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Teamwork and its contribution to High Performance 
Workplace Organisation – Czech Republic 

This is the national contribution by the Czech Republic to the topic report on 
teamwork submitted by the Research Institute for Labour and Social Affairs. 

QUESTIONNAIRE 

Q.0 Firstly, the correspondents are asked to describe shortly the surveys 
(dates, coverage, size and response rates, in case of qualitative 
surveys the leading methodology) used in answering the 
questions. Correspondents are asked to report on relevant 
available surveys such as: 

Methodology and Sample characteristics 

a) “Measuring the Quality of Working Life” 2004 (MQWL 2004)- Research 
Institute for Labour and Social Affairs 

• Interviews carried out face to face at peoples´ homes 

• Sample size: a total of 2007 complete interviews were conducted. 

• Quota sampling (gender, age, education, region, and size of place of residence)  

• The survey population consisted of persons aged 15 to 69 who were employed and had 
worked for their current employer for a minimum of three months. The survey sample did 
not include self-employed persons.  

b) “Working Conditions” 2000 (WC 2000) – Research Institute for Labour and 
Social Affairs  
Fourth European Working Conditions survey (WC 2005) was under way in the Czech Republic in 
autumn 2005, the results are not available yet. 

• Interviews carried out face to face at peoples´ homes 

• 2031 employees and self employed people addressed 

• Sample size:  1029 interviews fully completed  

• Multistage random probability sampling  

• Sample is representative according to gender, age,  NACE, ISCO and NUTS2 

• Answers were weighted  



c) Changes in employment relations 1998 (CER 1998) 
• Interviews carried out at enterprises with employees only 

• Sample size: 1419 interviews fully completed 

• Multi-stage random probability sampling (in the first step of sampling the cities with 
dominating industrial companies were chosen). 

• 188 industrial companies were surveyed in whole CR (except Prague).  

d) Quality of Working Life 1994, 2000 (DENKI 2000)- Research Institute for 
Labour and Social Affairs 
This international research performed in electronics and telecommunications factories was 
organised by the Labour Research Council in Tokyo. 15 countries participated in two repeated 
surveys in 1994 and 2000. Two companies in the electronics and telecommunications industries 
were surveyed in each country. A selective sample of 100-200 employees was chosen from each 
company, depending on its size, who were interviewed using a standardised questionnaire. In 
addition, there were 3-4 interviews performed with key individuals from the companies 
representing the management and the unions etc. The question on teamwork was only included in 
the 2000 survey.  

In the Czech Republic two companies in the electronics industry were surveyed as part of the 
project. Both were originally state-owned companies. Both underwent privatisation and overcame 
the difficulties at the start of the nineties stemming from the loss of traditional markets. 308 
employees were interviewed. 

Company A: Became a state joint stock company in 1991, which was privatised in 1993 using the 
coupon method. The company has recently undergone a number of rationalisation measures, as a 
result of which 28% of the workforce was made redundant in 1999 (the number of employees has 
fallen by two thirds since 1995) In 2000 the company employed 1373 people. 58 % of production 
is exported, mainly to the EU. The company has retained its own research and development 
operations. 

Company B: Was privatised and became a joint stock company in 1992. The number of 
employees has fallen to about 4/5 the number in 1995, but there has been, and continues to be, a 
large turnover in staff. In 2000 company employed 806 employees, 607 of whom were blue 
collars.  

Q.1 National correspondents are asked to give question 
wordings and figures which deal with the incidence of teamwork 
in their countries.  
Example:  

- “Do you work in permanent work group or team that has common tasks and possibility 
to plan its work?” 

- Does your job involve, or not…? “Doing all or part of your work in a team” 

- Does your job involve, or not…? “Rotating tasks between yourself and colleagues”  

- “At my work I have opportunity to be in touch with my colleagues by means of team 
work”  



Question wordings (Q.1a) 
National representative surveys and quantitative case studies:  We are interested how national 
representative surveys and quantitative case studies cover incidence of teamwork in the country 
or in particular company. Correspondents are asked to give relevant existing question wordings to 
this issue.  

The issue of teamwork is very rarely researched in the Czech Republic, and more detailed 
analyses or studies concerning new forms of work organisation do not exist or are not available. 

National representative surveys: 

• WC 2000 

q27b. Does your work involve: 

1. Rotated tasks between you and your colleagues yes. no. don’t know 

2. The sharing out of all work or its part between a team yes. no. don’t know 

• MQWL 2004 

62. Teamwork and co-operation in our company/organisation is: 

a) encouraged 

b) recognised 

c) rewarded 

Scale: 1 strongly agree- 5 strongly disagree 

Other Research: 
• DENKI 2000  

quantitative case study 

3. To what extent does the following statement apply to your work?  

3.J. My work is rather team work, mainly organized by the members of the team themselves 

1 applies entirely. 2 generally applies. 3 partially applies. 4 does not apply at all. 5 don’t know. I 
cannot judge 

• CER 1998 

23. If you have the possibility of working in teams in your company, what form does this 
usually take?  

1. Flexible teams using member rotation, set up for individual projects or problems 

2. Entirely independent. separately functioning teams (which decide on work distribution and 
rewards) 

3. The group is responsible for its results. but at the same time is reviewed from outside 

4. The group does not have special responsibility for its results and is managed as a whole entity 

5. Regular co-operation in the group with emphasis on task allocation for individuals 

6. I mostly do not work in a group or team 

 



Content and main findings – national representative surveys (Q.1.b) 
Correspondents are asked to give figures on the issue of extent of teamwork from national 
representative quantitative surveys. Please give figures broken down by gender, occupation, sector, 
company size (0-49; 50-249,250 and more employees), educational attainment, type of ownership. 
If trend is available please give the trend data with a brief commentary.  

