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Part III: Managing Conflict Virtually
Introduction
Formation of progressive and vibrant virtual teams requires extreme intrapersonal leadership skills in a project manager. A virtual project manager, as the virtual leader is often called, is mandated to ensure the smooth transition of the organization’s goals into actionable results. This paper assists Lauren, a virtual project leader in the provided case study, to manage conflicts that have risen in her team. The paper also discusses what she ought to have done to prevent the present conflicts and subsequent replication in future conflicts.  Conflicts are constructive to organizations but if they cannot be addressed more promptly and positively, they can be destructive to the organization.
Recommendation of Actions to Solve the Conflict Raised by Lauren’s Virtual Members
Virtual teams are endowed with technology in the form of online discussion boards that can allow its members to air out and nip complications in the bud by raising an issue whenever it first arises. Lauren should implement the use of this kind of discussion platform as opposed to lagging emails because the discussion board platforms are more open in access to all the team members. She can encourage her members to contribute and remark on all facets of a project, not only the parts that touch on an individual’s specific area of expertise (Alfahid, 2018). Team members can properly vet an issue which prevents escalation of the conflict. Using the discussion board instead of emails can be the answer to the present conflict that was raised about the lagging email. The conflict was “Lags in email responses generated mistrust between two team members.” There would not be a problem if the team used a common practical technology like discussion boards to air out and reach out to one another in task difficulties. This method also enhances the building of trust.
The conflicting challenge that “There has been an uneven exchange of project knowledge” can be corrected by the team members avoiding false consensus, i.e., the team should stop generalizing issues based on a few people’s perceptions. This can be achieved by using a common online forum such as the one offered by discussion boards, as discussed by Paul, He & Dennis (2018). In this case, team members will very much likely voice any pushback, especially if the feedback can be submitted anonymously (Alfahid, 2018). This will require the virtual project manager, Lauren, to create a virtual site aside from discussion boards. The site will act as the team’s main principal point of reference. Virtual teams require a shared workspace in the form of an intranet Web site as shown by Alfahid (2018). This site will serve as a navigation point for the team’s activities. The workspace site should contain shared files, project updates, and data on all team members. The site could also contain previously discussed topics. Lauren can then inspire active participation on the virtual website by repeatedly posting significant data and documents, as discussed by Paul, He & Dennis (2018).  This method will monitor the contributions of every virtual team member. It is a method that will surpass all the three conflicting challenges raised by the members.
Lauren should instill individual responsibility among all team members while at the same time positing the team to work together towards a common goal. This approach will be helpful in addressing the conflict that a proportion of the team is using instant messaging to solve complex problems (Ferrell, 2016). Solving complex problems is a common goal that requires every member to be on board with the others in driving the objectives and goals of the company. Consequently, the use of instant messaging to resolve critical or complex assignments can be replaced by using a technology that is more open, that allows different member contributions without leaving anybody behind. As illustrated by Ford, Piccolo & Ford (2017), this approach of outlining individual roles and responsibilities will reduce further conflicts and shall restore trust among the team members.
What Lauren Could Have Done To Prevent Conflict In The First Place
Lauren should have anticipated conflict in the prior stages of the formation of guidelines to be followed. She calls these guidelines the ground rules. Anticipating conflict is a paramount responsibility of a project manager. It allows the leader to be readily equipped and not surprised when conflicting occurrences come knocking.  She should have ensured a strong and well-planned orientation at the time of project initiation. This needed to be the time when the team’s codes of ethics discuss the said ground rules, their stipulations and implications. Similarly, the expectations needed to be clarified about each member’s roles and the responsibilities expected from them as brought out by Derven (2016). This approach would not allow incongruent issues of instant messaging and email laggings to subvert undertakings of the organization. Preparation firsthand demarcates the direction the team is taking.
Lauren should have initiated the use of a performance matrix before unfolding the ground rules for the virtual team. The performance matrix will ensure everybody commits to the cause of the organization’s business. It is quite clear from the provided agenda that Lauren concentrated more on the social perspective than the actual business operation of the team as elaborated by Liao (2017). These two elements are parallel to the success of the organization. Lauren should have created a stakeholder matrix that outlines the level of participation, roles, and contact information of every team member (Liao (2017). This allows each team member to know and understand what is required of him or her in the organization as virtual team members. All team members are then able to understand what resources are available to the entire team. This would explain the issue behind some members using instant messaging.
Actions that will Prevent Future Conflicts
Issuance of performance reward systems is categorically a method for long term conflict resolution among the members of an organization.  Conflicts arise from different aspects of the organization as shown by DeNisi & Murphy (2017). Before this is put in place, Lauren’s team should have a well-written code of conduct translated in the most comprehensible language that each team member understands and assures to commit to. Once this system is containing all the responsibilities, all directions on conflict issues and repercussions upon disobedience, the organization can then use incentives or reward systems to motivate the team members. The direction of the organization’s goals and objectives will then remain clear for higher performance as opposed to stagnating situations that are currently experienced due to a lack of uniformity in the organization. According to Ferrell (2016), a code of ethics documentation will help members anticipate the impacts of conflict and correct them within shortened durations provided by the organization.
Lauren’s organization should then proceed to appoint one of their members who will endure as a point-person for particular issues in the virtual team. The roles of this person will be being responsible for seeing the discursive issues through to their resolutions (Liao, 2017). This person will be more like a secretary to the virtual team and not the one assuming the roles of the project manager. When the team members shall have had adequate time to contribute to the Web page of the company, he will summarize the many points of view. These summarized issues will then act as agenda items for the proceedings of virtual meetings. The person who will be responsible for all these undertakings in the organization must then be apt in his dealings to keep the entire group informed and anchored on the set goals and objectives. This appointment will serve as successful deliberation with the project manager to maintain the affairs of the team. According to Liao (2017), the members and adopted rules and regulations shall improve the relationship and trust among the members and their leader and serve as preventive measures against future conflicts.
Conclusion
Organizations require internal conflicts as propelling strategies to do things in better ways that bring growth. Conflicts need to be anticipated by the project managers in advance in order to reduce the chances of low productivity and time wastage when they eventually occur. Methods such as enacting a website for conducting all the virtual team’s purposes, using codes of ethics and appointing point-persons in an organization are some of the ways used to discuss the way forward with the current case study’s virtual conflicts.  These methods are blueprints for mitigating current and future conflicting concerns in virtual teams.
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