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ABSTRACT

“When a gifted team dedicates itself to unselfish trust and combines
instinct with boldness and effort, it is ready to climb”’-Patanjali, The
Mahabhasya, 2nd c.

BCE Much of the organization’s work is accomplished directly or
indirectly through various teams. Team has a higher commitment to
common goals of the organization. It has a clear purpose, clear roles and
work assignments. Team facilitates open and free communication among
the members leading to effective result. The purpose of this research is
to study and analyze how to assess and enhance the effectiveness of a
team so that it motivates the team members, helps in improved morale,
accountability and commitment, and effective time management which in
turn take the organization to a new height. The research design adopted for
this study is exploratory in nature. Hypotheses are formulated and proved.
The primary data are collected through the distribution of structured
questionnaires to the employees. Assessment and enhancement of team
effectiveness is very essential for the organizations. This in turn helps in
driving the business for excellence.

Keywords: Goal, Leadership, Openness, Team Effectiveness, Excellence
and Trust

INTRODUCTION

“When a gifted team dedicates itself to unselfish trust and combines
instinct with boldness and effort, it is ready to climb”-Patanjali

Due to liberalization, privatization and globalization, organizations
are becoming more competitive.They are facing multiple challenges and
threats today such as threats to effectiveness, efficiency, and profitability;
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challenges from turbulent environments and changing customer
demands; and the constant challenge to maintain congruence among
various organizational dimensions such as people, technology, strategy,
culture, and processes. Jobs are becoming more demanding and require
multiple skills, higher educational qualification and more participation
and commitment from the employee’s side and above all effective team
management.

The workplace has changed over the last several decades as
organizations have shifted to team-based work systems, where two or more
employees interact interdependently toward a common and valued goal
or objective, and who have each been assigned specific roles or functions
to perform (Ilgen, Major, Hollenbeck, and Sego, 1993). Researchers have
opined that team and teaming have become the hot topic. More than 80%
of Fortune 500 companies utilizing work teams extensively within their
organizations (Robbins, 2003). Studies found that organizations feel teams
are more effective than individuals because team members can share the
workload, monitor the behavior of their teammates, and combine their
different areas of expertise (Mathieu et al., 2000). The techniques and the
theory for understanding and improving team processes come from the
laboratory training movement and research in group dynamics.

Although organizations have a number of different types of teams at
their disposal, organizations realize that their teams must remain flexible
and adaptive, ready to expand or contract at a moment’s notice while
continually innovating if they hope to be successful (Cooper, Dewe, and
O’Driscoll, 2001). Sundstrom, 1999 has postulated that organizations
are increasingly relying on action or performing teams, which conduct
complex, time-limited engagements with audiences, adversaries, or
challenging environments in performance eventsfor which teams maintain
specialized collective skills. As per his views prototypical action teams
include surgery teams, investigative units, government regulatory teams,
military units, and expedition teams (Sundstrom, 1999).

Keeping the above things in front, the purpose of this research is
to study and analyze how to assess and enhance the effectiveness of a
team so that it motivates the team members, helps in improved morale,
accountability and commitment, and effective time management which in
turn take the organization to a new height.
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LITERATURE REVIEW

Team is a group of people, who work together to achieve some common
goal(s). Team is two or more people who must coordinate their activities to
accomplish a common goal. The goals are basically organizational goals
being congruent with individual goals (Shonk, 1992). A team is built by
fostering trust, communication and cooperation to increase efficiency and
improve performance which in turn brings cohesion (Verma, Rangnekar
and Barua, 2011).

The importance of teams was first realized by the results of the
Hawthorn studies conducted by Elton Mayo in 1930s. Other management
thinker those gave attention to the importance of team functioning are
Rensis Likert and Douglas McGregor. In 1961 Rensis Likert focused
attention on teams as important elements of humanization of organizations.
He opined that organizations are best conceptualized by systems of
interlocking groups connected by linking pins, in which individuals occupy
membership in two groups by being boss in one group and a subordinate
in another group. The team has various characteristics like: The members
of the team are interdependent, the team has common goal(s), team output
and defects are closely monitored, each member has a distinct role and
whose contribution is as important as any of them. There is focus on the
motivational and behavioural factors such as security and advancement,
and there is congruence between individual goals and that of the team
goal.