According to the results of population surveys in 2000, over half of the working population (61%) 
works in a team for at least part of their work. Work which does not involve any sort of teamwork 
is performed by 37% of the workforce. Task rotation between colleagues exists for half of the 
workforce (52%). 46% responded that their work did not involve task rotation.  

Trends for the extent of teamwork at a national level are not available.  

Table 1 Does your job involve the sharing out of your work, or its part, to a 
team? 

  Frequency % 

Yes 627 60.9 
No 385 37.4 
Don’t 
know 17 1.7 
Total 1029 100.0 

Source: WC 2000 

Table 2 Does your work involves task rotation between you and your co-
workers? 

  Frequency Percent 

Yes 537 52.2
No 474 46.1
Don’t know 17 1.7

Total 1029 100
Source: WC 2000 

Figures broken down by: 

- Gender 

Table 3 Extent of teamwork in percent according to sex 
Team work  Men Women Total 

Yes 65.5 54.8 60.9
No 33.3 42.9 37.5
Don’t know 1.2 2.2 1.7
  100 100 100

Source: WC 2000. N= 1028 



Work performed by men involves teamwork more often than for women. While two thirds of men 
perform at least part of their work in teams, the percentage for women is lower, being just over 
50%. This difference is statistically significant. 

- Occupation 

Table 4 Teamwork extent in percent according to employee categorisation, 
KZAM (CZ-ISCO-88) 

Team work 

KZAM  (CZ-ISCO-88) Yes No 
Don’t 
know Total 

Legislators, senior 
officials and managers 59.7 35.8 4.5 100
Professionals (scientists, 
experts) 58.8 41.2 0.0 100
Technical, health, 
education 63.5 34.9 1.6 100
Clerks 55.0 42.5 2.5 100
Service workers and shop 
and market sales workers  52.4 46.8 0.8 100
Skilled agricultural and 
forestry workers  66.7 33.3 0.0 100
Craft and related trades 
workers * 67.5 30.2 2.4 100
Plant and machine 
operators and assemblers 63.8 35.4 0.8 100
Unskilled, Support 
(Elementary occupations) 51.2 46.4 2.4 100
Members of the armed 
forces* 76.9 23.1 0.0 100
Total 60.9 37.5 1.7 100

Source: WC 2000. N=1022 

Note: * The category of Skilled agricultural and forestry workers and specially the 
category of Members of the armed forces have very little occurrence in the sample of 
workers (21 workers in the first mentioned category and only 12 workers in the 
second) thus the percentage share of these categories is not reliable.   

No statistically significant relationship has been shown between teamwork and employment 
category. The most frequent occurrence of teamwork comes from the category of craft and related 
trades workers (68%). The lowest occurrences of teamwork come from elementary occupations 
(51%), which corresponds with the lower level of teamwork occurrence in lower education 
categories. 

- Economic sector 

Table 5 Teamwork extent in percent according to economic sector 



Economic sector 

Team 
work 

Agriculture 
and 
forestry Industry Construction 

Transport and 
communications

Services 
(inc. 
education. 
healthcare. 
civil 
services. 
... 

Don’t 
know Total 

Yes 63.0 72.0 63.6 57.1 55.0 20.0 60.9
No 37.0 27.2 32.7 40.3 43.2 80.0 37.5
Don’t 
know   0.7 3.7 2.6 1.9   1.7
Total 100 100 100 100 100 100 100

Source WC 2000. N=1030 

The highest extent of teamwork is shown in the industry sector (72%), with the lowest being in the 
services sector, where only 55% of people work in teams. The differences between the sectors are 
statistically significant. 

- Company size 

Table 6 Teamwork extent in percent according to the size of an 
organisation1

 Company size 

  

No-one 
(I work 
alone) 1-49 50-249 

250 and 
more 

Don’t 
know Total 

Yes 17.3 61.7 67.1 72.0 40.0 60.9
No 82.7 36.6 31.2 26.9 53.3 37.5
Don’t 
know  1.8 1.7 1.1 6.7 1.7
Total 100 100 100 100 100 100

Source WC 2000. N=1028 

Note: 1) “How many people work in your local branch of your organisation/company?” 

As the size of the organisation grows so does the share of employees whose work involves 
teamwork. While the share of employees working in teams in companies of up to 49 employees is 
62%, in large organisations with more than 250 employees this share is 10 percentage points 
greater (72%). 

- Education 

Table 7 Teamwork in percent according to education level 
Education level 

 Team 
work Basic 

Secondary/vocational 
school without 

Secondary 
school University Total 



graduation with 
graduation

Yes 65.1 69.6 69.9 77.6 70.3 
No 34.9 30.4 30.1 22.4 29.7 
Total 100 100 100 100 100 

Source: CER1998. N= 1416  

There is no proven statistically significant relationship between the highest educational level and 
participating in teamwork. The data indicates a tendency that as the education level rises so does 
the share of people who perform at least part of their work in teams. 78% of individuals with 
university education work in teams while the percentage of people with basic education is 65%. 

