they could share with the researcher. What can be mentioned here is the fact that
most participants seemed eager to share their experiences. During the research, the researcher
has been told by multiple participants that they would have a personal interest in this research.
This research focuses on a topic that is personally important to them and interesting to them.

4.2.1 Focus on verbal communication

One category, which came up repeatedly during the interviews was the idea of
communication within the virtual team setting being less rich than in a physical setting. This
refers to the fact that facial expressions and gestures lose a lot of their power in a virtual
setting. This can happen either since the meeting is not held with cameras and participants do
not see each other, which eliminates gestures and facial expressions entirely or even with the
use of cameras, it becomes much more difficult in a virtual setting to focus on the gestures or
facial expression of everyone when being in a meeting with several people and having only a
small video of everyone. Additionally, the camera still does not capture everything because it
usually only shows the upper body and head. Another aspect of virtual teams that makes
participants focus more on direct verbal communication is the internet connection. Often
individual participants might have a slower internet connection or, due to other reasons, might
have a slight delay in the transmission of their audio and video, which is another factor that
makes unmoderated communication much more complex than in a physical setting. 7 out of
the eleven participants (F1, F4, F6, M1, M2, M3, M5) have mentioned they see a reduction in
non-verbal communication in the virtual setting. They mentioned how facial expressions and
gestures are lacking in this setting. Participant F6 mentioned the fact that this also leads to
higher anonymity in virtual teams. The participants F1 and F4 felt like cameras can mitigate
some of this and mentioned that they feel more understood because cameras can at least
capture some non-verbal communication signals. Participant M3 mentioned that he felt that
the stronger focus on verbal communication leads to more neutrality and fosters equality.
4.2.2 Different average communication styles of men and women

Another category that many participants of the interviews have mentioned was that they felt
like men and women, on average, have slightly different communication styles. Women tend
instead to wait out a bit and wait for a fitting moment to share potential input. Men, on the
other hand, on average employ a more dominant approach to communication. Participant M1
mentioned that in groups with more men, heaty discussions often emerge fairly quickly in a
meeting. People tend to share their input and ideas immediately and are usually more
unfiltered. In a group with more females, the discussion will start later and usually be
conducted in a more restrained manner with a larger focus on staying polite. 6 out of the 11
participants (F4, F6, M1, M2, M3, M5) mentioned obvious signs of difference in

communication styles between men and women. Participant F4 mentioned, for example, that
men show in general fewer personal emotions in their communication. Participants F6, M1
and M5 agreed with the result from the quantitative part, that men tend to interrupt more
often. Additionally, participants F6 and M3 pointed out that men appear more dominant and
use more aggressive communication methods, which has a less significant effect in a virtual
team setting. Participant M2 mentioned that he felt like women speak a bit longer and get to
the point a little bit slower on average than men.
4.2.3 Different average personality traits for men and women

This category has been mentioned quite a few times regarding different questions during the
semi-structured interviews. Participants generally described men with adjectives like
dominant or even aggressive, whereas women were mainly described as subtler and less
dominant. While this could be considered the same category as the different average
communication styles, some differences make it worthwhile to separate the categories. The
different average communication styles originate to some extent from this category. However,
this category does not only refer to communication but also to general group behavior. In this
category, 6 out of the 11 participants (F2, F5, F6, M1, M3, M5) identified different average
personality traits between men and women. All 6 participants used similar terms to describe
those differences. Men were either described as being more dominant (F6) or more aggressive
(M3). Women, on the other hand, were described as less dominant (F2, M5), calmer (F5),
more reserved and subtler (M3) or more cautious (M1). Additionally, participant F6
mentioned that from her experience, men feel more like they have to assert their position in a
team.
4.2.4 Increased task-orientedness in virtual teams

Another important category mentioned several times is that virtual teams tend to be much
more task-oriented and factual than physical teams. However, what has also been reported
was the fact that the increased anonymity in some cases can lead to individuals feeling more
comfortable in sharing their ideas and opinions compared to the physical setting. While
participants felt like this was overall a more positive factor, it has also been pointed out that
with the increased task-orientedness, some participants felt like they were not able to cultivate
personal relationships as much and also felt a bit less valued as the individual they were and
more as just someone executing a task and then continuing to execute the next task.

Regarding this category, 6 participants (F1, F3, F5, M1, M2, M4) shared experience on how
the virtual setting is more task-oriented. Participant F1 mentioned how meetings are much
more focused on the business and less on the people in a virtual team. Participants F3 and F5
mentioned that the focus lies more on the work itself in a virtual team. M1 felt that there is a
higher focus on performance in a virtual team and that this also leads to a lower focus on the
individuals’ physical appearance. Participant M2 felt like virtual meetings were more neutral
and unemotional. Participant M4 felt virtual meetings were tenser and usually started
immediately with the task, and there was little to no small-talk.
4.2.5 Increasing importance of moderation in virtual teams

This category of an increased need for thorough moderation in a virtual setting has been
mentioned. Due to the heavy focus on verbal communication only, successfully leading a
virtual team requires moderation and communication rules to abide by. Participants
mentioned the importance of a moderator's role, which leads through the meeting and gives
the word to people. Functions like the hand-raise function used in much virtual
communication software are an important part of team communication rules. They can,
according to participants, significantly improve the flow of the meeting. Participants stated
that in meetings they had, where a moderator was not present or where specific
communication rules were not in place, they felt like the meeting was less efficient and more
interruptions took place as well as ideas got lost in the discussion and people talking over one
another. This category has been mentioned by 8 participants (F2, F4, F5, F6, M1, M3, M4,
M5). Participant F2 mentioned the importance of a clear presentation structure in a virtual
meeting and using the hand-raise function when wanting to contribute to the discussion.
Participant F4 made the interesting point that from her experience, the role of a moderator in
virtual teams is usually occupied by a person with masculine features, meaning a person who
appears more dominant. Participants F5, F6, M3 and M4 mentioned the importance of clear
communication rules and moderated communication in the virtual setting. M1 mentioned that
the hand-raise function could help moderate a meeting reasonably well, but ideally, a person
should still lead through the meeting. Participant M5 made an additional point by pointing out
that the leader of a virtual meeting should be engaging everyone and making sure everyone
who wants to gets their say.

4.2.6 Increased personal control and flexibility in a virtual setting

Several participants mentioned that they enjoyed having more control over their workspace
and more flexibility through virtual meetings. This result is not directly linked to the concept
of a virtual team itself but more linked to the fact that working in a virtual team allows
participants to work from their home or from almost any place they prefer. As an advantage,
participants named the fact that they can save a lot of time by not commuting and not
physically going to meetings. This, in time, leads them to higher work efficiency while at the
same time making the work experience more flexible and more easily adjustable to personal
needs. Another aspect of this category that has been mentioned is the fact that working in a
virtual setting from home allows members of virtual teams to customize their desk setup and
their surroundings thoroughly to their liking. 5 participants (F1, F2, F5, F6, M3) have
mentioned how the virtual setting led them to have more personal control and flexibility.
What is interesting to point out is that while 4 female participants felt like this, only one male
participant mentioned this benefit. Participants F1 and M3 both mentioned that they feel like
they have more control over their surroundings and fewer disturbances in the remote-working
setting. Participants F2 and F5 both point out some negative effects of the increased
flexibility, namely an increase of free-riding and the experience that often team members are
not as prepared as they would have been in a physical setting. F6 has pointed out another
issue of people sometimes taking flexibility slightly too far by participating in team meetings
from their car, which leads to bad sound quality and generally distracts other participants.
4.2.7 Different forms of distractions in the two settings

When participants were asked which setting they felt like they were more distracted, the
answers were pretty mixed. Some felt more distracted in the virtual setting, and some felt
more distracted in the physical setting. However, what can be gathered from this is the fact
that in both settings, there are distractions. The forms of distractions are just usually of
different nature. People mostly referred to being in an office with multiple colleagues as one
form of distraction in the physical setting. For example, colleagues talking to each other or
being on the phone or, in general, other distractions that might occur in a traditional office
setting. In an office setting, it is also not uncommon for someone just to come into the office
with a question looking for an answer, and then discussions take place, which can be
distracting from the actual task that one is working on. In the virtual setting, the distractions

are usually messages or e-mails that come in. Often people start answering messages or emails during virtual meetings, which can distract them from the actual meeting they are in. Of
the 11 participants, 6 (F2, F4, F6, M1, M2, M5) felt more distracted in the virtual setting,
whereas 5 (F1, F3, F5, M3, M4) felt more distracted in the physical setting. All participants
who felt more distracted in the virtual setting mentioned that the main form of distraction in
this setting is doing other things, like answering e-mails, for example, while participating in a
meeting. Participants F6 and M2 also mentioned that the increased anonymity in the virtual
setting is one cause of this. They tend to feel more comfortable doing unrelated tasks during a
meeting since nobody can directly see what they do. Out of the participants, who felt more
distracted in the physical setting, F3, F5, M3 and M4 mentioned that the main form of
distraction in the physical office setting are colleagues. They mentioned chance encounters
with colleagues that led them to interact with them. Participant F1 mentioned that there is a bit
less focus on physical appearance in the virtual setting, which to her sometimes feels like
many colleagues focus on physical appearance in a physical meeting rather than on the task at
hand.
4.2.8 Equal treatment of men and women in both settings

Many female participants of the semi-structured interviews have mentioned that they do not
feel any unequal treatment neither in the virtual nor in the physical setting. Some of those
women described themselves as potentially being a bit more dominant than average women.
However, most of them also referred to supporting measures the management team has taken
to ensure equality. In the physical setting, for example, the department roughly employs the
same amount of men and women (F6), which already structurally supports equality.
Additionally, for the virtual setting, it has been mentioned that many lessons have been
learned since the pandemic, and many improvements have been made to ensure a more
efficient way of holding virtual meetings. That includes measures such as emphasizing the
usage of a moderator and the raise-hand function, for example. Out of all 11 participants, 3
(F1, F3, M2) feel like equality is pretty much given in both settings, 8 participants (F2, F4,
F5, F6, M1, M3, M4, M5) feel like a virtual setting helps with equal treatment at least to some
extent and none of the participants felt like there was more equality in the physical setting.
Participants F2, F5 and F6, were all sharing experiences regarding dominance in the virtual
setting and how it is more difficult for dominant persons to take over in the virtual setting due
to other factors like moderators and less non-verbal communication, for example. Participant
F4 pointed out that the moderators in virtual meetings are individuals with more dominant

masculine features. Participants M3 and M4 mention that physical appearance matters less in
virtual teams, leading to more equality because they feel like society puts more pressure on
women. F6 and M2 mentioned that a team that mostly has an even gender distribution could
also help with inequality issues. Finally, participant M5 pointed out that in the virtual setting,
hurdles for speaking up are lower due to the moderated form of communication and more
focus on verbal communication.
4.2.9 Challenges in virtual teams: trust, communication, leadership and technology
As part of the interview, participants were asked which factors were most important to them
in a virtual team to do their job. With regards to trust, not much support could be found in the
qualitative part of this research. This could be because people have a basic level of trust with
everyone they are working with regularly. Therefore, it might not be an important factor for
them since it is given or it could be that participants do not deem it an important factor. The
factors of communication and leadership are closely linked together in the results of this
qualitative part of the research. In total, 6 participants (F2, F4, F5, F6, M4, M5) mentioned the
importance of moderated communication in virtual team settings. This includes
communication rules and the usage of the moderating raise-hand function, but it also includes
a meeting leader or moderator that leads through the meeting. When it comes to technology, 8
participants (F3, F4, F5, F6, M2, M3, M4, M5) have given examples of how technology plays
an essential part in a virtual team setting. Participants F3, F4, F5, F6 and M3 mentioned the
importance of a stable internet connection. The participants M2 and M5 mentioned the
importance of technical equipment and programs used. Additionally, participant M2
mentioned the benefit of limiting the number of participants in a virtual meeting to keep the
meeting more structured and clear communication.

5. Discussion

This paper has aimed to examine the effect a virtual setting has on perceived behavioral and
performance-related gender equality. Thus far, theoretical implications were mostly linked to
specific parts of virtual teams, such as leadership or group composition. Current studies,
however, fail to compare perceived gender equality from a physical setting to a virtual setting.
Existing studies mainly focus on isolated characteristics of virtual teams and aim to identify
differences or similarities between men and women. This made it possible for this research to
contribute to theory by comparing perceived gender equality regarding behavior and

performance in a virtual setting to the same in a physical setting. That way, the potential
benefits of virtual teams to facilitate equality within organizations can be identified. At the
same time, potential risks can be uncovered, and measures to mitigate those risks can be
proposed. This research will be concluded with effects on behavioral, performance-related
and generally perceived gender equality of virtual teams and how practitioners and
researchers can utilize this knowledge to foster equal treatment of employees in the
workplace.
Hypothesis 1 of this research stated that perceived behavioral gender equality changes from
the physical to the virtual setting. The findings of this research have supported this
hypothesis. Two of the main findings supporting this hypothesis are that women feel
interrupted more in a virtual setting than in a physical setting. In contrast, men feel like they
are being interrupted slightly less often on average. Additionally, men are being seen more
often as the interrupter in both settings. However, this effect is slightly weaker in the virtual
setting, meaning there is a mitigating effect on men's interruptions. The finding that women
and men are affected differently by their own perceived physical appearance in a virtual
setting also shows that behavior-related gender equality is different in the virtual setting
compared to the physical one.
Hypothesis 2 of this research stated that perceived performance-related gender equality
changes from the physical to the virtual setting. The findings of this research could partially
support this hypothesis. Differences between the genders have been found regarding the
essential factors to participants of the two genders. Additionally, a cross-reference showed
that the different effect perceived own physical appearance has on women compared to men
also affects performance.
Findings have been separated into three different categories that have been established after
analyzing the results and finding common responses in both the qualitative and the
quantitative parts of the research. The first category is perceived differences in men and
women, potentially having a different effect in the virtual setting than in the physical setting.
The second category will include aspects of the virtual setting that are perceived to have a
different effect on one gender compared to the other one. The third and final category will
include other factors that have been found in the research. Those factors are differences of a
virtual setting compared to a physical setting but do not necessarily have a different effect on
individuals based on gender.