Team Effectiveness

To deal with the complex business environment and interdependency of
various tasks; many of the work in the organizations are being done in
teams. Teams have members with complementary skills, which give rise
to synergistic effect through a coordinated effort. According to the study
conducted by Shaw et al., 2000, Kiffin-Peterson and Cordery, 2003, it
is beneficial to consider individual preference to work in team or alone
while selecting the members. This phenomenon allows each member of
the team to maximize his/her strengths and minimize his/her weaknesses.
Team effectiveness refers to the members of the team work together
effectively to realize the common goal(s). Team work is very essential for
the organizations. It is a driver of competitive improvement. Teamwork
is the ability to achieve uncommon results using common people by
directing individual objectives towards organizational objectives.
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Both Mc Gregor and Likert (1960) listed a large number of
characteristics of effective work groups or teams. In 1987, Dyer
summarized eleven characteristics of an effective work team suggested
by McGregor and twenty four characteristics of an effective work group
suggested by Likert. The ten main characteristics of effective teams as
suggested both by McGregor and Likert are given in Table-1.

Table 1. Characteristic of Effective Work Teams
(McGregor and Likert)

Sl. No. Characteristics

Commitment and inspiring goals

Role clarity

Self-disclosure

Openness to feedback

Competence

Creativity with constructive conformity

Collaboration/support/trust

Congruence between individual and group goals

O Q[N [N ||~

Supportive leadership

—_
=

Management of power

Bell, French and Vohra (1999) put the characteristics of an effective
team in the following way:

e Clear Purpose: Defined and accepted vision, mission, goal, and an
action plan.

e Informality: Informal, comfortable, and relaxed.

e Participation: Much discussion with everyone encouraged to par-
ticipate.

e Listening: Use of effective listening techniques such as questioning,
paraphrasing, and summarizing.

e Civilized Disagreement: Team is comfortable with disagreement;
does not avoid, smooth over, or suppress conflict.

e Consensus Decision Making: Substantial agreement through thor-
ough discussion, avoidance of voting.

e Open Communications: Feelings seen as legitimate with few hidden
agenda.

e C(lear Roles and Work Assignments: Clear expectations and work is
evenly divided.
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e Shared Leadership: In addition to a formal leader, everyone shares
in effective leadership behaviours.

e External Relations: The team pays attention to developing outside
relationships, resources, and credibility.

e Style Diversity: Team has broad spectrum of group process and task
skills.

e Self Assessment: Periodic examination of how well the team is
functioning.

Katzenbach and Smith, 1993 have said that team consists of small
number of people committed to a common purpose, performance goals
and approach for which they are mutually accountable. As per Johnson
and Johnson, 1995, social interdependence exists when individuals share
common goals; each individual’s outcomes are affected by actions of
the others. Johnson and Johnson, 1999 have also opined that effective
interdependence depends on the intrinsic motivation of team members
and the force it places on the team in achieving the desired common
goals. Interdependence can be positive resulting in proactive interaction
or it can be negative resulting in opposition or conflicting interaction.
Interdependence can also be neutral resulting in no interaction.
Effectiveness of team working depends on the meaning of team (Fincham
and Rhodes, 2005).

Team effectiveness can be conceived from several angles, which are
as follows:

e Taking the concept of Johari Window (1955), an effective team
is one in which people give their opinion and comments without
hesitation; listen to and examine others opinions, comments, and
feedback given by colleagues at all levels; and are sensitive to the
needs of others.

e Three main characteristics of team functioning such as clarity of
roles of different team members’, cohesion, trust and closeness;
confrontation; and collaboration lead to team effectiveness.

e Team effectiveness can also be understood in terms of four main
characteristics of team empowerment like clarity of roles of differ-
ent members of the team; autonomy of team; support provided to
the team in terms of resources; and accountability of the team to
achieve the goals to which commitment has been made.

e The concept of power is also helpful in understanding team effec-
tiveness. From this angle team effectiveness is widely distribution
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of power and the members of the team enjoy more persuasive than
coercive power.