- Ownership 

Table 8 Team work according to foreign capital in organisations in percent 
Foreign capital participation 

Teamwork 
Foreign 
capital 

Negotiations for foreign 
capital entry in 
progress 

No foreign 
capital 

Don’t 
know Total 

Yes 74.6 72.4 66.2 69.5 70.3 
No 25.4 27.6 33.8 30.5 29.7 
  100 100 100 100 100 

Source: CER 1998. N=1416 

Statistically significant differences in the occurrence of teamwork in relation to foreign capital 
participation in an organisation were not shown. The data indicates a tendency that employees 
work with some form of teamwork slightly more often in companies with foreign capital (75%) 
than in those without foreign capital (66%). 

 

Content and main findings – company surveys,  case studies or other qualitative 
research (Q.1.c) 
Correspondents are asked to give the main findings emerging from the most recent case studies 
on the issue of the extent of teamwork (the summary and expert reflexion of existing case 
studies on that issue is required).  

1) Even though we approached most of the experts from scientific disciplines who should be able 
to comment on teamwork, we did not manage to obtain any case studies of a qualitative nature. 
We only have two case studies on teamwork in small companies performed for a thesis by an 
andragogy student, Lenka Pexová. The main source of the case study was the replies to an 
questionnaire on attributes of teamwork. The objective of the study was to ascertain if a small 
company or micro company has its own particular type of teamwork (companies description 
mentioned underneath). To be fully functional, a small company generally has to integrate 
various employment units such as production, sales, marketing etc. Teamwork in a small 
company would therefore be of an inter-disciplinary nature.   

The results show that micro-companies work as teams. Both companies distinguished 



themselves with teamwork attributes in the following areas: communication and feedback, 
team objectives and focus, team leadership, emotional intelligence, conflict, team 
atmosphere, the style of work within the team and relationships within the team.  

Company No. 1:  established in 1991, it provides comprehensive printing services. All the jobs 
are of a non-manual nature. It has 8 employees, 5 of which are men. The average age of the 
employees is 55 (40-63).  

Company No.2: established in 1998, it provides PR services and has 15 employees, 11 of which 
are men. The average age is 29 (24-41). 

The author also compared both companies in terms of personal structure and reached the 
conclusion that there were a significant majority of younger people in the company with the 
worse score for the level of teamwork. She points to research which denotes the generation born 
between 1965-1979 as the X generation, which is generally less loyal to their employers than the 
so-called “baby boomers”.  

2) The quantitive case study in two electronics companies (DENKI 2000) was not directly 
focused on teamwork, but concerned the situations in the companies regarding relationships with 
the unions, education and remuneration. It does also concern the issue of teamwork.  

An analysis of the electronics companies survey, assisted by a factor analysis of the 
organisational forms of work has identified three types of work; work which is characterised by 
continuous increases in qualifications and a certain share in responsibility (qualification factor); 
work characterised by a high level of autonomy together with the possibility of personal  
development (autonomy factor) and lastly the third factor, team factor, which includes work in a 
group with a certain level of routine, where the work rhythm is determined by co-workers and 
machinery. A cluster analysis has shown that the teamwork factor in the Czech companies in 
this case study is below the average compared to the other countries in the study. 

 

Q.2 Do in the national representative surveys or other surveys 
exist questions dealing with form and organisation of the team? 
Example: 

- If you have opportunity to work in team, what is its usual form?   

 Flexible teams build up to solve particular project or problem. 

Teamwork in a simple form of job rotation without having opportunity to decide 
about methods of work or task. 

Please include also data if available about incidence of different types of teamwork such as: 
quality circles (exmp. „Do in your company exist so called QUAILTY CIRCLES, where the 
room to express your ideas to particular work issues is given to employees?, virtual teams („Do 
you use computers or other electronic devices to organize group work or for consultation of your 
work tasks. “), cross functional teams (“Do you cooperate with other departments within 
interdisciplinary work on particular projects or work tasks?”)   



Question wordings (Q.2.a) 
National representative surveys and quantitative case studies:  We are interested how national 
representative surveys and quantitative case studies cover form and organization of the team. 
Correspondents are asked to give relevant existing question wordings to this issue.    

• DENKI 2000:  

3.I My work is organized through the rotation of tasks 

3.J My work is rather team work, mainly organized by the members of the team themselves 

• CER 1998:  

Q. 23 If you have the opportunity of working in teams in your company, what form does it 
usually take?  

Flexible teams using member rotation, set up for individual projects or problems 

Entirely independent, separately functioning teams (which decide on work distribution and 
rewards) 

The group is responsible for its results, but at the same time is reviewed from outside 

The group does not have special responsibility for its results and is managed as a whole entity 

Regular co-operation in the group with emphasis on task allocation for individuals 

I mostly do not work in a group or team 

• WC2000 : Quality circles  

Q.30a Within your workplace, are you able to discuss? 

Your working conditions in general 

The organisation of your work when changes take place 

If yes:  

Q30b Does these exchanges of views take place? 

5. On a regular basis 

6. On a formal basis. 

Content and main findings – national representative surveys (Q.2.b) 
Correspondents are asked to give figures on the issue of form and organization of the team 
from national representative quantitative surveys. What is the incidence of different types of 
teamwork? Which types of teamwork are characteristic for different occupations, sectors, 
company size or type of ownership?  

According to an analysis of the data from CER 1998 files, around 30% of the workforce do not 
work in any of the forms of teamwork. The selection is made up of employees working in large 
industrial companies and therefore it cannot be categorised according to business sector. When 
the employees chose the nature of teamwork themselves, they chose mostly: Regular co-operation 
within a group with emphasis on allocating work to individuals. This type is closest to working 
separately and it is not completely clear if it should be included as teamwork (it was chosen by 
26.2% of respondents). The other most frequent types of teamwork is: Groups which are 
responsible for their results but at the same time are reviewed from outside (26.6%).Only 5% of 
respondents worked in fully autonomous and independent teams.  