5.1 Differences in men and women affecting virtual teamwork
5.1.1 Average personality traits

The research has shown that women and men tend to have different basic personality traits on
average. The semi-structured interviews have shown that many participants perceive the
behavior of the two genders differently regarding how they interact and share their input. Men
were, on average, seen as more dominant and more direct. On the other hand, women were
perceived as being a bit subtler and more reserved in comparison. This has also been found in
previous research. Furumo et al. (2014), in their research, found a significant difference
between men and women in virtual teams in that men use communication more to establish
dominance in this setting. In contrast, women utilize communication more collaboratively and
focus on establishing relationships with other team members. When it comes to the day-today business in a virtual team, this perception is also supported by the results for interruptions
and interrupters. Figure 2 shows how men are seen as interrupters more often than women.
While this is true for both settings, the effect is slightly lower in the virtual setting than the
physical one, which can be explained by other factors like increased focus on verbal
communication and the increased use of moderating tools. The results of Table 1 have shown
that women feel like they get interrupted more often than men in a virtual team. While this
might be related to a lack of moderation or communication rules, it is still interesting to see
this difference. It can most likely be related to the perceived difference in basic personality
mentioned earlier. The fact that both men and women feel like men are more often
interrupting others than women, which is valid for virtual and physical settings, further
supports this interpretation.
Additionally, Dufwenberg & Muren (2006) also found that teams where women are in the
majority, are more equalitarian and generous. This shows that women in a team setting are
more focused on collaboration and letting everyone have their say and part in the team effort.
The virtual setting offers quite a range of possibilities to bridge this difference. Many factors
discussed in further detail below have a positive mitigating effect on those differences. In
general, what needs to be paid attention to is that a virtual team setting will amplify both
positives and negatives of teamwork compared to traditional team settings (Berry, 2011). This
means that, while there are decisive advantages and possibilities to bridge many of the
differences, if managed incorrectly or not applied sufficiently, these criteria can also backfire
and even worsen the situation. One good example of that is found in the semi-structured

interviews compared to the survey. In the survey, women, on average, felt like they were
interrupted slightly more in the virtual setting. Whereas most participants of the interviews,
male and female, felt like interruptions are significantly less in a virtual setting. However,
most of them mentioned the importance of clear communication rules and utilization of the
hand-raise function that is part of most virtual communication software. The beneficial effect
that a moderator can have on effective communication in a virtual team setting has also been
mentioned by 8 of the 11 participants of the interviews. This shows how, if done poorly,
participants of virtual meetings can perceive classic team issues like communication as even
worse in the virtual setting compared to the physical setting. But if done correctly, it will lead
to increased productivity by making communication more efficient. These mitigating effects
will make communication more efficient and lead to fewer misunderstandings and
interruptions and lead to more equality by reducing the leeway of more dominant personalities
and giving more reserved personalities a more accessible platform to speak up. This can be
supported additionally by two answers to the open question in the survey, where participants
mentioned they were pretty introverted and had an easier time speaking up in the virtual
setting.
5.1.2 Difference in communication styles

Another related factor making up an essential difference between men and women, which
affects virtual teamwork, is different average communication styles. This is related to the
different personality types so that individuals with a more dominant character will also
usually have a more dominant approach to communication. This means that, on average, men
will use a more dominant communication approach, whereas women are more collaborative in
how they communicate. As previous research by Shen et al. (2017) and Michailidou et al.
(2018) established, male-dominated groups tend to focus more on independence and
expressing their opinions strongly. In contrast, female-dominated groups tend to focus on
supporting each other, are politer and use more non-aggressive strategies. This is in line with
the findings of this research. This research has also shown how male groups tend to have
more heated discussions from the beginning of the meeting. In contrast, more femaledominated groups tend to start more moderately by getting to know each other first and being,
in general, more restrained and politer.
6 out of the 11 interview participants have pointed out differences in communication styles
between men and women. 2 participants pointed out that men use more aggressive and

dominant communication methods. Schiller et al. (2011) studied male and female pairs and
how different factors influence their collaboration and output. Their research found that the
male pairs' trust and satisfaction are mainly influenced by task performance. In contrast, in the
female pairs, impression management played a more significant role in building trust and
satisfaction of the individuals. This research supports these findings with several findings.
Firstly, Figure 3 shows how 47.9% of men feel that leadership is one of the three most
important factors in a virtual team compared to only 30.7% of the women. This supports
Schiller et al. (2011) finding that men are much more focused on performance and achieving
the tasks and less focused on interpersonal relations or other factors. In conflict management,
men tend to utilize more dominant conflict management styles, such as interruption and
conversation controlling styles, whereas women focus much more on compromise and
collaboration (Furumo et al., 2014). These findings go hand in hand with the findings of this
research. In both the virtual and the physical setting, men are seen as the interrupter more
often by male and female participants.
Additionally, this research has shown that the most important factors for men in a virtual
setting were group size, leadership and psychological safety. In contrast, the most important
factors for women were group size, trust and psychological safety (Figure 3). This shows once
more how men value dominance and direct communication more, while women focus more
on relationship building and collaborative efforts that increase the trust of team members.
Another factor that has a significant effect on communication in a virtual team but does not
necessarily affect men and women differently is the factor of technical setup and internet
connection. This research has shown that technical issues and internet connection are a high
priority for many people regarding virtual teams. Many participants have had experiences
with technical difficulties and how they can negatively affect different aspects of virtual
teamwork, especially communication. When the internet connection or the technical
equipment is not up to standard and lags or delays occur, many communicational issues will
be amplified. Interruptions would happen more frequently since people cannot be sure if one
person finished speaking due to the delays. Background noises or static noises are also
technical issues that can disrupt communication in a virtual team setting.
5.1.3 Perception of importance of physical appearance

This factor relates to how men and women perceive the importance of their physical
appearance in a professional virtual setting differently. As part of this research, participants

were presented with a scenario where they would have to imagine running late for a virtual
meeting and not having had the time to prepare themselves physically in the morning (this
relates to putting on make-up, shaving and other cosmetic actions like these). They were then
asked to rate how much a situation like this would affect their participation in the virtual team.
This scenario showed that women felt that a scenario like this would affect their participation
on average more than men felt. The difference in how both genders perceived the effect of the
scenario that has been given as part of the survey would have on their participation was also
statistically significant. Previous research by de Vasconcelos Filho et al. (2009) has shown
how self-image concerns can negatively affect the comfort of virtual team members and
therefore hinder effective communication and performance. This, naturally, depends quite
heavily if the meeting is held using a camera or if it is a purely verbal meeting. Knowing how
women are affected differently by this than men might be on average can also help decide
when and how to use cameras in a virtual setting. Many participants have mentioned how
using the camera can benefit the communication since it offers some form of non-verbal
communication and also makes the meeting feel slightly more like a traditional face-to-face
meeting, but in cases where discussions and exchange of ideas are not necessarily the focus of
the meeting and the meeting has, for example, a more reporting nature, it could be beneficial
to limit the camera usage or at least not mandate the use of a camera for participants to ensure
comfortable participation of all meeting members. While in a physical team, one can see
facial expressions, body language and also the whole general appearance of another team
member, in a virtual setting, participants in most cases can only see the head and shoulders of
their coworkers, which reduces the effect the general appearance has on others. But as has
been mentioned, even in the virtual setting, women’s participation is still affected more by
their own perceived physical appearance than those of men. One effect that is different in a
virtual meeting compared to a physical meeting regarding self-image is that one can
constantly see oneself in the virtual setting (if the camera is turned on). While in general, the
physical appearance might be less important because not as much of the body and body
language is visible in a virtual setting than in a physical setting. The distraction is far great
because team members can constantly see themselves. This is also supported by the fact that
out of the 6 women who felt like their participation would be affected by not having been able
to prepare themselves in the morning, 4 felt that they are also a lot more distracted in the
virtual setting.

5.2 Aspects of virtual teamwork affecting men and women differently
5.2.1 Focus on verbal communication

This research, mainly the qualitative part, has found out that virtual teams are much more
focused on direct verbal communication than their physical counterparts. It has been found
that there is a reduction in the importance of non-verbal communication in virtual teams. As
part of the qualitative interviews, this has been mentioned by 7 out of the 11 participants. The
fact that most virtual teams utilize face cameras or sometimes only voice communication
diminishes the importance and the influence of non-verbal communication and physical
appearance. This leads to an increased focus on the tasks at hand and a more neutral taskbased work environment. While this, in general, affects every member of a virtual meeting
regardless of their gender, it can have different effects on both genders regarding other
factors. As mentioned before, men tend to communicate more dominantly. They are much
more focused on working on the task at hand, whereas women are more agreeable,
collaborative, and building more meaningful relationships with the other members. When
applying this increased focus on direct verbal communication on the factors of different
communication styles and the different average personality traits of men and women, one can
see that it has a mitigating effect on these differences. Dominant communication styles and
interruptions rely heavily on non-verbal communication. This research has found that in
virtual teams, the communicational dominance of individuals is weakened quite significantly
due to the absence or weaker impact of body language and facial expressions. When forced to
communicate mainly verbally, dominant communicators lose quite a large amount of means
by which they can establish this dominance. It is, for example, impossible in a virtual team to
get physically closer to someone, which can be a means to intimidate another person.
Technical means also allow participants, for example, to lower the volume of someone if they
have a louder tone of speaking, which can lower the level of perceived dominance that person
will have.
Previous research by de Pillis and Furumo (2007) has found that virtual teams' anonymity
helps women perform on an equal basis with men by making gender a less relevant variable.
The increased anonymity in virtual teams has also directly been mentioned by one participant
of the qualitative research part. Other than fostering equality, the increased anonymity can
also lead to more distractions. Participants F6 and M2 mentioned that the increased
anonymity in virtual teams leads to more distractions since team members are more tempted

to work on other tasks while participating in a meeting. In general, the increased focus on
direct verbal communication can lead towards increased task-orientedness and neutral
working space for the individual employee. However, it can also have downsides. For
example, when the meeting is more about collecting ideas and more creative than
organizational, reporting or task-oriented, the lack of non-verbal communication can be a
disadvantage. Suppose the task is to come up with ideas for a specific topic or to innovate,
then most of the time. In that case, it is more beneficial for a group to get together in a room
and discuss quickly and interactively, which is highly difficult in the absence of most nonverbal communication.
5.2.2 Increased task-orientedness

The fact that virtual teams, in general, tend to be more task-oriented is a result of a few
different factors. One of the most important ones is the decrease in non-verbal
communication. This leads to the meeting becoming more neutral and less personal. This
research has shown that both men and women feel like a virtual team is more task-oriented
than a physical team. 62.7% of the participants felt like a virtual team is slightly more taskoriented than a physical team (Figure 13). The research has also shown that the increased
anonymity in this setting can lead to individuals feeling more comfortable in sharing their
ideas, opinions, and more personal information. On the one hand, this can be in line with taskorientedness, because people might feel more open to giving input, which could help with the
task at hand. On the other hand, however, this can also lead to people being more open to
communicating about issues that are not work-related, which could in turn lower taskorientedness slightly. As mentioned, overall, participants perceived virtual teams as more
task-oriented than physical teams. Boiney (2001), in a previous study, found that males in
virtual teams are most comfortable if tasks, roles and objectives are as straightforward as
possible. In line with the research of Schiller (2011), that found male dyads to be more
trustful and satisfied in a pair in which there is effort devoted to task performance, this shows
that men might be more appreciative and content with a setting that is more focused on the
task at hand and less focused on relationship-building or other activities like that. When it
comes to the balance between task-orientedness and networking or other social interactions,
this research has found that in some cases, members of a virtual team are given a slight
amount of time at the beginning or end of a meeting to engage in small talk and network.
Participants who took part in meetings, where they were allowed to do this, reported that they
found it had a very positive effect on them with regards to not solely and neutrally focussing

on the tasks at hand during the whole working day, but also for the effectiveness of the virtual
team that they took part in. Allowing participants to exchange and have some small talk
before the actual meeting reduces interruptions during the meeting itself and decreases the
risk of the conversation going in a more casual direction because people feel the need to chat.
This could be an approach to mitigate the fact that virtual meetings are slightly more taskoriented than their physical counterparts. This, in turn, would also help women, who on
average put more value on collaborative working and building relationships with colleagues,
leading to more equality.
5.2.3 Increased moderation

This research has shown that virtual teams, in general, require more moderation than a
physical team. Several factors lead to this. Firstly, the decrease in non-verbal communication
makes it much more challenging to identify when another person has finished speaking.
Suppose the communication is not moderated by someone. In that case, that calls out people
one after another with the help of the hand-raise function, the flow of communication will be
decreased, and there will be people speaking over one another. This issue is further amplified
by technical issues, like a slow internet connection, lags, and inferior hardware like
headphones. A phenomenon that participants of the research have described was that if there
was no moderator or leader of the virtual team, then often the tasks at hand have not been
started with because nobody felt responsible. Due to the lack of non-verbal communication,
nobody dared to speak up initially until someone took the role of the moderator and called out
people for their opinion. The moderator can have slightly different effects on men and women
on average. In general, an unbiased moderator will lead to equal opportunity for everyone.
The fact that everyone in the team has to raise their hand and wait until they get called out by
the moderator will dampen the impact very dominant individuals will have while at the same
time taking away the hurdle for more passive and potentially shy individuals to speak up. The
research has also shown that virtual teams have helped significantly, especially when
moderated well, even for individuals who are more introverted or shy. A virtual team takes
away the pressure of having to be present among many people while simultaneously, with the
help of the moderator and the hand-raise function, allowing participants to simply register
when they want to contribute something. The increased moderation will also positively affect
equality regarding the interruptions mentioned above, which are unequally spread between
men and women.

On the other hand, what has to be mentioned is that the hand-raise function and moderation
can also have negative effects. Suppose various people have a contribution to make with
regards to a specific topic. In that case, it is much more challenging to interject and give input
on a particular discussion item. With the hand-raise function, it is possible that one member
would have a contribution to something specific, but by the time they are called out to make
their contribution, the conversation might have moved on, potentially leading to the
contribution not to be made.

5.3 Factors without significantly different effects on men and women
5.3.1 Technical Setup and Internet Connection

As briefly mentioned before, as part of the difference in communication styles section,
technical setup and a stable internet connection play a significant role in the success of a
virtual team. This factor does not only influence the communication aspect of a virtual team
but also almost all other factors. For example, the used software plays a significant role in
how successful a team can be managed and moderated. As mentioned before, many
participants outlined the importance of moderation and communication rules, like utilizing the
hand-raise function. When choosing a software to utilize for the virtual setting, all factors
have to be considered. Does the software offer a hand-raise function? How many participants
can a meeting hold, and how many videos can be shown simultaneously? Those are all
questions that need to be asked when deciding on which software to use.
Pinjani and Palvia (2013) found that media richness in a virtual team will affect commitment,
effectiveness, efficiency, communication, trust, and relationships. This choice is therefore not
to be taken lightly. And the technical setup does not stop at the choice of which software to
use. With an increase in remote working and a general increase in virtual work settings,
hardware choice becomes increasingly important. With employees spending more and more
time in the virtual space, the choice of computer, headphones, desk, chair, etc., becomes more
crucial. While those hardware items definitely can be expensive, they can also have a very
positive effect on the performance of individuals within teams. If chosen poorly, they can
harm the team as a whole. Inferior headphones can lead to lower sound quality and, therefore,
misunderstanding or background noise, disrupting the virtual meeting. In addition to the
factors already mentioned, a stable internet connection and servers that can process and store
the number of virtual meetings necessary and the data generated in those meetings are a
requirement for a functioning virtual team. This is probably the most critical factor

concerning setup. If the internet connection is not stable or fast enough, this will lead to
various disruptions in day-to-day virtual teams. Without the internet, nothing else will work.
The choice of internet speed can also already be a vital consideration and will affect
communication in virtual teams, among other factors, as mentioned before. One other factor
that has been mentioned by previous research of SDU and the University of Magdeburg
(Holst, 2021) with regards to virtual communication. Most virtual communication software
transfers audio in a compressed manner. This leads to not all frequencies being transferred to
the receiver. In this case, there is an actual difference between men and women since this loss
in some frequencies affects the average women’s voice more than the average man since the
frequencies lost due to compression are mainly those in which women’s voices operate. This
results in women’s voices sounding slightly shallower and less charismatic compared to
men’s voices. Even though most of these factors impact both men and women reasonably
equally, this factor affects women more than men, which needs to be considered when
choosing communication software.
5.3.2 Increased personal control and flexibility