Team building is the way to make the teams more effective. The
various approaches to team building are Johari Window, Role Negotiation,
Team Role, Behaviour Modification, Simulation, Action Research and
Appreciative Enquiry.

To deal with both global competition and company downsizing,
multinational firms are increasingly using Self Managing Work Teams
(SMWTs) in their foreign affiliates.

Payne, Benson, and Finegold, 2009 have identified five attributes of
high performing team such as knowledge, information, power, incentive,
and opportunity/time. They have argued that these attributes will
promote board effectiveness, which in turn influence corporate financial
performance. They investigated the relationships by using combined
survey and archival sources of data for 210 Fortune 1000 companies.
Findings indicated that most team effectiveness attributes are associated
with higher levels of board effectiveness as rated by the board directors,
and that board effectiveness is significantly related to corporate financial
performance.

Verma, Rangnekar and Barua, 2011 conducted a study in Indian public
and private service manufacturing organizations to know the perceptions
of executives regarding the effectiveness of their team. They studied the
relationship between need pattern and team effectiveness. They have
suggested that management should be concerned for the development of
unique capacities and potentialities of each individual rather than common
objective for all the members.

Pivman, Hiltz, Starr and Wang, 2013 have opined that in partially
distributed teams, where some members are co-located while others are
geographically distant, co-located members tend to treat one another as a
preferential ‘Us’ versus treating distant members as the outsiders, ‘Them’.
They studied the extent to which ‘Us’ versus ‘Them’were reported as
a problem across a wide number of organizational partially distributed
teams and its significant relationship with team effectiveness. Cole,
Carter and Zhen, 2013 examined the effect of (in) congruence between
leaders’ and teams’ power distance values on team effectiveness. They
hypothesized that the (in) congruence between these values would
differentially predict team effectiveness, with procedural justice climate
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serving as a mediator. Using multisource data and polynomial regression,
they found that similarities (and differences) between leaders’ and their
teams’ power distance values can have consequential effects on teams’
justice climate and, ultimately, their effectiveness (viz., team performance
and team organizational citizenship behavior). They recommended that, to
fully understand the implications of power distance; one should consider
the multiple perspectives of both leaders and team members.

OBJECTIVES OF THE STUDY

Realizing the importance of team effectiveness which is very urgent and
essential for the success of every organization and after extensive review
of literature, this piece of work has been preceded with the following
objectives:
e To assess the existence of team effectiveness in the sample organi-
zations.
e To identify important factors leading to team effectiveness.
e To analyze the views of management respondents with regard to
team effectiveness.
e To study the inter relationship between the factors of team effective-
ness.

HYPOTHESES OF THE STUDY

Based on the objectives, the following hypotheses have been proposed to
be tested.
e The distribution of variables (as mentioned in the questionnaire) is
the same across categories of age of the respondents.
e The distribution of variables is the same across categories of gender
of the respondents.
e The distribution of variables is the same across categories of desig-
nation of the respondents.
e Largest clusters (derived by K means cluster) of respondents give
the highest importance to the variable i.e. problem solving.
e There is a positive relationship between recognizing each other’s
strength and handling conflict.



8 Drishtikon: A Management Journal ~ Volume 8 Issue 1 September 2016-March 2017

METHODOLOGY OF THE STUDY

Sources of Data

The data for the present study were collected from two sources i.e. primary
and secondary. (i)The primary data referring to the practical aspects of team
effectiveness were collected by administering structured questionnaire to
the officials (white-collared employees) especially top, middle and lower
level managers and wherever felt necessary interviews were held with
concerned officials to elicit relevant data. (i1) Data relating to the history
of the organizations, size and structure of manpower, and team work
were collected from secondary sources like companies’ records, leaflets,
bulletin, and websites etc.