Table 9: Type of teamwork according to level of autonomy and type of 
management  

 No. % 

Flexible teams using member rotation, set up for individual 
projects or problems 

60 4.2

Entirely independent, separately functioning teams (which 
decide on work distribution and rewards) 

 

69 4.9

The group is responsible for its results, but at the same time is 
reviewed from outside 

 

376 26.6

The group does not have special responsibility for its results 
and is managed as a whole entity 

 

122 8.6

Regular co-operation in the group with emphasis on task 
allocation for individuals 

 

369 26.1

I mostly do not work in a group or team 420 29.7

Total 1416 100

 Source: CER1998 

The interpretation of the type of teamwork, as defined in the questionnaire, depends to a certain 
extent on the type of job and the related level of responsibility of the worker. In a more detailed 
classification we were interested mainly in teamwork based on teams set up on an ad-hoc basis 
for individual projects. The research shows that this type of teamwork is characteristic for 
managers and is used mainly in companies with more than 500 employees.    

There is a similar characteristic for fully autonomous groups, which we also find more frequently 
in smaller companies (up to 500 employees) and in shift managers and engineers.  

On the other hand, the most frequent type of team work: “Regular co-operation in the group with 
emphasis on task allocation to individuals” appeared relatively frequently between blue-collar 
jobs. Blue-collar workers also are one of the categories of workers with the least incidence of 
teamwork as such. Foremen and trades masters however most frequently assess their teamwork as 
being in a group responsible for its results with outside management. 

Table 10 Team work according to type and presence of foreign capital 
With 
foreign 
capital 

Without 
foreign 
capital 

 

% % 

Flexible teams using member rotation, 
set up for individual projects or 

6.2 3.5



problems 

Entirely independent, separately 
functioning teams (which decide on 
work distribution and rewards) 

 

6.7 3.9

The group is responsible for its results, 
but at the same time is reviewed from 
outside 

 

30.4 22.8

The group does not have special 
responsibility for its results and is 
managed as a whole entity 

 

8.5 8.9

Regular co-operation within a group 
with emphasis on allocating work to 
individuals 

22.9 28.2

I mostly don’t work in a team or group 25.4 32.7

Total 100.0 100.0

Source: CER1998 

If we assess the different types of teamwork according to the presence of foreign capital, which 
certainly forms the extent of the use of new forms of work organisation, it is clear that companies 
with foreign capital use teamwork more than Czech owned companies. About a quarter of the 
workforce of companies with foreign capital did not work in at least one of the types of 
teamwork. The figure for companies without foreign capital was one third. Foreign companies 
also use the autonomous form working in groups more than other companies. On the other hand 
“Regular co-operation within a group with emphasis on allocating work to individuals” was 
mostly quoted for companies without foreign capital.  

Quality circles:  
A direct question on the existence of quality circles does not appear in Czech research. We can 
only estimate the level of worker participation in work quality control and improvements based 
on two questions in the WC2000 national representative survey. These are; does an exchange of 
views on work conditions and work organisations take place in groups and if so, does this involve 
a regular exchange of views based formal procedures (see the question text in box Q.2.a).  

29.9% of respondents stated that they regularly discuss issues of work conditions and work 
organisations. Nearly 41% of employees have the opportunity to formally express their opinions. 
14.6% of employees are able to formally and regularly express their views on work issues. If we 
operationalise and understand that quality circles must fulfill both the condition of regularity and 
have a formal procedural basis, we can estimate that this applies to a similar extent to about14.6% 
of the work force. 



Content and main findings –company surveys, case studies or other qualitative 
research (Q.2.c) 
Correspondents are asked to give the main findings emerging from the case studies or qualitative 
research on the issue of form and organization of the team. What is the incidence of different 
types of teamwork? Which types of teamwork are characteristic for different occupations, sectors, 
company size or type of ownership? (summary and expert reflexion of existing case studies on 
that issue is required).    

• DENKI 2000 

In spite of the fact that this is a periodical research with mostly identical questions, the questions 
on the nature of the forms of teamwork were only added in 2000. This questions were not 
included in the previous survey in 1994.  

Table 11 My work is organized through the rotation of tasks 
Plant   

Company A Company B 

Total 

Absolutely true 21.2 7.2 16.6

Fairly true 17.6 26.5 20.6

Slightly true 35.9 33.7 35.2

Not at all (false) 25.3 32.5 27.7

Total 100 100 100

Source: DENKI 2000 

Table 12 My work is rather team work, mainly organized by the members of 
the team themselves  

Plant   
Company A Company B 

Total 

Absolutely 
true 

11.8 3.2 9.0

Fairly true 21.5 17.9 20.3

Slightly true 41.5 38.9 40.7

Not at all 
(false) 

25.1 40.0 30.0

Total 100.0 100.0 100.0

Source: DENKI 2000 

If we compare the two electronics industry companies, which produce different products, we see 
that the company specialising mainly on light electronic goods has more employees working in 
teams than the company which manufactures electronic components.  

 



Q.3 Does teamwork increase autonomy of employees in decision 
making about their work? Which degrees of self-regulation can 
be distinguished? 
Example: 

-  The teams are responsible for the preparing and supporting activities of their own 
work.  

- The group can self set the targets for its work.  

- The members of my team are responsible for determining the methods, procedures, and 
schedules with which the work gets done. 

- Team is responsible for the results but the team is under the external control.  