This factor is mainly based on the findings of the qualitative part of this research. As already
mentioned in the results section, it is a factor that is mostly not directly linked to the virtual
setting in itself but more to the surroundings and flexibility that a virtual setting allows for.
There are, however, some elements of it that can be directly linked to the setting. One
example is that time management can be done much more individually in a virtual setting.
When it comes to time management, it is also essential to mention that not needing to
physically move from physical meeting room to physical meeting room and instead just
moving from one virtual meeting room to the next without having to relocate physically is
saving individuals a notable amount of time in their workday. This saved time allows for
slightly more flexibility during the workday. Another factor leading to more individual
control and flexibility, which can be directly linked to the virtual setting, is the factor of
documentation, note-taking and knowledge-sharing. Since virtual meetings are usually
conducted with the help of programs like Microsoft Teams or Zoom, participants of meetings
or teams have much more options of documenting what is being said in a meeting. Essential
meetings can be recorded and stored to check the contents at a later point in time. Functions
allowing participants to access files and work on said files together in real time allow for
much more flexibility, efficiency, and accuracy when it comes to note-taking and knowledge
sharing. It is no longer necessary to have someone dedicated to taking notes most of the time

since virtual meeting programs offer functions that can do that much more easily and
efficiently, which saves much time in the working day and allows participants to be more
attentive and flexible within the meeting.
In addition to the factors mentioned, some other factors result from the increased flexibility,
which has already been mentioned. These factors can, therefore, indirectly be linked to the
virtual team setting as well. One of those factors relates to the possibility of working
remotely. Working remotely can have several advantages, with regards to increased personal
control and flexibility. One significant advantage of working from home is that individuals
can control their surroundings and work setup significantly better than they could if they
would work in an office. In an office, supplies and furniture are usually given, and most
employees do not have much say. At home, individuals can choose their desk and their chair
freely and adapt the choice to their specific personal needs. This is an important factor also
when it comes to meals and drinks. At home, people can choose freely which meal they want
to have for their lunch break or which brand of coffee they would prefer. This has been
mentioned by participants F1 and M3, who both felt like they had more control over their
surroundings. This factor is, however, not an advantage in all cases. Things that have to be
considered are the space that is available for the individual. If the home of someone working
remotely is not necessarily spacious, they might not be able to set it up in a way that works
best for them.
What is more, companies need to ensure that these additional costs that the employee has to
bear are taken into consideration. When working primarily remotely, employees will mainly
pay themselves for equipment and electricity, for example. Additionally, two participants (F2
and F5) have mentioned how there is an increase in free-riding due to the increased flexibility,
and people more often are unprepared. Even though this increase in flexibility benefits both
men and women, the fact that 4 women and only 1 man have mentioned it during the research
makes it seem like it is not necessarily valued by both genders equally.
5.3.3 External Distractions

As mentioned before in the results section, virtual and physical settings come with different
forms of distractions from outside. In both settings, the distractions usually affect employees,
regardless of their gender, reasonably equally. One exception has been mentioned before
when talking about the perception of the importance of physical appearance. Women’s
performance seems to be more affected when they feel like their physical appearance is not up

to their standards; it can be considered a distraction that does not affect both genders equally.
However, this part focuses on external distractions that occur in both settings.
For the physical setting, it is more challenging to work on a specific task by oneself. In many
offices, employees are not alone in their room, and coworkers taking phone calls or discussing
issues are external distractions in the physical setting that can usually not be avoided entirely.
What has to be considered here is that even when working in a virtual team, this does not
necessarily mean that the person is working remotely. Often employees work in a virtual team
while being physically present in the office. This will amplify the distractions since the
employees will face the distractions that come with the physical office setting and the
distractions that come with the virtual setting. Other distractions that often occur in the office
are, for example, coworkers coming in with a question. At the same time, one might
potentially be busy doing something else and then feeling obliged to interrupt the workflow
and answer immediately. This distraction occurs mainly in the physical setting, since virtual
software and e-mails allow the individual to manage and decide when to answer inquiries
more so than in a physical setting.
One of the most significant distractions that often occurs in a virtual setting is the issue of
working on multiple items at the same time. Having the whole workspace in one place,
meaning the computer, has, as has been mentioned before, quite a large amount of
advantages. It, however, also comes with the disadvantage of distracting someone reasonably
quickly. This research has shown that 79.5% of the participants feel at least slightly more
distracted in the virtual team setting. While attending a virtual meeting, individuals will often
fulfill other tasks on the side or answer some e-mails. This leads to them not paying full
attention to the meeting at hand. Another critical factor that can lead to distractions and
interruptions is the technology and equipment as well as the usage of it. Suppose the internet
connection of one or more participants is unstable. In that case, it will lead to
misunderstandings. It can distract participants fairly easily. Other issues with technology are
background noises, speaker feedback or just plain lousy sound quality. What has to be
mentioned here is the fact that this research has also found that out of 9 people who felt like
they performed worse in a virtual setting, 8 felt like they were at least a bit more distracted in
the setting as well, which suggests a correlation between distraction and worse performance in
the setting.

5.3.4 Challenges in Virtual Teams: Trust, Communication, Leadership and Technology
To sum up the findings of this research, they will now be compared to the aforementioned
four main challenges in virtual teams.
Regarding trust, Gibson & Manuel (2003) argued that it is even more critical to the
effectiveness of a virtual team than it would be in a physical team. Kanawattanachai & Yoo
(2002) see trust as the critical factor that decides the success or failure of a virtual team. This
research has shown that trust is an essential factor in a virtual team (Figure 3). Suppose the
related factor of psychological safety is added to the picture. In that case, one could say that
trust and psychological safety are crucial factors to ensure gender equality in a virtual setting.
Those two factors are among the most important factors for women. However, they are often
overlooked. Instead, more focus is placed on solely fulfilling tasks, which can lead to
inequality due to different average preferences of the genders and different levels of focus
placed on the essential factors for each gender.
Communication has been defined as the transfer of understanding and meaning from a sender
to a receiver (Gibson & Manuel, 2003). Challenges here are the reduction of non-verbal
communication and different communication styles. Additionally, it has been found that
communication is a critical correlated factor to establishing trust (Pinjani & Palvia, 2013).
This research has found a reduction in non-verbal communication in virtual teams, which,
however, does not solely have negative effects. While misunderstandings can occur,
communication can be much more structured and regulated in the virtual setting. The decrease
in non-verbal communication leads to a smaller difference in dominant and non-dominant
individuals, fostering gender equality. The survey has found that both men and women put a
relatively equal focus on it and rate its importance similar to the factor of trust.
Neeley (2016) found two main tasks a virtual team leader has to fulfill: managing the social
distance, and the leader has a more cyclical role, meaning due to the nature of the virtual
team, not everyone is always on the same page, which the leader needs to address. Both of
those can be supported by this research. The social distance in a virtual team comes with a
few challenges: more direct verbal communication and an increased need for moderation are
among those challenges. Additionally, due to how a virtual team works, not necessarily in a
simultaneous manner, the team leader needs to have structures in place and lead through the
meeting. This research has shown that men, more so than women, generally think leadership
in a virtual setting is one of the three key factors. However, this research has also shown an

increased need for moderators and communicational structure in a virtual team, which are
both tasks of a moderator or leader.
The factor of technology comes with two main categories of factors, according to Sivunen &
Valo (2006). There are person-related factors and task-related factors. Pinjani & Palvia (2013)
argue that technology affects effectiveness, efficiency, communication, and trust in a virtual
team. Regarding technology, this research has found that it can help with structure,
moderation and documentation in a virtual meeting. The hand-raise function that many
communication software offers has been mentioned many times by research participants as an
essential tool for communicational structure in a virtual meeting.
Additionally, the lack of a stable internet connection has been mentioned as one of the most
disrupting factors for virtual team effectiveness. Person-related technology choices include
the choice of conducting meetings with a camera or without. The usage of a camera can lead
to more non-verbal communication. Still, at the same time, it can also have adverse effects on
equality due to the different effects self-perception can have on the participation of men and
women.

6. Limitations, Implications for Research & Practice and
Recommendations for further Research
6.1 Limitations

The snowball-sampling approach of this research, being a form of convenience sampling and
not a random sampling method, can be criticized and argued to weaken the research results.
One could argue that the results would have been more meaningful if the researcher had
employed a population sampling. Instead of using the snowball-sampling approach, the
researcher decided to gather data from the whole population of students at the research site.
This has been avoided, mainly for two reasons. Firstly, the size of the research site is
relatively small, which leads to concerns regarding reaching a sufficient sample size to allow
the researcher to draw conclusions. Secondly, by using a population sampling, the participants
of the research would have only been students, which was not the aim of the research, since
the aim of the research was to examine the effect of the virtual team setting on gender equality
in a professional setting, meaning academic and business in general, and not solely in an
academic setting. The utilization of snowball sampling allowed the researcher to increase the
sample size and gain a more diverse data set. Even though the decision to utilize this sampling

approach is justified, it still leads to the fact that the reliability of the research can be
questioned. With time and budget constraints, the researcher aimed to maximize the reliability
and validity of the research results as much as possible and aim for results that are as
representative as possible for the research aims. To balance out some of these disadvantages,
the research was also designed so that there is a qualitative part following the quantitative
part. This was done to confirm findings of the quantitative research and gain a deeper insight
into why some effects are perceived the way they are.
Another limitation of this research that should be mentioned is the fact that both the
participants of the quantitative as well as the participants of the qualitative research are
mainly Europeans and have similar cultural backgrounds. On the one hand, this can help
make sure the result variables are not affected as much by potential cultural differences. Most
of the presented results can be traced back to gender differences and not to potential cultural
differences. This, however, also limits the meaningfulness of the results regarding applying
them to general settings in non-European countries since gender equality or variables
affecting it could be perceived differently in those cultures. The researcher accounted for that
somewhat by choosing participants from Germany in the qualitative part of the research to
represent two different cultures within this research, while at the same time making sure that
the two cultures are not too far apart so that the results are not too heavily influenced by
cultural predisposition of the participants.
During this research, there were several practical difficulties the researcher encountered. As
already mentioned, this research being time-constrained and the researcher having limited
resources at their disposal led to some compromises that had to be made to stay within the
scope of the research project.
Another limitation of the research has to be pointed out regarding how the participants of the
quantitative part of the research have been selected. As already mentioned, the survey has
been conducted using an online survey tool and distributing the link via a general mailing list
of all students of the chosen research site, Reykjavík University. Students were instructed to
fill out the survey and were permitted to forward it to other individuals they knew who had
experience working in a virtual team setting. This way of distributing the survey and selecting
participants for the research was potentially subject to a selection bias. By clearly
communicating the topic of the research in the e-mail distribution, individuals who have
strong opinions towards gender equality in virtual teams and potentially have had especially
bad or especially good experiences with regards to it in the past were potentially more likely

to be interested in participating in the research and give their opinion. This could have led to
the research results being slightly more polarized than the situation might be in reality.

6.2 Implications for Research and Practice

This research aimed to examine the effect a virtual team can have on different aspects of
gender equality compared to a physical team. When analyzing this effect, there have been
three different categories of effects that could be found. First of all, there are perceived
inherent differences between men and women that affect virtual teamwork. Secondly, there
are aspects of virtual teams that have a different effect on men and women. Thirdly, there are
different factors in a virtual team compared to a physical team, which do not necessarily
affect men and women differently. Those categories are significant for both researchers and
practitioners in the field of virtual teams. As soon as there are individuals with different
genders in the team, those factors will play a role and need attention to ensure equal
opportunity and maximize participants' performance.
One of the statistically significant findings was that women in a virtual team perceive the
importance of their physical appearance much higher than their male counterparts. If they felt
like they could not create a physical appearance of themselves up to their standards, they were
found to be much more likely to participate less when compared to men. This finding mainly
has implications for the practical field of virtual teamwork in the way that it should be kept in
mind when selecting software and other prerequisites for a virtual team. However, also for
researchers researching gender equality, this finding can help explain potential phenomena
they might encounter.
Another more general finding that needs to be mentioned is that multiple female participants
in the qualitative part of the research mentioned that they felt like the treatment of men and
women was pretty much equal at their workplace. In many cases, they referred to lessons their
organization learned since the COVID pandemic and how they improved the virtual
teamwork. This shows that teamwork in a virtual setting and a physical team can promote
gender equality if done correctly. Since the virtual setting amplifies most benefits and
disadvantages of a normal team setting, this underlines the importance of thorough
management and consideration of all factors, when implementing a virtual team approach to
ensure equal treatment and opportunity for everyone.

6.3 Recommendations for further Research

This research has led to the introduction of three main categories regarding gender equality in
virtual teams: inherent differences between men and women that affect virtual teamwork,
virtual team aspects that affect men and women differently, and factors that are different in a
virtual a physical setting. There are several factors underneath those factors. However, these
factors are by no means complete. There are still more factors that need to be explored with
regards to the three categories mentioned. Further research should use these categories and
analyze more factors expanding on the categories. More factors that should be examined are
leadership in virtual teams compared to physical teams and how it affects gender equality,
team composition in virtual teams compared to physical teams and how it affects gender
equality, etc. There are also many different variables like trust, psychological safety, group
size, etc., that have not been explored yet regarding how they affect gender equality in a
virtual team compared to a physical team.
As mentioned before, this research exclusively focused on gender equality regarding the
traditional binary gender definition. This has mainly been done due to limited time and
resources. Further research should examine how the virtual setting affects inclusion and
equality for individuals who identify as non-binary. How are non-binary individuals affected
by virtual team work and can virtual teamwork help with better inclusion in the workplace?
Those are all potential research questions that should be asked as part of further research into
this area.
Another recommendation for further researchers is to replicate research like this on a larger
scale. If the time and resources are not as limited as in this research, it would be possible to
extend this research toward a more diverse and more extensive sample while also using
random sampling methods. This way, the research results can be more valid and reliable and
more definite conclusions can be drawn.
As mentioned, this research has found that women’s participation is affected more by not
getting their physical appearance in line with their personal standards than that of men.
Research to examine this phenomenon further and potentially compare it to a physical setting
would be very beneficial for the topics at hand. It should be analyzed where this effect is
rooted and how it can be mitigated in a virtual and physical setting.

Another interesting differentiation that the researcher came across as part of the qualitative
research is the distinction between a virtual team in an office setting and a virtual team in a
remote working setting. Several differences need to be explored here. For example, this
research has found one distinction: how distractions are different in a virtual compared to an
office setting. However, it has not been examined how distractions differ when combining the
distractions. A virtual setting has potential distractions in an office and potential distractions
at home when working remotely.
Additionally, it would be beneficial to analyze the remote working setting on gender equality
specifically. Virtual teamwork is only one part of this setting. Still, this research did not
examine the factors of surroundings at home, family situation and other potential factors that
could influence gender equality in a remote working setting.