Sample Technique and Size

The past researchers on team effectiveness have suggested collecting
data from diverse samples to yield variability in responses. Researcher
contacted various Human Resource Heads of twenty organizations from
four sectors (such as information technology, telecom, manufacturing
and banking sectors) both telephonically and through e-mail. The heads
were briefed about the study. Finally, data were collected from six
private companies in India representing information technology, telecom,
manufacturing and banking sectors. Random and stratified (strata: male
and female) sampling technique was followed. Out of a final sample of
514 respondents, 150 (29%) were from IT industry, 200 (39%) were from
Telecom industry, 104 (20%) were from Manufacturing industry, and
60(12%) were from the banking industry. The study focussed on white-
collared managerial population of these organizations. Proper attention
was paid in the selection of the sample.

Research Design

Exploratory research design was followed.

Instrument

The instrument of team effectiveness designed by Prof. Udai Pareek
and Prof. Surabhi Purohit, 2010 was used for the study. The instrument
contains thirty bipolar items, each with a 5-point rating scale. For example
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under the first variable i.e. mutual trust, the extreme number 1 indicates
that members of your team are very suspicious of each other and number
5 indicates that you assess the team members as high trusting. Number 2
and 4 indicate less suspicious and high trust. Number 3 means that either
you are not sure whether there is trust or suspicion, or it is clearly visible
either way.

The other variables are Communication, Recognizing each other’s
strength, Taking responsibilities, Goal of the team, Utilizing available
human resources, Handling conflicts, Leadership, Conformity demanded,
Decision process, External linkages, Tolerance of disagreement, Team
assessment, Work assignment, Team member satisfaction, Mutual
support, Active listening, Temperament of team members, Encouraging
involvement and participation of members, Team climate, Attitude of
members, Technical/Managerial/academic expertise, Commitment by the
team members for action, Credit or reward in the organization given to,
Collaboration, Team cohesion, Creativity, Individual functionality, Team
output, and Problem solving. With respect to reliability, Equal-length
Spearman and Guttman split-half for a group of 122 was found to be 0.78.

DATA ANALYSIS

Out of the total respondents of 514, 313 were males (60.9%) and rest
201(39.1%) were females. The average age of the respondents was 37 and
sample consisted of respondents from a fairly well distributed age-group
varying between 25 to 54 years, with a predominance of respondents
less than 50 years. With respect to the hierarchical levels, 6.2 percent
respondents were Assistant Managers, 23.9 percent were Managers, 36.6
were Senior Managers, and 33.3 were in Top Management positions.
Exploratory Factor analysis (objective was to identify factors based

on data and to maximize the amount of variance explained) was conducted
using Extraction Method: Principal Component Analysis and Rotation
Method: Varimax with Kaiser Normalization and 12 most important and
relevant variables were found out. The rule was that variables having
factor loading of 0.59 or more than that were considered. Other variables
were rejected. The variables are as follows:

1. Goal of the team
Tolerance of disagreement
Problem solving
Team assessment
Temperament of the team

Nk
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Recognizing each other’s strength
Handling conflict

Attitude of members

Taking responsibilities

Active listening

Utilizing available human resources
Leadership

e |
D= Sw® N

Table 2. Reliability Statistics

Cronbach’s Alpha N of Items
.630 12
The alpha coefficient for the twelve variables was found to be 0.630
(Table-2) indicating internal consistency among the variables.

Table 3. Item Statistics

Items Mean | Standard Deviation | N
Goal of the team 3.5117 | 1.03018 514
Tolerance of disagreement 3.0097 | 1.09665 514
Problem solving 3.5525 | 1.09676 514
Team assessment 3.4844 | 1.06547 514
Temperament of team 3.8230 | .954 514
Recognizing each other’s strengths 3.4883 | 1.07282 514
Handling conflict 3.8872 |.96271 514
Attitude of members 3.6070 |.94962 514
Taking responsibilities 3.4903 |.92238 514
Active listening 3.0467 |.80311 514
Utilizing available human resources | 3.6595 |.98271 514
Leadership 3.5486 |.92114 514

The item statistics for the twelve variables is exhibited in Table-3,
from which it was found that item named “handling conflict” was having
the highest mean of 3.8872 and item named “tolerance of disagreement”
was having the lowest mean of 3.0097.

The item total statistics for the variables is exhibited in Table-4.

From the below Table-5 it was observed that the Hypothesis No-1
i.e. “The distribution of the variables is the same across categories of age
of the respondents” is partially proved. This implies employees’ age is
contributing towards effective team management except variables like
“recognizing each other’s strength” and “active listening”.