- Members of team do not have particular responsibility for results and group is managed 
from external sources as a unit. 

Please give also figures showing association between teamwork and individual  worker’s 
autonomy. In this respect crosstabs of autonomy (YES/NO) and teamwork (YES/NO) are 
required.  

Question wordings (Q.3.a) 
National representative surveys and quantitative case studies:  We are interested how national 
representative surveys and quantitative case studies cover autonomy of members in  a team (See 
examples above).  Correspondents are asked to give relevant question wordings to this issue.  

• CER1998:  

Q. 23 If you have the possibility of working in teams in your company, what form does this 
usually take? 

1) Flexible teams using member rotation, which are set up for separate projects, or problems.   

2) Considerably independent and separately functioning teams (which decide on work allocation 
and remuneration) 

3) The group is responsible for its results but at the same time is controlled from outside 

15.c To what extent are you satisfied with the following things in your current employment? 

- with the possibility of making independent decisions 

Q.24i What management method does the top management in your company employ?  

- The company management is developing teamwork as a form of sharing in the management. 

•  DENKI 2000 

3.J My work is rather team work. mainly organized by the members of the team themselves 

 



Content and main findings – national representative surveys (Q.3.b) 
Correspondents are asked to give figures on the issue of autonomy in a team eventually autonomy at 
work from national representative quantitative surveys (crosstabs are preferred, correlations, other 
reported associations).  

From the 1998 research (CER1998) we can state that only 4.9% of employees in the industry sector 
work in fully autonomous teams. There were 26.6% employees recorded as being responsible for their 
results but being managed from outside, and which we can therefore expect that they had a certain 
level of autonomy.   

About 30% of employees worked in autonomous teams in the two large companies researched as part 
of the electronics industry quantitative case study (See Table 12) .   

• WC2000 

According to the research Working conditions 2000, there was no record of whether working in teams 
affected the individuals work autonomy.  

• CER 1998 

Research in industrial companies does however indicate that an individual’s autonomy or their 
satisfaction with their decision making possibilities closely depends on the type of working team and 
how it functions. In graph no.1 we can see the logical expectation that individuals working in 
considerably independent teams which function separately and who decide on both their remuneration 
and work allocation are significantly more satisfied with their ability to make independent decisions. 
There is similar satisfaction with employees who work in flexible teams which have been set up on an 
ad-hoc basis (78.3% of employees are satisfied with the possibility to make independent decisions).  

The least satisfaction with the possibilities for decision making in their work was recorded by 
employees who did not work in a team at all, and then by employees who stated that their team id not 
have special responsibility for its results and is managed as a whole entity (only 43.4% satisfied) 

Graf 1: 

Figure: Type of teamwork and satisfaction with possibilities to make decisions 



 
Source: CER1998 

According to the subjective opinions of the respondents, the company’s management develops 
teamwork as a form of sharing in the management in 35% cases.  

Table 13 Teamwork as a form of sharing in the management and a possibility 
for making independent decisions  
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Source: CER1998 

In companies where teamwork is developed as a form of participating in decision making people are 
more satisfied with their possibilities for decision making (68.8%) than employees in other companies 
(48.6%).  
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Content and main findings – case studies or other qualitative research (Q.3.c) 
Correspondents are asked to give the main findings emerging from case studies or qualitative research 
on the issue of teamwork and autonomy. We are interested in to what extent the growth in autonomy 
within the team results in better group performance and higher job satisfaction (the summary and 
expert reflexion of existing case studies on that issue is required). 

Table 14 My work is rather team work, mainly organized by the members of the 
team themselves 

 No % 

Absolutely true 26 9.0

Fairly true 59 20.3

Subtotal  85 29.3

Slightly true 118 40.7

Not at all (false) 87 30.0

Total 290 100.0

Source: DENKI 2000 

The organisation of work by task rotation, where significant work autonomy is not expected, is more 
of a characteristic of manual/blue collar jobs (See Figure) than for white collar workers. Although we 
might expect that teamwork with a prevalence of autonomous elements would predominate in non-
manual type jobs, the results are not so clear. It can be said a similar share of employees from jobs 
with a non-manual nature to employees from jobs with a manual nature agreed that they performed 
autonomous team work. A difference can only be seen mainly in the response “slightly true,” where 
there is a difference of 16 percentage points in favour of autonomous teamwork for white collar 
workers (See Figure).  

Graf 2: 

Figure: Rotation of tasks and character of job  
My work is organized through the rotation of tasks and manual/non-manual professions 



 
Source: DENKI 2000 

Graf 3 

Figure: Autonomous teamwork and character of job  
My work is rather team work, mainly organized by the members of the team themselves and 
manual/non-manual professions  
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Q.4. To what extent are workers satisfied with team based way of 
working? Can you also  report on association between overall 
job satisfaction and teamwork presence? Does teamwork 
increase overall job satisfaction?  
Example:   -  Are you generally satisfied with team based way of working 
   -  How satisfied are you with your job?  

Question wordings (Q.4.a) 
National representative surveys and quantitative case studies:  We are interested how national 
representative surveys and quantitative case studies cover satisfaction with teamwork. 
Correspondents are asked to give relevant question wordings to this issue.    

The available national research and quantitative case studies do not contain questions directly 
related to satisfaction with teamwork. 
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Content and main findings – national representative surveys (Q.4.b) 
If direct question on satisfaction with teamwork is available, please give the figures.  
Correspondents are also asked to give figures on the issue of teamwork (YES/NO) and job 
satisfaction (SATISFIED/NOT SATISFIED) from national representative quantitative surveys 
(crosstabs are preferred, correlations, other reported associations).  

