Chapter 7 – Team Dynamics
Teams – groups of people who interact and influence each other, are mutually responsible for achieving common goals and perceive themselves as a social entity within an organization
TYPES OF TEAMS

1. departmental teams – similar/complementary skills, same unit of organizational structure, usually minimal task interdependence
2. production/service/leadership teams – typically multiskilled, high interdependence, produce a common product/service/decision
3. self-directed teams – substantial autonomy over execution of tasks

4. advisory teams – provide recommendations to decision makers, may be temporary or permanent
5. task force (project) teams – multiskilled, temporary

6. skunkworks – multiskilled, usually located away from the organization, relatively free of its hierarchy, often to design a product or service
7. virtual teams – formal, operate virtually

8. communities of practice – informal or formal, shared expertise and passion for a particular acticity/interest, main purpose to share information
Informal groups – little or no interdependence, no organizationally-mandated purpose
Why do we want to be in teams?

· we are social animals

· it shapes and reinforces our self-image

· we can accomplish tasks otherwise impossible

· we are comforted by the mere presence of others

ADVANTAGES OF TEAMS
…under the right conditions:

· teams make better decisions

· develop better products and services

· create a more engaged workplace

· quickly share information

· broader knowledge and expertise

· high motivation

TROUBLE WITH TEAMS
· process losses – resources expended toward team maintenance and development rather than the task (especially when adding new people to the team)
· Brook’s law – adding people to a late software project only makes it later

· Social loafing – people exert less effort when working in teams than when working alone (most likely in large teams, when individual input is not that visible); reduced by: making the team smaller, measuring each member’s performance; less likely if task is interesting, important, if team members value team membership
MODEL OF TEAM EFFECTIVENESS

1. ORGANIZATIONAL AND TEAM ENVIRONMENT - all factors beyond the team’s boundaries that influence its effectiveness (such as organizational structure, communication systems, physical layout of workspace)
2. TEAM DESIGN ELEMENTS

a. task characteristics
· work sufficiently complex

· task interdependence (the extent to which member share resources, information etc)
· pooled interdependence: minimal, sharing common resources
· sequential i.: higher, output of one person is direct input for another

· reciprocal i.: highest, output exchanged back and forth among members
b. team size – depends on situation, usually 5-7 people

c. team composition: diversity important
Characteristics and behaviors of effective team members:

· cooperation

· coordination

· communication

· psychological support

· conflict resoultion

3. TEAM PROCESSES

· Team development: (teams might fall back to earlier stages when new team members come) 

Stages: forming (learning about each other), storming (conflicts), norming (first sense of cohesion), performing, adjourning (attention from task to relationship focus). Other important processes: membership (shifting from “them” to “us”) and competence (forming mental models and habits)

Team roles: formal and informal
· Team norms: informal rules and shared expectations that groups establish to regulate the behavior of their members; apply ONLY to behavior. Norms develop as soon as teams form. Become deeply anchored so best to establish good strong ones straight away (select ppl with specific values, clearly state desired norms at the start). Leaders can alter norms, sometimes u just have to disband the team.
· Team cohesion: the degree of attraction people feel toward the team and their motivation to remain members (emotional experience). Factors that influence team cohesion:

· Member similarity

· Team size

· Member interaction

· Somewhat difficult entry

· Team success

· External competition and challenges

· Team trust: calculus-based trust (logical calculation, lowest potential trust), knowledge-based trust (predictability of another team’s member behavior), identification-based trust (mutual understanding and emotional bonds). We enter the team with a relatively high level of trust.

4. EFFECTIVENESS

· high performance

· satisfaction and well-being of members

· ability to survive

SELF DIRECTED TEAMS (SDTs) – complete an entire piece of work and are very independent, high interdependence, close-knit groups
Success factors of virtual teams:
· Ability to communicate through technology

· Strong self-leadership skills

· Higher emotional intelligence

· Teams should meet face-to-face at the beginning

TEAM DECISION MAKING - constraints

1. time constraints (teams require more time than individuals, production blocking – only one person can speak at a time)

2. evaluation apprehension (we are reluctant to speak about our ideas because others will evaluate them)
3. pressure to conform (we give up our ideas)
4. groupthink (high tendency to value consensus at the price of decision quality)
Structures to improve team decision making:
1. Constructive conflict

2. Brainstorming (speak freely, as many ideas as possible, don’t criticize)

3. Electronic brainstorming

4. Nominal group technique (members independently write down as many solutions, they present ideas to others and vote for each solution, high task orientation and low potential conflict)