As shown in Table-6, the variable “goal of the team” is given highest
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emphasis by 50-54 year age group of employees and least emphasis by 30-
34 year age group of employees. The variable “tolerance of disagreement”is
given highest emphasis by 50-54 year age group of employees and least
emphasis by 25-29 year age group of employees. The variable “problem
solving”is given highest emphasis by 30-34 year age group of employees
and least emphasis by 45-49 year age group of employees. The variable
“team assessment”is given highest emphasis by 50-54 year age group of
employees and least emphasis by 30-34 year age group of employees.
The variable “temperament of team”is given highest emphasis by 25-
29 year age group of employees and least emphasis by 30-34 year age
group of employees. The variable “recognizing each other’s strength”is
given highest emphasis by 50-54 year age group of employees and least
emphasis by 30-34 year age group of employees. The variable “handling
conflict”is given highest emphasis by 25-29 year age group of employees
and least emphasis by 30-34 year age group of employees. The variable
“attitude of members”is given highest emphasis by 50-54 year age group
of employees and least emphasis by 30-34 year age group of employees.
The variable “taking responsibilities”is given highest emphasis by 50-
54 year age group of employees and least emphasis by 45-49 year age
group of employees. The variable “active listening”is given highest
emphasis by 25-29 year age group of employees and least emphasis by
45-49 year age group of employees. The variable “utilizing available
human resources”is given highest emphasis by 50-54 year age group of
employees and least emphasis by 25-29 year age group of employees. The
variable “leadership”is given highest emphasis by 50-54 year age group
of employees and least emphasis by 30-34 year age group of employees.

Table 7. Nonparametric Tests: Independent Samples: Across Gender

SI.No Null Hypothesis Test Asymptotic | Decision
Signifi-
cance (Sig.
Level=.05)
1 The distribution of goal | Independent- .087 Retain Ho
of the team is the same | Samples-Mann
across categories of Whitney U Test
gender
2 The distribution of Independent- .662 Retain Ho
tolerance of disagree- Samples-Mann
ment is the same across | Whitney U Test
categories of gender
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3 The distribution of Independent- .001 Reject Ho
problem solving is the | Samples-Mann
same across categories | Whitney U Test
of gender

4 The distribution of Independent- .631 Retain Ho
team assessment is the | Samples-Mann
same across categories | Whitney U Test
of gender

5 The distribution of Independent- 229 Retain Ho
temperament of the Samples-Mann
team is the same across | Whitney U Test
categories of gender

6 The distribution of rec- | Independent- 712 Retain Ho
ognizing each other’s Samples-Mann
strengths is the same Whitney U Test
across categories of
gender

7 The distribution of Independent- .389 Retain Ho
handling conflict is the | Samples-Mann
same across categories | Whitney U Test
of gender

8 The distribution of Independent- .081 Retain Ho
attitude of the mem- Samples-Mann
bers is the same across | Whitney U Test
categories of gender

9 The distribution of Independent- 498 Retain Ho
taking responsibili- Samples-Mann
ties is the same across | Whitney U Test
categories of gender

10 The distribution of Independent- .080 Retain Ho
active listening is the Samples-Mann
same across categories | Whitney U Test
of gender

11 The distribution of Independent- .000 Reject Ho
utilizing available hu- | Samples-Mann
man resources is the Whitney U Test
same across categories
of gender

12 The distribution of Independent- 197 Retain Ho
leadership is the same | Samples-Mann
across categories of Whitney U Test

gender
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From the above Table-7 it was observed that the Hypothesis No-2
i.e. “The distribution of the variables is the same across categories of
gender of the respondents” is partially proved. This implies employees’
gender is also contributing towards effective team management, with
respect to variables like problem solving and utilizing available human
resources. This indicates both male and female employees have separated
and diversified ways of looking at problems.