Representative surveys at a national level which include questions on the incidence of teamwork 
and questions on job satisfaction are not available. 

The national representative survey MQWL 2004 asked questions related to teamwork, concerning 
the issue whether the teamwork is in the organisation encouraged, recognised or rewarded? A 
strong statistically significant relationship was shown which indicated that organisations which 
encouraged, recognised or rewarded teamwork showed overall higher job satisfaction.  

Table 15 Teamwork and co-operation in our company/organisation is 
encouraged 

Teamwork is encouraged   Job 
satisfaction Yes Neutral No DK Total 

Satisfied 79,3 48,9 24,7 52,4 63,0 
Neutral 10,4 27,4 28,1 23,6 18,1 

Dissatisfied 4,1 14,8 37,6 11,5 10,9 
DK 6,3 9,0 9,6 12,5 8,0 

  100 100 100 100 100 
 Source: MQWL2004. N=2007 

Almost 80% of those who sated that teamwork in their organisations was encouraged, was 
satisfied with their job. Whereas employees who stated that teamwork in their organisations was 
not encouraged, was satisfied just in one fourth of cases.  Therefore, if teamwork is encouraged in 
an organisation its employees are often satisfied with their work (coefficient contingency c=0.391; 
α = 0.000). 

Table 16 Teamwork and co-operation is recognised in our 
company/organisation 

Teamwork is recognised   Job 
satisfaction Yes Neutral No DK Total 

Satisfied 80,0 52,2 21,4 53,8 63,0 
Neutral 9,6 26,3 29,6 24,1 18,1 

Dissatisfied 3,3 13,8 38,8 10,8 10,9 
DK 7,0 7,7 10,2 11,3 8,0 

  100 100 100 100 100 
 Source: MQWL2004. N=2007 

As with the statement on teamwork being encouraged, also agreement or disagreement with the 
statement that teamwork is recognised in the organisation strongly correlates with overall job 



satisfaction (C= 0.411 α= 0.000). People who stated that teamwork was recognised in their 
company were more often satisfied with their job (80%) compare to employees whose teamwork 
was not recognised in the organization (share of respondent satisfied with job 21%).  

Table 17 Teamwork and co-operation is rewarded in our organisation 
Teamwork is rewarded   Job 

satisfaction Yes Neutral No DK Total 

Satisfied 83,5 60,0 38,2 56,8 63,0 
Neutral 8,3 21,3 26,7 22,1 18,1 

Dissatisfied 1,8 10,0 27,2 10,8 10,9 
DK 6,5 8,8 7,8 10,3 8,0 

  100 100 100 100 100 
 Source: MQWL2004. N=2007 

If teamwork is rewarded in a company then its employees are more often satisfied with their job 
(C=0.360. α=0.000). Amongst those who stated that teamwork was rewarded in their company 
were satisfied over 80% of respondents. Whereas amongst respondents who stated that teamwork 
was not rewarded were satisfied with their job just 38% of respondents. 

These connections do not necessarily reflect influence of teamwork on job satisfaction. We can 
expect that organisations where teamwork is encouraged, recognised or rewarded also encourage 
and reward other desirable forms of work. This statistical dependence can only support the fact 
that organisations which motivate their employees by praise or reward have more satisfied 
employees overall compared to other organisations, which do not praise or motivate.  

The WC2000 national representative survey dos not contain directly the question of overall job 
satisfaction, but it does contain a question on overall satisfaction with working conditions (see 
table 18).  

Table 18 Occurrence of teamwork according to satisfaction with working 
conditions 

Job Satisfaction   Does your 
work involve 
team work? satisfied dissatisfied

Don’t 
know Total 

Yes 484 135 7 626
%  60.3 63.1 63.6 60.9
No 306 75 4 385
%  38.1 35.0 36.4 37.5
Don’t know 13 4  17
%  1.6 1.9  1.7
Count 803 214 11 1028
%  100 100 100 100

Source WC 2000 



No connection between incidence of team work and satisfaction with working conditions in a 
company was proven. There was the same level of satisfaction for respondents who stated that 
their work involved teamwork and those who stated that their work did not involve teamwork 

Content and main findings – case studies or other qualitative research (Q.4.c) 
Correspondents are asked to give the main findings emerging from the most recent case studies or 
qualitative research on the issue of teamwork and job satisfaction (the summary and expert 
reflexion of existing case studies on that issue is required)    

Table 19 My work is more like teamwork, the members organise it 
themselves (in percent) 

Job Satisfaction   

My work is more 
like teamwork satisfied 

Not satisfied, 
not dissatisfied dissatisfied Total 

Absolutely true 7.4 4.8 16.3 8.1 
Fairly true 21.7 23.8 7.0 20.0 
Slightly true 40.7 38.1 39.5 40.0 
Not at all (false) 28.0 28.6 37.2 29.5 
Unclear 2.1 4.8  2.4 
  100 100 100 100 

Source: DENKI 2000. N=295 

Surveys of the two electronics companies in the CR did not prove a connection between 
occurrences of teamwork and overall job satisfaction.  

 

Q.5 Does in your country exist any evidence about 
interconnection between teamwork presence and higher work 
intensity and probable work overload?  
 Please report on the results from any available sources (both of qualitative and quantitative 
nature).  

Example of direct questions related to that issue:  
- “Working in group is much more demanding than working individually” 
- “Work pressure becomes evenly distributed in the group” 
- “Nearly all the members of my team contribute equally to the work” 
- “The number of people in my team is too small for the work to be accomplished.” 