7. Conclusion

As virtual teams became almost omnipresent in the last years during the COVID pandemic, it
is crucial to understand the impact virtual teams can have on gender equality compared to
physical teams. By analyzing different behavioral factors like interruption, participation, the
value of physical appearance, and performance and task-orientedness, this research, in a first
step, clearly showed that there are areas in which virtual teams can foster gender equality
better than physical teams if managed correctly.
This research has identified some critical categories concerning comparing virtual and
physical teams and how they affect gender equality. In summary, there are three main
categories, which are summarized in a fourth category outlining the core challenges of a
virtual team:
Differences between men and women that affect virtual teamwork
One factor within this category is the different average personality types of men and women
that have been found in this research, where men tend to appear more dominant, and women
appear more collaborative. Moreover, this research has found that women, on average,
employ a communication style, which is more focused on relationship building and making
sure everyone has their say. In contrast, the communication style of men, on average, is much
more task-oriented. Another important factor relates to the finding that women’s participation
is more severely affected in a virtual team if they could not prepare their physical appearance

to their liking than the participation of men in a case like this. This, in turn, leads to them
being more distracted and decreases their performance.
Virtual team aspects with different effects on men and women
This category relates to how some aspects of a virtual team can influence men and women
differently and therefore make a relevant factor to look at regarding gender equality in this
setting. This study has found that virtual teams put much more focus on direct verbal
communication. They appear to be much more task-oriented than a physical setting and have
a higher need for a moderator leading through the meeting. All of these aspects can mitigate
most of the factors mentioned in the first category if managed correctly. Higher focus on the
task at hand, more direct verbal communication, and a moderator leading through a meeting
in a coordinated manner can soften the impact of more dominant personalities while giving
others an easier time contributing. One finding that needs to be pointed out here is that with
men being on average more task-oriented than women, it should be considered to implement
time for interpersonal relationships in virtual meetings to allow for both genders to have equal
opportunity to act within their comfort zone and therefore be more productive in an equal
way.
Virtual-team-specific factors with no significantly different effect on men and women
In this category are factors specific to the virtual team setting and different from a physical
setting but do not affect men and women differently. Those factors include the hardware and
internet connection of individuals, increased flexibility and personal control in the virtual
team setting and the different forms of distractions a virtual setting comes with. While those
factors do not necessarily directly affect gender equality, if managed poorly, they can harm
other factors affecting gender equality. This research has found that distractions in a virtual
setting are different from those in a physical setting.
Challenges in the virtual setting
This research has shown that trust and psychological safety are significant factors in the
virtual setting. Both of those factors are among the most important factors for women in this
setting. They need to be paid attention to more closely and in a similar way that task
performance and leadership are paid attention to, which are more important for men.
A reduction in non-verbal communication is another factor of virtual teams, this research has
found. While there are negative effects like misunderstandings and a less natural
communication style, it also comes with the benefit of bringing more structure in the

communication process as well as leading to equal opportunity of contribution for both men,
who are on average more dominant and women who are less dominant on average.
The need for a moderator is increased in a virtual setting, not only due to the decrease in nonverbal communication but also due to the specific characteristics of the technology used. This
increased moderation is another factor that can lead to more equality if executed correctly by
giving everybody the chance to contribute in the same way and mitigating the effect of
dominant individuals taking over the conversation.
As a supporting function for the moderator, most virtual communication software offers a
function where participants can raise their hand if they want to contribute. This is very
effective in structuring and moderating communication in this setting. Functional equipment,
as well as a stable internet connection, are detrimental to effective communication. Lastly,
using a camera is a choice that can have positive and negative effects on members. On the one
hand, it increases non-verbal communication; on the other hand, women’s participation is
more affected by their physical appearance than those of men, which is an issue that only
occurs with the camera turned on.
To conclude, virtual teams can positively impact gender equality, more so than a physical
team could. However, this is only true if the relevant factors are paid attention to and if the
team is managed correctly. In general, virtual teams can have many advantages and lead to
more flexibility; on the other hand, it is also important to pay attention to the disadvantages of
this setting. This pandemic has shown that virtual teams can be a good working style in many
cases, but it has also shown that most individuals need the personal contact a more traditional
physical team has to offer. Overall, the ideal approach would most likely be a mixture of both
settings, where the team's task is analyzed, and then the setting that offers more benefits for
this specific task is utilized. The fact that virtual teams become more and more prevalent is a
fact that is given. This research has shown that virtual teams can and should be utilized to
benefit and foster gender equality in an organization and, in turn, in society as a whole.
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9. Appendix
9.1 Appendix: Online Questionnaire
Disclaimers

The following survey will ask you some questions related to performance and behavior in
virtual and physical meetings.
•

“Virtual meetings” refer to real-time online meetings, where all participants are not
necessarily located in the same physical location. For example: Online lectures, virtual
project groups, work-related virtual teamwork, etc.

•

“Physical meetings” refer to real time meetings, where all participants are located
in the same physical location. For example: Lectures in classrooms, project group
work in a study rooms, work-related teamwork in a meeting room, etc.

For both virtual and physical meetings, we refer to meetings in a professional setting
(university, work, etc.) as opposed to private settings (friends, family, etc.).

Behavior

1) When you work with a group of people virtually, which genders is the group
comprised of?
•

Only men

•

Only women

•

Pretty mixed

•

Mostly men

•

Mostly women

2) In a virtual meeting do you feel like you get interrupted more or less than in a physical
setting? (Interruption refers to you feeling like you are not able to finish your
sentences and others cutting in not letting you finish what you wanted to say)

•

1-7 a lot less – a lot more

3) In a VIRTUAL setting which gender do you feel like is more often interrupting
others?

•

1-7 women a lot more often – men a lot more often

4) In a PHYSICAL setting which gender do you feel like is more often interrupting
others?

•

1-7 women a lot more often – men a lot more often

5) If you compare how often you participate and speak up in a virtual meeting to a
physical meeting, in which setting do you feel like you participate more?

•

1-7 physical a lot more – virtual a lot more

6) Do you in general feel more distracted in a virtual meeting (checking on how you look
in the camera, other household members walking around, checking out other people’s
homes, etc.) than in a physical meeting?

•

1-7 less distracted – more distracted

7) How concerned are you about looking professional/presentable when participating in a
virtual meeting?

•

1-7 not concerned at all – very concerned

8) Suppose you are running late for a virtual meeting and did not have the time to prepare
yourself in the morning (shave, makeup, etc. however you usually would prepare) how
much would this affect your participation?

•

1-7 not at all – very much

Performance

9) Do you feel like you can express your opinions and ideas more or less freely in a
virtual meeting as opposed to a physical meeting?

•

1-7 less – more

10) In a virtual setting, which 3 of the following factors impact your performance, such as
task accomplishments, gradings etc., most positively?

•

Good leadership

•

Trust

•

Group size (small vs large)

•

Psychological safety (feeling safe to express ideas, participate in decision-making etc.
without fear of judgement or other repercussions)

•

Technology (knowledge sharing tools, Wi-Fi connection, computer programs, etc.)

•

Team structure (flat vs hierarchical)

•

Communication methods (face to face, video call, telephone, etc.)

•

Evaluation systems (360° evaluation, one on one, peer evaluation, etc.)

•

Rewards and incentives (bonuses, promotions, praise, etc.)

11) In a virtual setting do you feel like you can perform better than in a physical setting?
(performance as in fulfilling your tasks, achieving good grades, etc.)

•

1-7 perform a lot worse – perform a lot better

12) Compared to a physical team, from your experience do you feel like a virtual team
performs more or less efficiently?

•

1-7 less efficiently – more efficiently

13) Compared to a physical team, do you think a virtual team setting is more task-oriented
or less? (is there more/less time spent on relationship-building, general chatting, etc.)
•

1-7 a lot less – a lot more

14) Anything else you want to share with regards to virtual teams?

Demographics

15) Which gender do you identify as?
•

Male

•

Female

•

Other

16) What is your current occupation
•

Student

•

Full-time work

•

Part-time work

•

Without occupation

•

Other

9.2 Appendix: Qualitative Semi-Structured Interview Questions

Disclaimers

In the following interview I will ask you about gender equality in virtual meetings. The
interview is then completely anonymized.
By virtual meeting, I mean real-time online meetings where not all participants are in the
same place. For example, online lectures, virtual project groups or participation in meetings
remotely.
In contrast, a physical meeting is a real-time meeting in which all participants are in the same
room. For example, lectures, project work in a meeting, meetings in the conference room.
For both virtual and physical meetings, I refer to a professional setting, e.g. work or
university, and not to a private setting, e.g. with friends or family.

1) Approximately how many times a week do you work in virtual meetings?

2) On the subject of gender equality, in which setting: virtual meeting or physical
meeting, do you think that both genders have more equal opportunities to perform and
to contribute ideasand why? What other things have to be considered even with the
better option?

3) If you compare virtual meeting and physical meeting, in which setting can you focus
better on your work and why?

4) In which setting do you feel more distracted and why?

5) If you are working in a virtual meeting, what are the most important factors for you to
do your job well?

6) I found out in my survey that women more often feel that they are interrupted and
cannot finish speaking in a virtual meeting. At the same time, men are seen more often
as interrupters than women. Do you have any experiences in this regard that you can
share?

7) What changes would you like to see in the virtual meetings you are part of, to make it
more enjoyable, more productive and more efficient for you?

8) Do you have any additional points, ideas or experiences with virtual meetings and
especially gender equality in this setting that you would like to share?

9.3 Appendix: Survey Answers to Open Question

As a last question of the survey participants were asked if they had any additional input on
virtual teams that they would like to share. These are the unfiltered responses:
It varies from job to job but virtual meetings offer far more distractions than physical
meetings.
I believe that virtual teams have allowed me to gain the confidence to speak up more.
It´s quite efficient for experienced programmers
To begin with I disliked the platform of virtual meetings, they though grew on me as my
experience with them increased.
Dont feel much of a difference compared to a physical team.
Virtual meetings cannot come instead of a physical meeting
I feel, lag and other technical issues affect the flow of communications and interaction to a
point that nullifies any convenience of a virtual meeting unless participants are spread around
the world
While virtual teams are great I often find the video chat software to be a big reason for less
than good communication Frequently people do not use headphones and therefore their voice
cuts out if someone else speaks or there is a delay between members that makes interruptions
more common This delay also makes it harder for 'serial interrupters' to be kept in check by
other group members because speaking over them or in turn interrupting them to let the initial
person finish is harder (no hand gestures, no turning away from them to face the person

talking first, etc.) Additonally recording volume and other settings/hardware issues makes
effective communication harder
being able to work remotely as easily as you can now is a huge improvement for everyone,
especially for those who need it
As with physical teams, my virtual teams experiences vary according to more than just
virtual/physical. For me, I do not think there is all the difference in the world between the
two, but I have always been able to meet up with people occasionally through out the
pandemic.
Often break out rooms were tedious because people used them as a chance to have a mental
break from the class and not participate (masters degree). Then, a couple of people were
leading discussion out of the need to provide an answer in group discussions in the main
session. Or, once the answer had been reached in a short period of time the break out room
was less efficient because it was just socialising that would have been more apparent in
person.
I use teams/zoom a lot for work and I feel that it often is better than physical meetings. For
example, when I'm getting information from others in virtual meetings, people seem to be
more inclined to write down critical information(URLs, names of people, names of
components, etc).
It is easier to be in a virtual meetings for people with hearing deficits.
I noticed that sometimes it took some time to get stuff done until someone took charge.
Usually I was the one who had to set meetings and start the discussion and divide tasks, but
once all that was started then team members started working on their things but a lot of them
procrastinated until before it was due and we would meet again to work on it even that
meeting was supposed to be a finalization meeting. It ended up working okay but I noticed
people were more casual and didnt want to lead anything and nothing was really ever started
until someone took that role.
In my experience, coming from a small department within RU. Virtual teams or online
teamwork does not work well unless everyone in the group knows eachother well. That way
tasks are distributed more evenly and fairly depending on technical knowledge, programs,
calculations etc. In that kind of group setting, I feel like everyone takes leadership of their
own tasks in that kind of way. Having occasionally worked in online teams or physical with
students that have never met up unitl the point of starting group work together, the groups

work is not as good. Someone might take charge of the entire group and assign tasks and is
never satisfied with the groups work unless it was done by the self proclaimed team leader.
Evenn though this past year has given us a lot of experience in virtual meetings, these
experiences not representative of a "normal" virtual experience. The experience is coloured by
the fact that we were forced to be solely virtual. It's not the same as switching between
physical and virtual, where you get a chance to build relationships in-between during physical
meetings.
my experience is only with as a student. Its harder to explain your ideas through virtual
meeting for a project, but its really nice when everyone knows what is going on, group of 4 is
a maximum. And when there is alot to talk about for the project it is not a good platform.
However it is perfect when there is need to clarify and just go over what are next steps and
what is done.
Being a highly introverted individual with some safety measures that I'm pretty sure would be
a bit above average if there was a scale, I want to point out that while I'm on camera I'm pretty
much behaving more or less the same as in a physical setting. While, in a virtual team, as soon
as tasks have been agreed upon and the cameras are turned off, I feel much more relaxed and I
can communicate a lot more with the team. As with anyone with social anxiety, the better you
get to know people and more time you spend with them, it gets easier to talk to them too. I
have found that when I was always meeting with a team in a physical setting, a single
semester wouldn't be nearly enough time for me to get comfortable enough to express my
opinions unless I clicked pretty well with my team. Now in a virtual environment, without a
camera, I find myself talking to people a lot sooner and the more I talk with the team, the
faster the whole "getting comfortable with them" process gets a lot quicker, so my
contributions to the team grows exponentially. While I do realize that our society looks at this
as a bit of a taboo, as social anxiety is something that simply needs to be learnt to overcome,
and can be done through perseverance or classes and whatnot. It's not always that simple. I've
done a lot of work to get to what I described above, and I've come to terms with the fact that
I'll always be anxious with or around people I don't know very well. At least today I can
imagine being in a class room without it getting hard to breathe. Not that it doesn't happen
when I get there.
I think virtual teams are a very distracting system that puts a lot of people in a position where
they can easily disconnect and therefore the real connection between people and its personal
dynamics are lost.

9.4 Appendix: Semi-structured interview transcripts (translated from German to
English)
Interview F1

Disclaimers
In the following interview I will ask you about gender equality in virtual meetings. The
interview is then completely anonymized.
By virtual meeting, I mean real-time online meetings where not all participants are in the
same place. For example, online lectures, virtual project groups or participation in meetings
remotely.
In contrast, a physical meeting is a real-time meeting in which all participants are in the same
room. For example, lectures, project work in a meeting, meetings in the conference room.
For both virtual and physical meetings, I refer to a professional setting, e.g. work or
university, and not to a private setting, e.g. with friends or family.

1) Approximately how many times a week do you work in virtual meetings?

A: Definitely 5 times a week. So actually every day. I work from home and am
working on a project in a company whose headquarters are a little further away. Due
to Corona, I'm currently only in the virtual meetings.

2) On the subject of gender equality, in which setting: virtual meeting or physical
meeting, do you think that both genders have more equal opportunities to perform and
to contribute ideas? What other things have to be considered even with the better
option?

A: I think maybe equality is a little better in the virtual meeting. However, the role of a
person in the team also plays a very important role. I believe that something like, I'll
say, “male dominance”, which is often supported by physical appearance, cannot even
come about in a virtual meeting. In a virtual meeting you just don't see it that way. I

have already worked with alpha males that were extremely uncomfortable and
unfriendly and they usually conveyed that quite heavily with facial expressions and
body language. You just don't see that in a virtual meeting and you can't get it across. I
find that very pleasant.
Q: But can you still think of examples where you think that there is still no real
equality in the virtual meeting?

A: (thinks for a moment) I can't really say right now. I can't really think of specific
examples of unequal treatment in the virtual meetings. Until now, I haven't had that
feeling. The role also makes a lot of difference. I only have male team leaders and the
hierarchy alone creates a certain inequality.

Q: So you think there is some inequality because of the role and not necessarily
because of the gender in that sense?

A: Yes ... but I do believe that one can also reinforce the other.

3) If you compare virtual meeting and physical meeting, in which setting can you focus
better on your work and why?