Table 8. Nonparametric Tests: Independent Samples: Across Designation

SI.No Null Hypothesis Test Asymptotic | Decision
Significance
(Sig.
Level=.05)
1 The distribution of Independent- | .000 Reject Ho
goal of the team is the | Samples-Krus-
same across catego- kal Wallis Test
ries of designation
2 The distribution of Independent- .041 Reject Ho
tolerance of disagree- | Samples-Krus-
ment is the same kal Wallis Test
across categories of
designation
3 The distribution of Independent- .000 Reject Ho
problem solving is the | Samples-Krus-
same across catego- kal Wallis Test
ries of designation
4 The distribution of Independent- .000 Reject Ho
team assessment is Samples-Krus-
the same across cat- | kal Wallis Test
egories of designation
5 The distribution of Independent- .068 Retain Ho
temperament of the Samples-Krus-
team is the same kal Wallis Test
across categories of
designation
6 The distribution of Independent- | .000 Reject Ho
recognizing each Samples-Krus-
other’s strengths is kal Wallis Test
the same across cat-
egories of designation
7 The distribution of Independent- .095 Retain Ho
handling conflict is Samples-Krus-
the same across cat- | kal Wallis Test
egories of designation
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8 The distribution of at- | Independent- | .827 Retain Ho
titude of the members | Samples-Krus-
is the same across kal Wallis Test
categories of designa-
tion
9 The distribution of Independent- | .000 Reject Ho
taking responsibili- Samples-Krus-
ties is the same across | kal Wallis Test
categories of designa-
tion
10 The distribution of Independent- .006 Reject Ho
active listening is the | Samples-Krus-
same across catego- kal Wallis Test
ries of age
11 The distribution of Independent- .005 Reject Ho
utilizing available hu- | Samples-Krus-
man resources is the | kal Wallis Test
same across catego-
ries of designation
12 The distribution of Independent- .006 Reject Ho
leadership is the same | Samples-Krus-
across categories of kal Wallis Test
designation

From the above Table-8 it was found that the Hypothesis No-3
i.e. “The distribution of the variables is the same across categories
of designation of the respondents” is partially proved. Employees’
designation is very well affecting variables like goal of the team, tolerance
of disagreement, problem solving, team assessment, recognizing each
other’s strength, taking responsibilities, active listening, utilizing available
human resources, and leadership.

Table 9. Final Cluster Centers

Variables Cluster

1 2 3
Goal of the team 2.80 (347 |4.16
Tolerance of disagreement 253 1239 |3.79
Problem solving 293 |3.02 |4.40
Team assessment 246 390 |4.15
Temperament of team 322 442 |4.01
Recognizing each other’s strengths 3,59 258 (392
Handling conflict 3.73 |3.60 |4.19
Attitude of members 3.56 323 |3.87
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Taking responsibilities 370 |2.56 |3.84
Active listening 3.03 |2.72 |3.25
Utilizing available human resources 3.59 |3.40 |3.87
Leadership 332 |3.57 |3.74

By using K-Means Cluster the above result (Table-9) was found out.
Table 10. Number of Cases in Each Cluster

Cluster No. of Respondents
1 184
2 120
3 210
Total 514

From Table-9 and Table-10, it was found that Cluster-3 (210
respondents) has given the maximum importance to the variable “problem
solving”. Cluster-1 (184 respondents) has given major importance to
“handling conflict”and finally cluster-2 (120 respondents) has given the
most importance to “temperament of team”. This also partially proves
Hypothesis No-4, i.e. “Largest clusters highest importance to the
variable i.e. problem solving”.

As shown in Table-11 the correlation coefficient between “Handling
conflict” and “Recognizing each other’s strength” was found to be 0.469
and the P value for the two-tailed test of significance was less than
0.0005. This implies the variable, “Handling conflict”exhibited significant
positive relationship with “Recognizing each other’s strength” (= 0.469;
p<0.01).This implies that there is a positive correlation between the above
two variables. This proves Hypothesis No-5 i.e. “There is a positive
relationship between recognizing each other’s strength and handling
conflict”. Similarly there is a positive correlation between “Problem
solving” and “Goal of the team” having r value of 0.455.