Question wordings (Q.5.a) 
National representative surveys and quantitative case studies: We are interested how national 
representative surveys and quantitative case studies cover the problems of interconnection 
between teamwork introduction and higher work intensity and higher stress exposure. 
Correspondents are asked to give relevant question wordings to this issue.  

The representative surveys in the CR do not contain direct questions relating to the relationship 
between teamwork and higher work intensity and work overload. 

Content and main findings – national representative surveys (Q.5.b) 
Correspondents are asked to give figures on the issue of interconnection between teamwork 
introduction and higher work intensity and higher stress exposure from national representative 
quantitative surveys. Please use both figures from direct questions and also figures form higher 
level analysis e.g. teamwork (YES/NO), higher risk of stress occurrence (YES/NO) (crosstabs are 
preferred, correlations, other reported associations).  

From the WC 2000 survey we can presume the relationship between work intensity and the 
presence of teamwork according to replies to the question: “Do you have to work quickly in your 
job?” We can make conclusions on work overload based on replies to the question “Do you have 
to work according to demanding deadlines in your job?” 

Table 20 Occurrences of teamwork and work intensity in percent 
Doe you have to work quickly in your job? Does your job 

involve 
teamwork? 

Always, nearly 
always 

3/4 to ¼ of 
the time 

Never, nearly 
never Total 

Yes 24.4 43.7 31.9 100 
No 17.7 35.6 46.7 100 
Don’t know 43.8 37.5 18.8 100 
  22.2 40.6 37.2 100 

Source WC 2000. N= 1010 

The respondents who do at least part of their work in a team often stated that they have to work at 
high seed in their work. Conversely, people who did not work in teams often stated that they 
hardly ever have to work at high speed (47%). These differences are statistically significant.  

Table 21 Extent of teamwork and work involving demanding deadlines, in 
percent 

Do you have to work to demanding deadlines in your 
job? Does your 

job involve 
teamwork? 

Always, nearly 
always 

3/4 to ¼ of 
the time 

Never, nearly 
never Total

Yes 39.3 34.6 26.1 100

No 28.0 33.0 39.1 100

Don’t 
know 16.7 33.3 50.0 100



  34.8 34.0 31.2 100

Source WC 2000. N= 1009 

 Statistically significant differences were proven among the respondents who work in teams and 
those who do not. People who in teams often have to work according to demanding deadlines, 
whereas those who do not work in teams often replied that they do not have to work according to 
demanding deadlines in their jobs.  

From the above analysis it would seem that work involving elements of teamwork is often 
connected to high speed work and respecting demanding deadlines. It cannot be explicitly stated 
however that teamwork itself brings a higher work intensity and workload.  

 

Content and main findings – case studies or other qualitative research (Q.5.c) 
Correspondents are asked to give the main findings emerging from case studies or qualitative 
research on the issue of teamwork and higher exposure to overload and stress. Is the work 
intensity or paste of work higher within organisations which have introduced the work in teams? 
(the summary and expert reflexion of existing case studies on that issue is required)    

Table 22 Workload and teamwork in percent 
Satisfaction with work conditions – workload My work is 

more like a 
teamwork satisfied 

Not satisfied, not 
dissatisfied dissatisfied Total 

Applies, 
generally 
applies 53.6 21.4 25.0 100 
Applies only 
partially 56.5 29.6 13.9 100 
Does not apply 60.9 20.7 18.4 100 
  57.0 24.5 18.5 100 

Source: DENKI 2000. N=286 

According to the DENKI 2000 case study, no statistically significant relationship between 
employee workload and teamwork has been proven   

Q.6 What is the impact of teamwork on learning environment in 
organization?  
In this question we are following the assumption that teamwork is creating environment for 
shared responsibility, knowledge and both continuous professional and personal development. 
We are interested in learning and professional growth opportunities of employees working in 
team in comparison to the other workers. 

When answering this question you should also focus on the job enrichment and job enlargement 
phenomenon of working life. 



Question wordings (Q.6.a) 
National representative surveys and quantitative case studies: We are interested how national 
representative surveys and quantitative case studies cover the problems mentioned above. 
Correspondents are asked to give relevant question wordings to this issue.  

• DENKI 2000 

3.E I have the opportunity to learn something new in my job  

Q.21 Have you taken part in any training or seminar organised by your work in the past 5 years?  

• WC2000 

Q.24 does you main paid employment involve  

2. independent assessment of the quality of your own work 

3. independent solving of unforeseen problems 

6.learning new things 

Content and main findings – national representative surveys (Q.6.b) 
Correspondents are asked to give figures on the issue of interconnection of teamwork and 
learning opportunities from national representative quantitative surveys. Do team members use 
the opportunity to enhance their professional skills in workplace training more than other 
employees working in different organizational structures? (crosstabs are preferred, correlations, 
other reported associations).  

WC2000 

In the working conditions survey of 2000, which can show other results to the case studies due to 
its size and the manner of selecting the sample representing the population (see BOX Q.6.c), the 
opportunity of learning something new was stated considerably more frequently by workers 
working in teams or in organisations where tasks are rotated between a number of employees (see 
table 4).  