A: I believe in the virtual realm. I can work there undisturbed. I also have the feeling
in meetings that I pay more attention to what I say and no longer have to pay so much
attention to how I look or how I come across. Because in most meetings, people don't
have their cameras turned on, that way the focus inevitably shifts more on the business
and less on the people. Personally, however, I don't think that's so good. I think that's
terrible because I am alone all day already. But I have to adapt to that, although I don't
think it's that good. However, this eliminates this visual factor, which in turn is
positive for me. Then you worry less about how you look. When you have the camera
on you observe yourself quite a lot, which you don't do in a live setting or even when
you hold a meeting without a camera. You can then concentrate more on the
essentials. But the surroundings are also very important. Of course, I can make my
surroundings at home much more pleasant than at work.

4) In which setting do you feel more distracted and why?

A: I do think that I feel more distracted live or at work, by colleagues or noises.

Q: So if somebody walks in or something like that?

A: Yes, there were five of us in the office and then a lot happens. Sometimes you talk
or someone comes in and asks something, or a colleague makes a phone call. You just
don't have that at home.

5) If you are working in a virtual meeting, what are the most important factors for you to
do your job well?

A: The most important thing for me is that I can set up my workplace in this setting. I
have now set up my workplace at home with an extra screen and a good keyboard.
Then I bought a good desk with a chair and set up a real office. I just have peace and
structure at home. I just feel a little more independent at home, but also safer. You are
at home and there you have control over how you design your environment. You
weren't put in an office and then have to work there. That definitely has a positive
impact on me.
Q: So you think that the biggest advantage of virtual teams is that you have your
environment under control at home and that you can adapt your workspace more to
you and your needs and thus you can also work a little more productively?

A: Calmness and flexibility are important. If I want to make a coffee, I make myself a
coffee and I like it because it's my coffee. In the office, I first have to decalcify the
kettle, the dirt falls out of the fridge and then you have a toilet for 50 people. These are
rather small things that may not bother many people that much, but that bothered me.
But of course there are also negative aspects to virtual work. I just don't see people
anymore and that's the flipside of the coin.

6) I found out in my survey that women more often feel that they are interrupted and
cannot finish speaking in a virtual meeting. At the same time, men are seen more often
as interrupters than women. Do you have any experiences in this regard that you can
share?

A: I think I've been lucky so far that I have been dealing with normal people since I
started working virtually (laughs). But I've already had a lot of colleagues in my work
life and I am sure that if I were to work virtually with some of these colleagues that it
would be different. I'm just lucky that people let me finish speaking. I can well
imagine that this is the case, but I have not yet had the experience in the virtual field.
But it's nice that you point it out to me (laughs).

7) What changes would you like to see in the virtual meetings you are part of, to make it
more enjoyable, more productive and more efficient for you?

A: I would introduce compulsory cameras (laughs). No. But if it is technically possible
and if the people are also dressed (laughs), I would like to introduce turning on the
cameras. Otherwise you don't see the people. I always find it nice to see people with
the camera and that creates a completely different dynamic in the conversation. When
you see others, it's easier to understand people when you see their mouth and see body
language. Like now, when you nod, it feels more to me as if you understood what I
wanted to say. That what I said reached you. Sometimes when I'm in a meeting and no
one has turned on the camera, I ask myself is anyone even listening to me? I don't see
any reactions. I have another example from our virtual meetings at daycare. Most of
the participants don't have their cameras on. If we then discuss difficult topics, then,
for example, an acquaintance made a suggestion and nobody said anything about it.
Afterwards, she said to me that nobody said anything and nobody reacted. I then told
her that I had reacted, I thought about it and nodded, but she can't see anyone. So I
think it's a completely different dynamic when the cameras are on. For them, however,
it seemed as if everyone thought their proposal was bad because no one said anything
to it. But all these soft factors that do not come into play without a camera and you
feel as if you are talking into space. You just don't see a lot of reactions. I am new to
my team now and it is very difficult for me to assess how my input will be received by
others. Or how I might be received by them and that is just a point that I would like to
change. That you turn on your camera if possible. But maybe I'm the only one there.

Q: I'm not so sure about that, I think many others feel the same. I think with the
camera it not only makes the conversation more pleasant but also easier because it

simply means fewer misunderstandings. Also what I mentioned earlier with the
interruptions. When the camera is switched on, you can see more easily if someone
would like to say something on the subject and can do this more easily than without a
camera.

A: There is no such misunderstanding. These situations often occur where one
participant wants to say something, but another participant too, then often they start
talking at the same time and nobody understands anything. It's easier to handle with a
camera because you can see the body language.

8) Do you have any additional points, ideas or experiences with virtual meetings and
especially gender equality in this setting that you would like to share?

A: On the subject of gender equality: I have a colleague when he speaks up to others,
he always emphasizes the "Dear female colleagues, dear male colleagues" very much
(In German there are different words for female colleagues and male colleagues). He
then transfers that very much to all words. The fact that this is now very much in the
media with gender-appropriate language makes it a bit ridiculous. Then I feel a bit
mocked. And that's where I see the issue of gender equality. If this is then presented in
such an exaggerated way and ridiculed, then as a woman I think „no, thank you“. I
think it's a good idea to make the language a little more gender-neutral, but then you
should do it seriously and not ridicule it. For example in professions, in the German
language the masculine form is always used as the norm. But there is no rule for this,
it just came about socially and probably historically. But today that is perhaps no
longer so up-to-date and also underpins gender equality to a certain extent. This is
internalized by people in such a way that the male form is always the standard and that
is of course not really compatible with equality.

Interview F2

Disclaimers
In the following interview I will ask you about gender equality in virtual meetings. The
interview is then completely anonymized.

By virtual meeting, I mean real-time online meetings where not all participants are in the
same place. For example, online lectures, virtual project groups or participation in meetings
remotely.
In contrast, a physical meeting is a real-time meeting in which all participants are in the same
room. For example, lectures, project work in a meeting, meetings in the conference room.
For both virtual and physical meetings, I refer to a professional setting, e.g. work or
university, and not to a private setting, e.g. with friends or family.

1) Approximately how many times a week do you work in virtual meetings?

A: Daily. Several times. I've been to the office once in the past 9 months. Otherwise I
worked from home.

2) On the subject of gender equality, in which setting: virtual meeting or physical
meeting, do you think that both genders have more equal opportunities to perform and
to contribute ideas? What other things have to be considered even with the better
option?

A: Do I have to choose one of the two settings?

Q: Not necessarily. Of course, if you feel like it doesn't make a difference to you, that
may be the answer, too.

A: For me personally, I would say it doesn't necessarily make a difference, because we
also work a lot with cameras virtually, this makes it fairly similar compared to on-site
meetings. What is generally a little problematic, but I think it is more due to the
personality of women compared to men, is that women tend to hold back a bit and do
not appear as dominant. I have the feeling that women usually let the other person
finish first and then maybe say something afterwards, but usually don't jump in.

Q: But do you see that similarly in both settings?

A: Yes. One thing that strikes me is that the bigger the meeting, the better it works in
the virtual space, because it has become common practice that you raise your hand and
not just interrupt so that people don't talk at the same time. I have the feeling that it
works better than when you are on site with 10 or 15 people.

Q: So you have the feeling that in larger meetings the virtual meeting is a little better
for equality, because everyone can have their say thanks to the raised hand function.

A: Yes exactly. It's not such a mess and everyone has their chance to say something,
not the person who starts talking first.

3) If you compare virtual meeting and physical meeting, in which setting can you focus
better on your work and why?

A: Definitely on site, because in a virtual meeting I am often inclined to do a lot of
other things on the computer at the same time. Especially if the meeting is not held
with a camera or if someone else is sharing the screen. When you are on site, you are
fully focused on the meeting.

4) In which setting do you feel more distracted and why?

A: Yes, that's exactly going in the same direction as just now. When emails come in in
the virtual setting, I often answer them immediately and I would rather not do that at
an on-site meeting.

Q: But do you think that has something to do with whether you turned on your camera
or not?

A: Definitely. If you haven't switched the camera on during a virtual meeting, or if
someone presents, then we usually have the camera off, as it uses up unnecessary
computing power and you can't see yourself while sharing the screen anyway. If you
then feel unobserved, you often do other things at the same time. It just doesn't feel as
disrespectful as if you were typing e-mails in an on-site meeting.

5) If you are working in a virtual meeting, what are the most important factors for you to
do your job well?

A: I think it's even more important to have a presentation that provides a certain
structure. Or that the presenter also shows what they are talking about because you
can't see each other and that means you need a slightly clearer presentation. The
preparation for the meeting is at the same time much more important in my opinion
than in a physical meeting. A person who leads through the meeting and who then
addresses the relevant people in turn is also very important. I've also often been to
meetings in which people sat quietly and didn't speak at all, either because they didn't
dare or because they wanted to stay out of it, and then you often don't make good
progress because of a lack of input.
6) I found out in my survey that women more often feel that they are interrupted and
cannot finish speaking in a virtual meeting. At the same time, men are seen more often
as interrupters than women. Do you have any experiences in this regard that you can
share?

A: I don't think I'm necessarily the norm. I think I'm more the person who interrupts
and intervenes. I think it has a lot to do with character. I usually make sure that they
let me finish speaking. That's why I don't feel like that, but I think that's very
subjective.

Q: So you think that it has more to do with character and how dominant you are than
gender and that if there is a difference between the genders, then maybe it could
simply be because women are just less dominant on average?

A: Yes exactly. I think it has more to do with the fact that women tend to back off and
tend to be the quieter ones. They usually first listen to everything and then say
something about it afterwards. In my opinion, that makes the difference rather than the
gender itself, although I can well imagine that there is a correlation here.

7) What changes would you like to see in the virtual meetings you are part of, to make it
more enjoyable, more productive and more efficient for you?

A: I think everyone should work on themselves a little and see that they don't do
anything else while being part of a meeting. Everyone should prepare adequately for
the meeting. At least prepare your own part and look at the materials. These things
shouldn't happen during the meeting. I have the feeling that the virtual meetings mean
that the breaks between the meetings are disappearing more and more and that there is
less and less time to prepare for the individual meetings. This preparation time is often
not included in the calculation, although the preparation time is still needed.
Otherwise, all participants are unprepared in the meeting and productivity suffers.
What is usually always given in on-site meetings, but is often missing in some virtual
meetings, is that a clear agenda is drawn up that specifies which points are to be
discussed. This is important so that all participants also know what is planned and so
that the length and scope of the meeting can be adhered to.

8) Do you have any additional points, ideas or experiences with virtual meetings and
especially gender equality in this setting that you would like to share?

A: Well, I think generally on the subject of gender equality it is a big problem that
women are less daring to speak their minds. I think men are already demanding their
right to speak and contribute and I think we just have to learn that a little bit. I think
that's the main problem. I believe that managers tend, of course, to be more able to
work with the things that are communicated to them. The people who communicate
more clearly are of course more likely to get what they want, also with regard to
speaking times in meetings, for example. I have to say that the hand-raise function is
already very good and that it makes sense to work with the camera especially with
people you have not yet met. People speak differently to each other when they see
each other. It's usually more respectful and you won't interrupt each other that often.
It's just more personal then. In general, I have the feeling that on average the
efficiency of online meetings is somewhat lower than that of physical meetings,
because people prepare less and often simply lack a certain structure. Often people
leave the meeting in the middle, which rarely happens on site. In general, I have the
feeling that when it comes to virtual meetings, the inhibition threshold is simply a little
lower. What you can do about it, I believe, is the responsibility of each individual. If
certain problems occur more often, the project manager should discuss the whole thing
with those affected. I also find the SharePoint functions on Teams very helpful. You

can work together on documents and you also have a bit of an overview of what has
been done and what the status of the project is.

Q: Do you have the feeling that the unpreparedness and the lack of structure stems
from the higher anonymity in virtual meetings, especially what you have already
mentioned when the camera is now perhaps switched off?

A: That could contribute to that, I think, because it's something else when you sit
across from someone and have to tell them that you haven't prepared for the meeting.
But I think that is also due to the fact that meetings are often scheduled without breaks
in between. The person often has no chance to prepare, even if they wanted to. It is
always argued that you don't need any time to change rooms and that you can line up
the meetings right next to each other. But I think anonymity and being distracted
certainly play a role as well. I think virtual meetings are generally not bad, especially
when you have different locations and because then it is not necessary to meet in
person for every little thing. I think it also depends a little on how regularly you work
together. If you have a virtual meeting with someone you work with every day, you
might be more prepared than if you're in a meeting with 25 people where you don't
stand out anyway.

Interview F3

Disclaimers
In the following interview I will ask you about gender equality in virtual meetings. The
interview is then completely anonymized.
By virtual meeting, I mean real-time online meetings where not all participants are in the
same place. For example, online lectures, virtual project groups or participation in meetings
remotely.
In contrast, a physical meeting is a real-time meeting in which all participants are in the same
room. For example, lectures, project work in a meeting, meetings in the conference room.
For both virtual and physical meetings, I refer to a professional setting, e.g. work or
university, and not to a private setting, e.g. with friends or family.

1) Approximately how many times a week do you work in virtual meetings?

A: Every working day. Often several times.

2) On the subject of gender equality, in which setting: virtual meeting or physical
meeting, do you think that both genders have more equal opportunities to perform and
to contribute ideas? What other things have to be considered even with the better
option?

A: I think that's pretty much the same in both settings. At least I have never had the
general feeling that I am not free to contribute my ideas. I've been working here for 2
years now and I've actually never felt like there was any inequality here.

3) If you compare virtual meeting and physical meeting, in which setting can you focus
better on your work and why?

A: For me it is generally the case that I can concentrate much better in the virtual
setting. I just get distracted much more easily on site. In the virtual setting, I think the
focus is much more on the work itself.

4) In which setting do you feel more distracted and why?

A: I mentioned that a bit already. In the physical setting, I feel a lot more distracted.
From my experience, there were always a little more people present in physical
meetings. I often use virtual teams to communicate with one other person. On site
there are usually 4 or 5 people, so I'm a little more distracted by interpersonal things.

5) If you are working in a virtual meeting, what are the most important factors for you to
do your job well?

A: A stable internet connection is of course very important. You should also be able to
understand all participants well. This is especially important when the camera has
been switched on that the connection is good enough to be able to see everyone and

the connection should also be good for screen transmissions. An advantage that I can
think of now with the virtual setting is the fact that I have recently been able to work
from my balcony when the weather is good, which of course makes it a lot more
pleasant for me.

6) I found out in my survey that women more often feel that they are interrupted and
cannot finish speaking in a virtual meeting. At the same time, men are seen more often
as interrupters than women. Do you have any experiences in this regard that you can
share?

A: I was just thinking about it, but I believe that I actually only work with women in
all of my virtual meetings. In this respect, I cannot really say anything about these
statements, as I have no experience in this regard.

7) What changes would you like to see in the virtual meetings you are part of, to make it
more enjoyable, more productive and more efficient for you?

A: I noticed that in the virtual setting, appointments are often organized on very short
notice. It can happen that you get an invitation to an appointment in 15 minutes. That
was not the case on site. But otherwise in general I could have told you a few factors a
year ago. In the meantime we have been working in this setting for so long that most
of the problems have already been solved very well. Right now, almost everything is
running very efficiently.

8) Do you have any additional points, ideas or experiences with virtual meetings and
especially gender equality in this setting that you would like to share?