Table 23 Opportunities to learn new things and independently judge the 
quality of ones own work, according to work organisation 

Task Rotation Teamwork 

Job involves Yes (%) No(%) Yes (%) No(%) 

Independently judging the quality 
of own work 79.8 73.8 78.0 75.1 

Independently resolving 
unforeseen problems 82.4 80.0 82.0 79.4 

Learning new things 81.2 69.2 81.1 66.0 
Source: WC2000 

 



Content and main findings – case studies or other qualitative research (Q.6.c) 
Correspondents are asked to give the main findings emerging from case studies or other 
qualitative research on the issue of teamwork and learning. We are interested in what is the extent 
of sharing the knowledge within the team. Do employees working in teams have better 
opportunities to learn new things in the job than other workers?” “Is learning environment within 
team more stimulating?” (the summary and expert reflexion of existing case studies on that issue 
is required)    

DENKI 2000 

The case studies of the two electronics companies indicate that the introduction of teamwork to 
blue collar jobs has somewhat restricted their options for taking decisions on their work content 
and has caused more dependency on the performance of others and more monotony. On the other 
hand, team members stated that they have an opportunity to learn something new in their work; 
that their work is more often organised by way of rotation and that it allows them to communicate 
with their colleagues during work hours more than is usual for blue collar jobs. 

Employees in electronics industry companies working in teams which organise their own work 
stated in 80% cases that they had the opportunity to learn something new compared to 57% of 
employees who do not work in teams. Work organisation by task rotation as compared to other 
forms of organisation does not contribute much to expanding skills, according to the subjective 
assessment of the respondents (see graph 4).  

Graph 4: Opportunities to learn new things according to various types of 
work organisation 
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Source: DENKI 2000 

Table 24: Ration of employees who stated that they had attended training 
or seminars organised by their company over the past 5 years.  



Rotation of tasks Teamwork Occurrence of the 
type of work 
organisation N % N % 

Absolutely true 10 24.4 5 20.0

Fairly true 14 28.0 27 46.6

Slightly true 43 48.3 45 38.8

Not at all (false) 28 40.0 25 29.1

Total 95 38.0 102 35.8

Source: DENKI 2000 

 

It is clear from table 4 that working in teams is not directly related to other formal training within 
the company. 

(Q.6.d) 
It is assumed that teamwork contributes positively to job enrichment and job enlargement (for 
definition and concept see page n. 8).As these two job characteristics consists of different 
attributes of work and cannot be measured directly, they must be operationalised. Can you find 
in your national studies (both quantitative and qualitative) any reported association 
between teamwork, job enrichment and job enlargement?  

Data are not available  

Q.7 Team effectiveness subjectively perceived 
It is probable that when answering this question you will be very limited and there will be no 
question wordings in representative surveys. For all that we can find at least some evidence how 
workers asses productivity of company or particular department after being involved in the 
teamwork (See an example).     

Example: 

-  How well the following statements describe your group work? Productiveness of work 
improves in group work.  

Question wordings (Q.7.a) 
National representative surveys and quantitative case studies: We are interested how national 
representative surveys and quantitative case studies cover the problems what is the impact of 
teamwork introduction on team effectiveness (from the subjective point of view). Correspondents 
are asked to give relevant question wordings to this issue.  

There are no questions regarding this issue.  



Content and main findings – national representative surveys (Q.7.b) 
Correspondents are asked to give figures on the issue what is the impact of teamwork 
introduction on team effectiveness subjectively perceived (crosstabs are preferred, correlations, 
other reported associations).  

Data are not available  

Content and main findings – case studies or other qualitative research (Q.7.c) 
Correspondents are asked to give the main findings emerging from case studies or other 
qualitative research on the issue of team effectiveness subjectively perceived (the summary and 
expert reflexion of existing case studies on that issue is required).    

Data are not available 

Q.8 Please reflect briefly on the existing governmental 
documents, policies, programs or social partners agreements 
discussing implementation of new work organization forms with 
emphasis on teamwork at national level. 

Government 
The implementation of new forms of work organisation is mainly connected in national 
documents with employee adaptability and flexibility. We cannot find any explicit evaluation or 
recommended measures related to specific forms of work organisation which would interest us in 
this particular restricted context (teamwork, lean production, job enrichment, job enlargement 
etc.) in national documents. 

The only mention of new forms of work organisation implementation in the meaning set out in 
the questionnaire is in Priority No.3 of the National Employment Action Plan, where the 
Government states the intention to adopt suitable measures to measures innovative and 
maintainable forms of work organisation which will support labour productivity and 
quality.  

We can also find certain indications in the National Innovation Strategy adopted by the 
Government in March 2004. The Government set itself the goals of supporting the creation and 
development of conditions for innovative processes; concentrating its attention on systematic 
solutions for the innovation environment and developing the innovation culture. In this document 
Innovation is understood as being the renewal and promotion of a range of products and their 
related markets, the creation of new production methods, supplies and distribution, the 
introduction of changes to management, work organisation, working conditions and the 
qualifications of the labour force.  The document does not mention teamwork and working in 
autonomous groups specifically. It mainly concentrates on innovation in production technology 
and emphasises the connection between the production and research fields.  

Social Partners:  
From the available material we can conclude that new forms of work organisation are not a 
priority interest for any of the social partners. We cannot find any mention of new forms of work 
organisation in public statements or opinions. The only documents which reflect the fact that this 
issue is not unknown to union organisations are older training documents entitled “New 
Directions of Work Organisation” and “European Labour Advice/lean production” which were 

http://portal.mpsv.cz/sz/politikazamest/narodni_akcni_plan_2004_06/napz_2004_2006.pdf


intended for selected workers and officials at the OS KOVO union. This training material was 
compiled the Belgian partner union headquarters. 

http://www.oskovo.cz/
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