A: In Germany, I think things are going pretty well with gender equality. In some
places I find that men are still a little preferred. For example, I now know from my
social circle that a friend went to an interview and was then not accepted. She is 26
and of course she wasn't told so openly, but between the lines it was already clear that
this is mainly because it is a risk for the company that she could have a child. I still see
a need for change here in Germany in this regard. When it comes to the virtual
meetings, I remember that there were a lot of infrastructural problems at the

beginning. Then the network was often overloaded or something and we worked hard
on it so that it works well now. Everyone can now use the software well, which of
course also speeds up the entire meeting process. In order to connect the two points, I
now see a lot of potential for gender equality through more flexibility with virtual
work. I believe that this discrimination based on the possibility of having children will
decrease somewhat, because with virtual work you can manage both more easily.
Flexibly sharing workloads and organizing a household while working has become a
lot more easy with the virtual meetings.

Interview F4

Disclaimers
In the following interview I will ask you about gender equality in virtual meetings. The
interview is then completely anonymized.
By virtual meeting, I mean real-time online meetings where not all participants are in the
same place. For example, online lectures, virtual project groups or participation in meetings
remotely.
In contrast, a physical meeting is a real-time meeting in which all participants are in the same
room. For example, lectures, project work in a meeting, meetings in the conference room.
For both virtual and physical meetings, I refer to a professional setting, e.g. work or
university, and not to a private setting, e.g. with friends or family.
1) Approximately how many times a week do you work in virtual meetings?

A: I would say 5 to 6 times a week. Usually every day.

2) On the subject of gender equality, in which setting: virtual meeting or physical
meeting, do you think that both genders have more equal opportunities to perform and
to contribute ideas? What other things have to be considered even with the better
option?

A: Well, I think that both genders have equal opportunities in online meetings. I don't
think that's exactly the same in the physical meeting, according to my impression.
Regardless of the setting, however, I have the feeling that a male part always takes on
the role of moderator.

Q: Do you find that in both settings or rather in the physical?

A: Yes in both. Not necessarily a man, but a person with a more masculine appearance
and more masculine features. These people tend to take on the role of moderators
more than women with more feminine features. By male features I mean something
like a dominant appearance. However, I find the phenomenon at least a little weakened
in the virtual setting.

3) If you compare virtual meeting and physical meeting, in which setting can you focus
better on your work and why?

A: In the virtual setting, I can work more effectively personally because I can adjust to
exactly when a meeting takes place. You simply set specific times for the meeting. In
the physical setting, it often happens that someone comes into the office and then
spontaneously has some questions and then something like a spontaneous meeting
often arises. It is easier for me personally in the virtual one because I can adjust and
prepare for the meeting. If someone calls spontaneously in the virtual setting, then I
have the option of rejecting the call if I'm doing something else. I find that more
difficult in the physical setting. If someone comes to my office with a question, I
usually answer the person directly.

4) In which setting do you feel more distracted and why?

A: In a virtual setting I feel a little more distracted because I often do other things at
the same time. I often work on other emails or other topics. This is especially the case
when it comes to a meeting in which I do not have an essential role. So when I'm not
the moderator in a meeting, it often happens that I'm doing other things and I'm a little
distracted.

5) If you are working in a virtual meeting, what are the most important factors for you to
do your job well?

A: Stable internet connection is most important. But it is also very important that all
meeting participants know the rules. By that I mean letting everyone have their say
and that there is also a moderator. Such factors definitely make it a lot easier.

Q: So you mean that there should be clear communication rules that should be obeyed
by everyone?

A: Exactly. I just think it's important that everyone abides by such rules so that the
meeting can work without any problems. If, for example, 3 people talk at once, a lot of
the messages get lost and you lose time. It helps enormously if there is a moderator
who then steps in and addresses the people in turn.

6) I found out in my survey that women more often feel that they are interrupted and
cannot finish speaking in a virtual meeting. At the same time, men are seen more often
as interrupters than women. Do you have any experiences in this regard that you can
share?

A: So personally, I don't feel like I'm interrupted often. I also don't have the feeling
that men interrupt more often. In my meetings here, I actually have the feeling that
men more often show their emotions, that they laugh a little more or make a comment,
but that doesn't feel like an interruption to me. But yes, for that matter, I don't see any
unequal treatment in virtual meetings.

7) What changes would you like to see in the virtual meetings you are part of, to make it
more enjoyable, more productive and more efficient for you?

A: I would find it helpful if the camera not only recorded the face and shoulders, but
also the upper body and arms, because then you can see the other person gesturing
better. Then you know a little better how the person feels about something. If you only
see the face, you can only see facial expressions but not gestures. Especially when it
comes to difficult and polarizing topics, where you sometimes have to discuss things, I

think it can lead to misunderstandings if you don't add facial expressions and gestures.
If you have the audio track, facial expressions and gestures together, it makes it easier
to understand the other person and to be able to assess them better.

Q: Do you generally find it better to hold meetings with a camera?
A: Definitely. Then you can see if someone wants to add something. When someone
else is speaking, you can see more easily with the camera when someone also has an
input without always having to intervene.

8) Do you have any additional points, ideas or experiences with virtual meetings and
especially gender equality in this setting that you would like to share?

A: I don't have any further input for now.

Interview F5

Disclaimers
In the following interview I will ask you about gender equality in virtual meetings. The
interview is then completely anonymized.
By virtual meeting, I mean real-time online meetings where not all participants are in the
same place. For example, online lectures, virtual project groups or participation in meetings
remotely.
In contrast, a physical meeting is a real-time meeting in which all participants are in the same
room. For example, lectures, project work in a meeting, meetings in the conference room.
For both virtual and physical meetings, I refer to a professional setting, e.g. work or
university, and not to a private setting, e.g. with friends or family.
1) Approximately how many times a week do you work in virtual meetings?

A: Several times a day.

2) On the subject of gender equality, in which setting: virtual meeting or physical
meeting, do you think that both genders have more equal opportunities to perform and
to contribute ideas? What other things have to be considered even with the better
option?

A: From my experience, I don't feel like there is much of a difference.

Q: So you think the two settings are quite similar, but do you still see differences in
treatment that occur in both settings?

A: I think people who are more dominant are a little more assertive. But I can't base it
solely on gender. I've already noticed that in both genders.

3) If you compare virtual meeting and physical meeting, in which setting can you focus
better on your work and why?

A: I think I can concentrate better on my work in a virtual meeting. You just sit by
yourself and have no distractions ideally. I am for myself and can concentrate better
there. The only thing that happens sometimes is that the dog or my boyfriend needs
something, but it's generally better at home.

4) In which setting do you feel more distracted and why?

A: Probably in the physical setting. When you sit in the office, a colleague comes in
from time to time, you get called more often, that hardly happens virtually. If the
workplace is in a noisy place, there are a lot of outside influences that make it harder
to concentrate.

5) If you are working in a virtual meeting, what are the most important factors for you to
do your job well?

A: Definitely the technical issues, you need a stable internet connection. Also, the
participants in the meeting should obey some basic rules: let others finish speaking,
show consideration and allow everyone to have their say. Also, that there is a meeting

moderator who adheres to the structure and leads through the meeting. Nobody should
deviate too far from the topic.

6) I found out in my survey that women more often feel that they are interrupted and
cannot finish speaking in a virtual meeting. At the same time, men are seen more often
as interrupters than women. Do you have any experiences in this regard that you can
share?

A: I have a lot of meetings with women only. In the meetings with men I have, it's
relatively balanced. I don't feel that directly. So I can't really confirm either of these
statements from my experience.

Q: So it also does not make any sense to you generally?

A: I think it's more of a character thing. I can imagine that women are a bit calmer on
average, and that's where it comes from. Sometimes I also have the feeling that it is
just felt that way, but that in reality it may not be that way at all.

7) What changes would you like to see in the virtual meetings you are part of, to make it
more enjoyable, more productive and more efficient for you?

A: That habit of drifting off quickly and losing sight of the schedule is something that
strikes me. At many meetings you often can't keep the time. You often smalltalk a bit
more with coworkers because you don't see each other in the office that much
anymore. You might need a moderator who also announces when the time will be up
soon. I would highly recommend having a second screen. That makes taking notes and
so on much easier.

8) Do you have any additional points, ideas or experiences with virtual meetings and
especially gender equality in this setting that you would like to share?

A: With this online work, people who do not want to work as much and like to leave it
to others have it a little easier, because there is much less control over who does what.
You're just a little more anonymous. But otherwise I find online meetings a great

enrichment for the work-life balance. Because I can save myself the commute, I often
even spend a little more time on work.

Interview F6

Disclaimers
In the following interview I will ask you about gender equality in virtual meetings. The
interview is then completely anonymized.
By virtual meeting, I mean real-time online meetings where not all participants are in the
same place. For example, online lectures, virtual project groups or participation in meetings
remotely.
In contrast, a physical meeting is a real-time meeting in which all participants are in the same
room. For example, lectures, project work in a meeting, meetings in the conference room.
For both virtual and physical meetings, I refer to a professional setting, e.g. work or
university, and not to a private setting, e.g. with friends or family.

1) Approximately how many times a week do you work in virtual meetings?

A: Several times a day. The answer is relatively easy. I hardly have a day on which I
don't have one with different projects, with different people. Since March 2020 for
half a year it was always a week on site and a week working from home. The
customers, however, were already working from home. So since March 2020 there
have been almost only virtual meetings. Since November 2020 it has been exclusively
virtual and several times a day.

2) On the subject of gender equality, in which setting: virtual meeting or physical
meeting, do you think that both genders have more equal opportunities to perform and
to contribute ideas? What other things have to be considered even with the better
option?

A: Well, I believe that virtual meetings are actually better suited to somehow adopt
this equality character, because in my experience the opportunity to speak is more
evenly distributed than in physical meetings, because there are just men with their
alpha-behaviour, relatively dominant and then here or there something is shifted in
that direction. You don't have that in a virtual meeting because, of course, the topic
with talking over someone, etc., is much more difficult. That is the curse and the
blessing of it all. One thing is talking at the same time is very difficult. The other thing
is, you might have trouble understanding a discussion, because as soon as 2 or 3
people want to say something, it lags relatively quickly when people interrupt each
other and half don't want to say anything about it or something. Yes, the thoughts are
then discarded relatively quickly. So, in the physical setting, the one who somehow
has the dominant character prevails. Well, I might fall a little out of the pattern, too, I
think I am someone who speaks over the others and is dominant. But as a rule, it is
more of a male criterion, because it is more often the case that men then try to take
over this leadership role and the threads of the conversation. That is much worse in a
physical setting than virtual.

3) If you compare virtual meeting and physical meeting, in which setting can you focus
better on your work and why?

A: It is actually relatively similar. The physical meeting probably actually has an
advantage, because if you're sitting in a conference room, you don't have the
distraction that you have in a virtual meeting. Then there are often others who live in
the household or somehow someone comes in or with a lot of coworkers it's children
or pets. So, it feels like I know all pets and children of every customer by name. This
is a clear disruptive factor, simply in the virtual, because you don't have this isolated
space. Above all, you can only control it for yourself and not for the other person.
Another example, that I think is really bad is if you have agreed on a telco or
something and you can hear immediately when the other person dials in, he is sitting
in the car. Flexibility or not, but of course that is sometimes very bad for discussing
certain topics.

4) So, you would say, that in a virtual setting you feel generally more distracted?

A: Exactly. You are sitting at the computer anyway and then a red button flashes in
teams and then you quickly check, then you quickly look up something. The tendency
to get distracted is mainly there when the camera is off, then this effect is even
enormously increased. It's easy to get distracted or just go to get a coffee or
something. There is a lack of facial expressions, gestures and that somehow someone
is sitting there in 3D, where a certain level of concentration is simply required, as in
school. You just become much more careless.

5) If you are working in a virtual meeting, what are the most important factors for you to
do your job well?

A: A topic that is still a major problem in Germany is network quality. A stable
internet connection for everyone involved is a huge issue. What is also not so good
about the virtual compared to the physical is often that people are not prepared. So, for
a physical meeting, I have the feeling that people are more likely to prepare. Because
it has something more official than calling briefly via teams. Sometimes there is a bit
of a lack of preparation by those involved. I also have significantly more appointments
with teams than I have ever physically had. The threshold to start a meeting is
significantly lower. Maybe just because there is no such thing as a room reservation.
But preparation and network quality are the main issues. This is actually the most
important thing for me. And maybe that it has been clarified a bit in advance who will
moderate the topic. Often it is actually the person inviting who does it. At my
company there is a representative who sends the appointments. However, the
representative does not take over the moderation in the appointment. Something like
this must also be clarified in advance so there is a clear understanding of the role for
the appointment. But those are the three essential things.

6) I found out in my survey that women more often feel that they are interrupted and
cannot finish speaking in a virtual meeting. At the same time, men are seen more often
as interrupters than women. Do you have any experiences in this regard that you can
share?

A: There is a really great book called "The Arrogance Principle", I think it describes
relative well, from an evolutionary perspective, how it all comes about and how men

interact or how women interact. In terms of their upbringing, women simply tend to be
more restrained, but men are less likely to be educated that way. I actually share this
experience from several projects. Men tend to feel as if they have to assert their
position, this tendency is much more pronounced even in quieter or more reserved
men. Whereas, in my experience, women actually tend to just leave stuff alone. If it
doesn't harm the project, women often just let the men talk and do their thing. But in
my experience women do not have the urge to have the last say. Women usually find it
easier to respectfully let someone finish speaking. I don't fit in with the average, I also
often interrupt people, though. I recently had a project in which the team consisted of
4 men and 2 women and 3 of the men were classic alpha-men. At some point I thought
that the men should just do what they want, which was not very productive for me
either. These are simply situations where women often just don't want to waste their
energy. They just don't have that rank thinking, according to the motto I'll position
myself further up. I think that resonates much more in the back of the minds of many
men.

Q: Is something being done in your teams to counteract the issue? Or what solutions
would you see in order to ensure more equality?

A: It is very difficult to counteract this I think. If it works in terms of qualifications, I
think it makes a lot of sense to make mixed teams. So that there are male and female
team members. If there are only men it often leads to problems and if it is only women
ist the same. My boss said it works very well for him with a 60/40 quota - 60%
women and 40% men. When there are more women it becomes difficult again. I
actually think that 60/40 or 50/50 are quotas at which it works quite well. In all teams,
where much more than half of the members are one gender, the stereotypes come into
play again a lot more. In our team it is very balanced, precisely for this reason. Of
course, the boss also makes life a little easier for himself, because it simply means
fewer conflicts in the team. The more mixed the better is my experience.

Q: So, in your experience, team composition is very important because it simply helps
with a lot of problems?

A: I just think that pointing out to show a little more restraint won't stop men who
display this alpha behavior. That is more deeply rooted. If you don't want to change
yourself then nothing will change for you. I think that's just a lot due to the character.

7) What changes would you like to see in the virtual meetings you are part of, to make it
more enjoyable, more productive and more efficient for you?

A: From my point of view, there is actually little to say here. The only big issue is
improving network quality. This is a topic that we are currently working on a lot.
Also, the network between different companies that work together. For me these are
actually the only topics that I would like to see improvement on. The fact that these
are my most important topics may also simply be due to the fact that I don't have the
problem of not being able to speak up with my colleagues. I don't have any problems
with any gender issues at the moment, I think that works a lot better for me here than it
normally does. I don't think I'm as concerned as many others.

8) Do you have any additional points, ideas or experiences with virtual meetings and
especially gender equality in this setting that you would like to share?

A: I think the relationship between employee and manager is also interesting. I think
with women as managers, the topic could look differently. What also comes to mind,
which could also be relatively interesting, is the subject of parents, especially mothers
who worked part-time before the pandemic. For these people, working exclusively
from home often has the stigma that they no longer really work and simply look after
their children during working hours. I think the gender issue is much more present
with them. Because, especially in Germany, it is simply the case that women usually
work part-time and take care of the children. If you have this more traditional role
concept, then that can of course lead to inequality of treatment. When someone cannot
be reached due to part-time work, it often has this stigma that the person does not
concentrate on their work. To put it bluntly, it seems a bit like that the person turns on
the computer in the morning and turns it off again in the evening, but only looks after
the children during working hours.

Q: Is this an issue that you are now finding especially with part-time workers with
children or do you have the feeling that it is generally required to be more accessible
because the line between work and private life is becoming more blurred?

A: I don't have the feeling that it is being asked, but I realize that I do it myself. That I
can be reached for a significantly longer period of time. You don't have a healthy end
of the day anymore. If you know that a topic was still open at work, then it would
never have occurred to me to check my cell phone again at home. But because
everything takes place in the same surroundings now, you tend to look at your cell
phone. So I have a hard time drawing the line. But again on the subject of part-time
workers and the comparison physical and virtual. You just knew more clearly that
when the person is physically present, that they are then working. From time to time I
heard from employees that they had a little doubt about the morale of part-time
workers without there being any real reason to have them.

Interview M1

Disclaimers
In the following interview I will ask you about gender equality in virtual meetings. The
interview is then completely anonymized.
By virtual meeting, I mean real-time online meetings where not all participants are in the
same place. For example, online lectures, virtual project groups or participation in meetings
remotely.
In contrast, a physical meeting is a real-time meeting in which all participants are in the same
room. For example, lectures, project work in a meeting, meetings in the conference room.
For both virtual and physical meetings, I refer to a professional setting, e.g. work or
university, and not to a private setting, e.g. with friends or family.

1) Approximately how many times a week do you work in virtual meetings?

A: Definitely every day. Sometimes several times. I would say about 2 times a day on
average.

2) On the subject of gender equality, in which setting: virtual meeting or physical
meeting, do you think that both genders have more equal opportunities to perform and
to contribute ideas? What other things have to be considered even with the better
option?

A: I think we have to distinguish between virtual teams with and without a camera. I
think if you have a virtual meeting without the camera and you don't see the person
and you have the meeting with the person for the first time, then you don't have a first
impression before the person starts speaking. You only hear the person's voice and
thus focus more on the person's performance, unlike when you have a meeting on site
and can get an idea of the person as soon as the person enters the room. So I think you
are more uninfluenced online than on site and accordingly I think that it is more equal
in online meetings.

Q: What kind of problems do you still see in online meetings?

A: I think that because you don't always see each other online, you can't really
perceive a person's facial expressions and gestures and you often find out in meetings
that one person is talking over another, even i fit might be not on purpose. Of course,
this can also be intentional, you don't know, it also depends a little on the person.
However, since you cannot see the reaction of the person to what was said, I think that
this is a big disadvantage in online meetings, unlike on-site where you can see the
reaction directly.

3) If you compare virtual meeting and physical meeting, in which setting can you focus
better on your work and why?

A: I would say from my experience during the pandemic, in which I often worked
from home, often permanently, and in which I also had to rely on virtual meetings, I
found that meetings that take place with superiors are easier for me to do online,
because you are in a familiar environment and feel safer there. But I think that

appointments such as a project kick-off or appointments in which you have to
brainstorm on a topic bring significant added value on site.

4) In which setting do you feel more distracted and why?

A: If I had to make a choice, I would say that I tend to get distracted more easily in an
online meeting because I react faster to chat messages or emails that come in than if I
were sitting in a meeting on site. Nevertheless, I would say that it is relatively
balanced for me.

5) If you are working in a virtual meeting, what are the most important factors for you to
do your job well?

A: I've had a project in the past where I was and still am a project manager. I only
know the members virtually, so I haven't met them on site yet. You can compare quite
well how it is when you really only have virtual meetings compared to those that take
place on site. What struck me there, or what is particularly important to me, is that the
people are really paying attention. That they follow the appointment, listen and be
attentive to the matter. There were appointments at which you heard that a person was
typing something on the keyboard that wasn't a note, but really something else. In the
same way, one hears every now and then when one asks a question and it takes the
person a while to answer and then they ask whether one can repeat the question again
or just say "yes". I believe that the most important point, especially when the meeting
is taking place online, is that the people are attentive to the matter.

Q: Do you have the feeling, since you have already mentioned the difference between
“with a camera” and “without a camera”, that it works better with a camera?

A: Definitely. I also have a good comparison here. For example, every Monday I have
a meeting that always takes place with a camera and, apart from that, some meetings
that take place without a camera. At the Monday meeting there are usually 5-8
participants. Then you can see everyone and you can see when someone looks at their
cell phone or next to the screen or does something else on the side. So I think that the
difference between “camera on” and “camera off” plays a huge role.

Q: From your point of view, it is very important that people are attentive and when
you have the camera on, you think the meeting is more productive because you can
see the facial expressions more and also see when someone is doing other things.

A: Exactly. I think that a meeting with a camera is relatively close to an on-site
meeting, unlike a virtual meeting that really takes place without a camera.

6) I found out in my survey that women more often feel that they are interrupted and
cannot finish speaking in a virtual meeting. At the same time, men are seen more often
as interrupters than women. Do you have any experiences in this regard that you can
share?

A: I know that statistically I believe that men interrupt women more often. I actually
asked a colleague exactly that before and he said yes and said I should also pay
attention to it. From my experience I cannot say whether that is the case or whether it
is not. I have male colleagues who interrupt frequently, but these people behave the
same for both men and women. Personally, I don't know anyone who interrupts
women more often than when they talk to men. From my experience, I see that men
generally interrupt someone more often than women, though.

Q: Are there any measures in the company that are being taken to counteract this? Or
do you have any idea or a suggested solution how to start?

A: I talked about it in private with my colleague. However, we have not discussed it
with the manager. There was, however, an incident that I witnessed in which one of
the people who, as I said before, interrupts others more often, interrupted his manager
and he then reprimanded him that he should let him finish before he expresses his
opinion on it. I think that you should deal with the topic openly and if something like
this happens more often, depending on the extent to which it happens, you should also
discuss the whole thing at the department level, then you can do it anonymously, so
you don’t have to call anyone by name who may have complained or who is affected
by it. However, if there is one or two people in a 20+ department, then the manager

could talk to the person directly and point out to the person that they should be a little
more careful about this and then take a look first how it evolves.

7) What changes would you like to see in the virtual meetings you are part of, to make it
more enjoyable, more productive and more efficient for you?

A: I think it's difficult at first because everyone is different. There are people who are
more dominant and then there are people who are more cautious, who wait and see
how the meeting goes and then say something at a point that suits them. The more
dominant people, when they have something to say, tend to go ahead and give their
opinion to everyone immediately. I believe that functions like in teams the raise hands
function can be really good at larger meetings if they are implemented correctly.
Especially when you now have a meeting with 50 or 100 people, where there is not
really the option of someone simply interjecting, it can work really well there and
everyone is heard equally without being interrupted. For smaller meetings, with up to
10 people, where you might just interject you could establish something like this if
that could be implemented. I think you have to work a lot with IT or software support
for such topics, which really create the space to handle such meetings differently or
better. Especially in difficult meetings where many more dominant people meet.

Q: So you would like it to be a little more organized and that the functions that already
exist are used to make the whole thing more pleasant and also to give the less
dominant people the opportunity to express their opinion?

A: Exactly. So on the one hand I think that these functions can help a lot and on the
other hand I could imagine the project manager leading through the meeting. That
there is someone who leads through the meeting and then calls out the people who
used the hand-raise function when they have something to say or intervenes when
several people are talking over one another or interrupting each other. There should
simply be someone who takes on the leadership role. This can also be a different
person in every meeting. It doesn't necessarily have to be a project manager.

8) Do you have any additional points, ideas or experiences with virtual meetings and
especially gender equality in this setting that you would like to share?

A: I have meetings where the majority are women and I also have meetings where the
majority are men. I think you can already see that in a meeting in which women are
predominant, the whole thing begins more cautiously, but then the meeting gets going
and lively discussions are initiated. But there is a person there who coordinates the
whole thing and also interrupts it when it becomes a mess. In the meetings in which
there are mostly men, a discussion usually starts very early and people get fired up
pretty quickly.

Interview M2

Disclaimers
In the following interview I will ask you about gender equality in virtual meetings. The
interview is then completely anonymized.
By virtual meeting, I mean real-time online meetings where not all participants are in the
same place. For example, online lectures, virtual project groups or participation in meetings
remotely.
In contrast, a physical meeting is a real-time meeting in which all participants are in the same
room. For example, lectures, project work in a meeting, meetings in the conference room.
For both virtual and physical meetings, I refer to a professional setting, e.g. work or
university, and not to a private setting, e.g. with friends or family.

1) Approximately how many times a week do you work in virtual meetings?

A: At least 6 virtual meetings per day.

2) On the subject of gender equality, in which setting: virtual meeting or physical
meeting, do you think that both genders have more equal opportunities to perform and
to contribute ideas? What other things have to be considered even with the better
option?

A: In my opinion, it doesn't make much difference to me whether it's virtual or
physical.

Q: But do you still see any unequal treatment?

A: I generally don't see any gender discrimination. There are significantly more men
in my department. I think it would be much better if there was a more equal
distribution of the sexes in the team composition. Simply that the teams are more
around a 50/50 distribution of men and women.

3) If you compare virtual meeting and physical meeting, in which setting can you focus
better on your work and why?

A: Physical, very clearly. Because communication is much better there. Because in the
virtual meeting one often only sees one person. Or you can only focus on one person.
But then you often see very little of the facial expressions and gestures of the people.
That is extremely absent here. Virtually it's much more neutral and unemotional.

4) In which setting do you feel more distracted and why?

A: In the virtual setting. You can distract yourself a lot more without anyone noticing.
You're already at the computer and when an email comes in, I often tend to answer it
right away. It is usually very easy to mute yourself in a conference without any of the
other participants being aware of it. This temptation to do other things creates a higher
potential for distraction.

5) If you are working in a virtual meeting, what are the most important factors for you to
do your job well?

A: You just need a lot of discipline. You have to let people finish speaking. You have
to take the technology into account. Often people talk over one another and the
technology cannot convey it properly. It is best to hold the meeting with a camera.
Then you have at least a little bit of facial expression and that often helps a lot to
improve communication. This also requires a certain amount of basic technical

equipment. Screens are often very small and you have to be very careful when creating
a PowerPoint presentation. You cannot create the presentation in the same way as for a
conference room. There you usually have a large projector and can use smaller fonts.
In a virtual team you have to assume that people will follow the presentation on a
smaller laptop screen and have to take this into account when creating the
presentation. Clear communication structures are also very important. Everyone has to
know in advance whether you can just speak if you have input or whether you should
use the hand-raising function. I personally find this function very helpful because it
avoids chaos in communication. I also find punctuality even more important in the
virtual setting than in the physical setting. If you are a little late for a physical meeting,
you can sit down quietly in the room. In a virtual meeting you have to announce
yourself so that the others know that you are also present now, or the program often
also announces when someone arrives, which always interrupts the flow of the
meeting. In virtual meetings, it is often not so easy to perceive which people are
present. If not everyone has switched on the camera or if they dial in from outside
without a user name, then you lose track of things very quickly. In addition, it often
happens that several people dial in from one room using one device. It is usually
difficult to keep track of things. And not always so easy in terms of data protection.

6) I found out in my survey that women more often feel that they are interrupted and
cannot finish speaking in a virtual meeting. At the same time, men are seen more often
as interrupters than women. Do you have any experiences in this regard that you can
share?

A: This could also just be a statistical thing. So in my department, as I said, there are
more men and so it could be just a numbers thing that men are seen more often as
interrupters. What I can add to that is that, in my experience, women tend to take
longer speaking times. On average, in my experience, they get to the point a little
more slowly than men.

7) What changes would you like to see in the virtual meetings you are part of, to make it
more enjoyable, more productive and more efficient for you?

A: Limit participants. The meetings are often forwarded and then you quickly have a
very large gathering. It happens very often that you invite 10 people to a meeting and
then the meeting ends up with 40 people, because it was simply forwarded a lot. That
of course makes it much more difficult and tedious. You should clearly limit and only
allow the actually invited people to the meeting or, if necessary, clarify with the
organizer who you should add. It's the same with a physical meeting. There you are
locally restricted and you book a room for 10 people and then 10 people also come,
because no additional participants would fit into the room.

8) Do you have any additional points, ideas or experiences with virtual meetings and
especially gender equality in this setting that you would like to share?

A: In virtual meetings there is no exercise. If you hold all meetings as physical
meetings, then you always have to walk from meeting room to meeting room and thus
on the one hand have a little exercise throughout the day and on the other hand always
have a short break between the meetings. Both aspects are more or less completely
eliminated in virtual teams. Meetings are often lined up in a row, as you no longer
have to account for time to get from room to room. At the same time, however, you
have to see for yourself how you get your exercise distributed throughout the day. In
practice, this often means that you move significantly less or not at all. Of course, the
concept of virtual meetings has many advantages. You need fewer time to commute
and you are more flexible. But this is definitely a very important point that is often
neglected and not taken into account, but can have a major impact on the physical and
mental health of employees.

Interview M3

Disclaimers
In the following interview I will ask you about gender equality in virtual meetings. The
interview is then completely anonymized.
By virtual meeting, I mean real-time online meetings where not all participants are in the
same place. For example, online lectures, virtual project groups or participation in meetings
remotely.

In contrast, a physical meeting is a real-time meeting in which all participants are in the same
room. For example, lectures, project work in a meeting, meetings in the conference room.
For both virtual and physical meetings, I refer to a professional setting, e.g. work or
university, and not to a private setting, e.g. with friends or family.
1) Approximately how many times a week do you work in virtual meetings?

A: At least once a day. That is very often nowadays.

2) On the subject of gender equality, in which setting: virtual meeting or physical
meeting, do you think that both genders have more equal opportunities to perform and
to contribute ideas? What other things have to be considered even with the better
option?

A: If you look at it purely visually, i.e. visually in the sense of looking at other people,
then you have less of the urge to dress up or style yourself in the virtual space. You
can also communicate here by just writing or exchanging data without seeing each
other. I definitely see an advantage here, because it appears to me as if women “have
to” put in more effort than men for social reasons. I definitely see that as an advantage,
because it's more factual and it doesn't matter what the other person looks like. In
physical meetings I always have the feeling that the external appearance subliminally
has an influence on things that it shouldn't actually have any influence on. If it is more
about the implementation of ideas, then it often depends more on the way people
communicate. Men on average a little louder and more aggressive, while women on
average communicate a little more reserved and subtler. The fact that non-verbal
communication is restricted in a virtual meeting definitely leads to more equality. I
have the feeling that women, on average, are a little at a disadvantage when discussing
tense topics. Overall, I think it's a great advantage in virtual meetings that you no
longer have to show a picture of yourself and it doesn't matter how you look. It just
becomes more professional. This is then reinforced by the fact that you have to rely
more on direct communication, i.e. writing and speaking, which is also more factual.
The technical possibilities force you to be a bit more objective. This is definitely a
great advantage if someone wanted to assert themselves through aggressiveness in the
meeting. It just doesn't really work.

Q: So you think that a lot of unequal treatment is reduced in the virtual meeting
because many men appear dominant in physical meetings and intimidate with nonverbal communication, whereas in the virtual meeting this non-verbal communication
is largely eliminated.

A: Yes, in summary that's true.

Q: But do you still see problems in the virtual meeting on the topic of equality or do
you think it works quite well so far?

A: I think when it comes to equality, you always have to pay attention to where
society is at currently. Just because we're changing the medium doesn't mean that the
participants have also adjusted their mindset. Indeed, this more objectified space
through which we communicate has opened up a great opportunity for the issue of
equality. However, the opportunity is probably not yet being used to the extent that it
could be used. By objectification I also mean things like when I wave my hands
around threateningly in front of the camera, you know that nothing can happen to you.
I can't change the distance between the two of us either and approach you
threateningly, which I could do in a meeting room. My general body language is also
becoming more and more irrelevant. If you imagine that there are 10 people sitting in
a virtual meeting, then the body language of the individual is barely visible in the
small picture that is shown of each person. And I definitely see that as an advantage,
because body language can be very threatening. By and large, this is an opportunity
that can make the whole meeting process a bit more objective but can also reduce
threat scenarios.

3) If you compare virtual meeting and physical meeting, in which setting can you focus
better on your work and why?

A: I am very convinced of the virtual setting and find it very good. Especially when it
comes to coordination with colleagues within a process. I think virtual teams also have
a great advantage when it comes to documenting things. You can also easily exchange
a link, for example. These things speed up meetings. An exception for me is the topic
of workshops, if you have to work out something new, I've noticed that it's very

exhausting and at least for me it hasn't worked well so far. For normal everyday work,
however, I can work perfectly with virtual meetings. Generally, I find virtual work
much more relaxed. You don't have to worry so much about many things anymore.
You can work from home on the topic much more clearly and determine when you
then focus on a topic and when you work on your own. You are not interrupted by
colleagues. I usually only interrupt my work when I have a meeting or when I need
something for myself to continue working. Disturbances by others can be controlled
much more easily through the virtual setting. For example, if someone writes to me,
then I can just answer later, but if someone is at the door in the office, then it is not
possible to simply ignore the person.

4) In which setting do you feel more distracted and why?

A: Clearly in the physical setting.

Q: Because then every now and then someone comes into the room and has questions
or because of other influences that are beyond your control?

A: Yes exactly. So of course it's nice and important that you talk to colleagues from
time to time. But I believe that if you use the functions of virtual meetings
systematically, you simply have more control. You are also more conscious about the
topic of communication, I think. But one negative point is actually that people who are
more introverted could possibly suffer from precisely this point. For example, if I want
to talk to someone, I just contact that person. I think more introverted people find it
more difficult and they could then suffer from the reduction of these chance
encounters in the office. Here I also see another problem, namely the topic of
networking. I think it will also become much more difficult with the increase in virtual
teams.

5) If you are working in a virtual meeting, what are the most important factors for you to
do your job well?

A: A good and stable internet connection is of course important. In a way, the
furniture you have too. I have already made sure that I have good furniture for myself.

So, a decent desk, a comfortable chair and a big screen. If you don't have good
furniture available and would work on the sofa, then it's just damaging your own
health. If you now assume that the infrastructure (i.e. furniture, etc.) is right, then this
setting is pretty much ideal for me at the moment. I also really appreciate the ability to
control my time better.

6) I found out in my survey that women more often feel that they are interrupted and
cannot finish speaking in a virtual meeting. At the same time, men are seen more often
as interrupters than women. Do you have any experiences in this regard that you can
share?

A: I can agree with that immediately. Overall, I believe that men, on average,
communicate more aggressively than women. But that is also a topic that goes hand in
hand with what I mentioned earlier, that the mindset of society is not changing that
quickly. I think that will change over time. But right now, I would definitely confirm
that from my experience. You can still use the whole range of rhetorical tricks in the
virtual world. And even in the virtual setting I have the feeling that men use these
tricks more often. For example, working with the volume of your voice or making
snappy or ironic comments. These are also means that can be used to intimidate
someone else. In my experience, women communicate less with these means.
However, these interruptions also often occur due to technical problems. For example,
if you have a lag in your internet connection, it can happen that you start to talk and
only then notice that the other person has not finished speaking, which, due to the
delay, only arrived later for you. But then these are isolated cases. On the whole, I
would certainly confirm that.

7) What changes would you like to see in the virtual meetings you are part of, to make it
more enjoyable, more productive and more efficient for you?

A: I think what is very helpful is clear rules for the virtual meetings. I have the feeling
that in a physical meeting you have more of a feeling for the rules and that they are
followed. You can see, for example, when someone is doing something else during the
meeting. But if I were to type on the side, for example, you would not notice it. Such
rules and self-discipline are very important. And also, that you clearly determine

whether a meeting should take place with or without a camera. You should also
perceive the appointment more as a working appointment, especially when it comes to
documentation. Logs should then be kept anyway. Mainly because it would also tend
to be easier in virtual meetings.

8) Do you have any additional points, ideas or experiences with virtual meetings and
especially gender equality in this setting that you would like to share?

A: I think all the topics we have already talked about in the communication between
men and women in particular are very relatable to my personal experience. I generally
see the problem in the use of virtual meetings, detached from the gender issue, that the
virtual world dissolves us humans as individuals a little. I have already noticed during
the pandemic that this exclusively virtual working also saps my personality a little.
You have to consider how good or how bad it is when we are completely neutral from
a professional perspective. Certainly, when it comes to professional prospects or when
you have a job to do, you should be as neutral as possible. The question is whether the
trend will ultimately lead to the fact that we will all become a cog in a large machine,
because it is only about the factual processing of factual issues. If this conversation
had been held 5 years ago, very few could have imagined it in such a concrete way.
Now we're just getting closer and closer to this scenario.

Q: So as a general criticism of virtual teams you have to be careful not to lose your
individuality by objectifying everything?

A: Yes exactly. I think that you can cope with it yourself and also preserve your
personality. But if you see the whole thing from the perspective between employer and
employee, then the objectification alone makes you significantly more replaceable and
that is not necessarily in the interests of the employees. I also believe, in general, that
most people, including me, don't deal with technological advances correctly. I think
we are far too reactive and not very proactive.

Interview M4

Disclaimers
In the following interview I will ask you about gender equality in virtual meetings. The
interview is then completely anonymized.
By virtual meeting, I mean real-time online meetings where not all participants are in the
same place. For example, online lectures, virtual project groups or participation in meetings
remotely.
In contrast, a physical meeting is a real-time meeting in which all participants are in the same
room. For example, lectures, project work in a meeting, meetings in the conference room.
For both virtual and physical meetings, I refer to a professional setting, e.g. work or
university, and not to a private setting, e.g. with friends or family.

1) Approximately how many times a week do you work in virtual meetings?

A: About 8 to 10 times. So usually several times a day.

2) On the subject of gender equality, in which setting: virtual meeting or physical
meeting, do you think that both genders have more equal opportunities to perform and
to contribute ideas? What other things have to be considered even with the better
option?

A: I would say more in a virtual meeting. The appearance is not differentiated so
directly. Normally you can only see the head and thus cannot always judge the entire
appearance. As a result, I could imagine that you would appear a little more confident
in a virtual team because there is a greater distance.

Q: Do you still see problems in the virtual team with regard to gender equality or is it
very balanced for you in this setting?

A: In my experience, it's pretty much balanced in a virtual team.

3) If you compare virtual meeting and physical meeting, in which setting can you focus
better on your work and why?

A: I feel a little more comfortable in physical teams than in virtual teams. For me,
working is simply more relaxed because you can also see the facial expressions and
gestures of employees better. Virtual meetings are always a bit tense for me. You
usually enter the meeting and it starts right away. Then you don't have a start or a little
small talk. You always focus on the topic right away. This also has advantages
because you lose less time, but for me there is simply less of this open and relaxed
atmosphere of conversation. I find that very difficult, especially in creative workshops,
which are about bringing in ideas. In a physical meeting you are simply more open
and communication works better there, which of course makes it better for such a
topic.

4) In which setting do you feel more distracted and why?

A: I'm probably more distracted in a physical meeting because you're just sitting in a
room with others. More happens around you. If you have a virtual meeting from home,
you are sitting alone in your room and normally not too much happens during the
meeting. At home, of course, there is also potential for distraction, but comparing that
to a room full of other people the chance of being distracted is of course much higher
there.

5) If you are working in a virtual meeting, what are the most important factors for you to
do your job well?

A: The most important thing for me is that there are rules of conversation and that you
stick to these rules. The meeting shouldn't start and everyone wants to force their
contribution in right away. In the virtual meeting there are often short delays in the
sound transmission and of course that often makes it a bit more chaotic when people
talk at the same time. All participants who are not speaking should then also mute
themselves so that there are no additional distracting background noises. Most virtual
meeting tools also have the function of raising hands. This should definitely be used.
Then you can see very clearly who else would like to say something. Ideally, there is
also a kind of moderator who then manages the whole thing and also calls up the

people who want to contribute in turn. That helps a lot so that there is no chaos and so
that not everyone talks at once and thus no productive meeting takes place.

6) I found out in my survey that women more often feel that they are interrupted and
cannot finish speaking in a virtual meeting. At the same time, men are seen more often
as interrupters than women. Do you have any experiences in this regard that you can
share?

A: Well, we have significantly more men in the meetings. I would say about 70 to
80%. When I think back to the last couple of meetings, I didn't get the feeling that
women were actually interrupted more often. I would say that it was relatively equal in
my meetings.

Q: Do you think that the hand-lift function can also help?

A: Yes, definitely. That already ensures that everyone who wants to say something can
do so undisturbed and if someone else wants to say something, then the person has to
raise their hand first. That leads to fewer interruptions in general.

7) What changes would you like to see in the virtual meetings you are part of, to make it
more enjoyable, more productive and more efficient for you?

A: What I always found pretty cool, especially when it comes to more creative
meetings, was that at the beginning you often had 5 or 10 minutes of free discussion
about a casual introductory question. This also loosens the atmosphere in the meeting
a little. Each participant can then say a short sentence or two about it and that was
usually quite funny and relaxed the mood. Otherwise, this often fails in virtual
meetings, because otherwise you usually get into the topic very quickly. I could well
imagine that you schedule the meetings 5 or 10 minutes longer and then add a checkin and check-out.

Q: So also as a substitute for the other chance encounters that you would otherwise
have in the office and to have a little small talk?

A: Yes, that would otherwise be completely omitted in the virtual meeting. Of course,
you shouldn't waste too much time there, but I think 5 minutes per meeting would help
a lot. You can then have a short small talk at the beginning or at the end of the
meeting.

8) Do you have any additional points, ideas or experiences with virtual meetings and
especially gender equality in this setting that you would like to share?

A: I can't think of anything spontaneously.

Interview M5

Disclaimers
In the following interview I will ask you about gender equality in virtual meetings. The
interview is then completely anonymized.
By virtual meeting, I mean real-time online meetings where not all participants are in the
same place. For example, online lectures, virtual project groups or participation in meetings
remotely.
In contrast, a physical meeting is a real-time meeting in which all participants are in the same
room. For example, lectures, project work in a meeting, meetings in the conference room.
For both virtual and physical meetings, I refer to a professional setting, e.g. work or
university, and not to a private setting, e.g. with friends or family.

1) Approximately how many times a week do you work in virtual meetings?

A: I can't give you a specific number, but basically every working day.

2) On the subject of gender equality, in which setting: virtual meeting or physical
meeting, do you think that both genders have more equal opportunities to perform and
to contribute ideas? What other things have to be considered even with the better
option?

A: I am a little limited in my experience, especially with regard to physical meetings,
as I only started my professional career after the onset of the corona pandemic and
worked almost exclusively in virtual teams. But I actually believe that the genders
perform more equally in a virtual team. In a virtual meeting you only have to assert
yourself verbally, all other forms of communication do not play as much of a role and
I believe women benefit from this, as in my experience they may be less dominant for
historical reasons and thus have fewer hurdles to reach a similar level of dominance.
However, my area of business is also relatively male-dominated, which means that my
experience may be less average. The opportunity is also the problem with only one
communication channel at the same time. If you are more reluctant to communicate
exclusively verbally, it can have serious disadvantages that cannot be compensated for
in this setting.

Q: However, to what extent is this problem gender specific?

A: I have the feeling that women are on average more cautious and therefore less
likely to speak up, which creates inequality.

Q: Are there solutions for this in your work environment?

A: I don't really have this problem in my work environment, which could be related to
what I said earlier. The women I work with speak up as often as the men. But that
could be due to my special work environment.

3) If you compare virtual meeting and physical meeting, in which setting can you focus
better on your work and why?

A: In relation to the meeting itself and the content of the meeting, I would say I can
focus better in a physical setting because the personal conversation is more pleasant
through facial expressions and gestures, etc. Normal communication also requires
more concentration and focus due to the additional channels. On the other hand,
virtual meetings have the advantage that if you don't have an active role in the
meeting, you can work on other topics at the same time. If the meeting takes place in a

room, you usually do not have all the utensils at hand to work on other things on the
side, at the same time it would be seen as impolite in a room.

4) In which setting do you feel more distracted and why?

A: In virtual meetings, for the same reasons I just mentioned. You have more
opportunities to distract yourself and, as a rule, also have fewer consequences due to
divided attention.

5) If you are working in a virtual meeting, what are the most important factors for you to
do your job well?

A: Program functions and their stability.

Q: Can you go into more detail?

A: Instability in transmission isjh a very big problem. In teams, for example, you can
send files or use a laser pointer or use the calendar directly. Such things simply help to
be able to do one's job well. The meeting should also have a good structure so that one
can participate appropriately. That usually requires a good team leader.

6) I found out in my survey that women more often feel that they are interrupted and
cannot finish speaking in a virtual meeting. At the same time, men are seen more often
as interrupters than women. Do you have any experiences in this regard that you can
share?

A: I have to think about that for a moment. From my point of view and experience,
women are not interrupted more often than men. On the second point: From my
experience, I think that men definitely interrupt more often in meetings.

Q: What solutions do you see here to create more equal opportunities.

A: The structure of the meeting can play a big role. If, for example, every participant
is actively asked for their opinion or if speaking time for everyone is defined from the

start, this leads to fewer interruptions. In addition, every presenter could start off by
saying: “If you have comments, just interrupt me.” This removes the hurdle for the
others and makes them feel more comfortable making their comments and interrupting
if necessary. Of course, these solutions are just the beginning. Ultimately, in order to
achieve more equality, men will likely have to be more careful about rude
interruptions, while women need to be more courageous about polite interruptions.

7) What changes would you like to see in the virtual meetings you are part of, to make it
more enjoyable, more productive and more efficient for you?

A: A big part for me is when the leader just addresses participants more directly. If
you are asked for your opinion. Leaders should be engaging. In many virtual meetings,
most participants often do other things on the side, so from my point of view it would
be very helpful if the leader brings the relevant people on board again when
transitioning to other topics.

8) Do you have any additional points, ideas or experiences with virtual meetings and
especially gender equality in this setting that you would like to share?

A: I can't think of anything else now.

9.5 Appendix: Cross-referencing tables – SPSS Output
Cross-Table 1: Distraction/Performance

Cross-Table 2: Gender/Physical appearance affecting participation/Distraction

Cross-Table 3: Gender/Physical appearance affecting participation/Participation compared
virtual to physical

Cross-Table 4: Gender/Physical appearance affecting participation/Performance