CONCLUSION AND PRACTICAL IMPLICATIONS

For world-class results in a corporate environment, an organization needs
to have teams that can face all challenges. Joint efforts always attain
and generate the best results. Winning teams harness their members’
talents and energy in order to experience synergistic effects. Putting in
other words, when a team is working well, the total is far greater than
the sum of its parts. The findings of this study significantly contribute
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in advancing the body of knowledge on team effectiveness. The study
indicates handling conflict is very important for team effectiveness.The
findings reveal age difference (with respect to goal of the team, tolerance
of disagreement, problem solving, team assessment, temperament of the
team, handling conflict, attitude of the members, taking responsibilities,
utilizing available human resources, and leadership); gender difference
(with respect to problem solving and utilizing available human resources)
and designation difference (with respect to goal of the team, tolerance of
disagreement, problem solving, team assessment, recognizing each other’s
strengths, taking responsibilities, active listening, utilizing available
human resources, and leadership) play a major role in determining team
effectiveness. The study also reveals that team members handle conflict
by giving due respect to each other’s strengths. This is very essential
for enhancing team effectiveness. Respondents having the lower age
have responded more emotionally than practically.The past literatures
report non significance of age in a computer mediated environment,
which contradicts the present finding. As the study suggests, the human
resource utilization is not proper with respect to gender. There are also
diversified opinions with respect to various designations maintained in
the organizations. This is quite obvious that employees at different levels
have realized the importance of team effectiveness differently, but in a
positive way.

SUGGESTIONS

The results of the study suggest some important steps for more effective
team management which are as follows:

e The leader should convey a clear message to the team members
regarding the organizations expectations at the time of joining. He
or she must ensure that the team members understand what the team
has been created for and continuously underline these objectives via
internal communications.

e Team members must acknowledge their comprehension of and par-
ticipation in the achievement of the organizational objectives. They
must know how the team is supposed to help the organization to
achieve its’ targets.

e The team leader must ensure that the team members are sufficiently
knowledgeable, skilled and capable to face the issues for which the
team has been created. He or she should build complete trust on the
team members and delegate the responsibilities.



The Comprehensive Assessment and Enhancement of Team Effectiveness |25

The team leader must ensure that all performing team members
perceive their service as valuable to the organization. He or she
must find out what it takes to keep the team motivated, and establish
workable means of fulfilling reasonable expectations.

The organization should reward and recognize team members who
have done their job efficiently.

The team leader must ensure that the team has appropriate resourc-
es, initiatives, and support required to attain its goals. The organi-
zation must, in turn, empower the team with sufficient authority to
accomplish its charter. The team leader should build capability in
the team: Learn to transfer skills to team-members who can then
take the task forward from him/her.

Sometimes, team members may do or say things that seem out of
synch with the team’s overall mission and goals. This can result in
resentment and confusion. Then it is the duty of the team leader
to establish how these words or actions were meant to add to the
team’s ability to fulfill its set objectives. If the reasons are not im-
mediately apparent, he or she should ask for clarifications to avoid
clashes.

Team leaders must also possess enough patience. All teams do not
perform at 100% efficiency once they have been presented with
their targets and objectives. Also, some individual team members
may not move as fast as others, even though they do not lack capa-
bility or motivation. In this situation, the team leader must take on
the role of a mentor and ensure that such members have sufficient
breathing space, nevertheless keeping them focused on the deadline.
Let us move together and let us speak together.

All team members should feel free to ask for guidance on a specific
decision or task. Such an attitude creates better relationships and
helps the team succeed faster. In this spirit, the team leader must
also assign the right people within the team to make decisions, and
the appropriate people to comply with those decisions.

Team members must share views, ideas, experiences and thoughts
with other team members. Sharing is significant to team develop-
ment, since a team is a compilation of uniquely thinking individuals.
After accomplishment of a task or goal, team members must share
the success as a unit.

There is no place for the blame-game in a cutting edge team. Prob-
lems will arise and must be seen as means to evaluate progress and



26  Drishtikon: A Management Journal ~ Volume 8 Issue 1 September 2016-March 2017

obtain knowledge. Setbacks should never been seen as opportuni-
ties to accuse others.

e The leader must go for continuous evaluation of the team. Evalu-
ation serves as a barometer for measuring both progress toward
results and achievement of results.

LIMITATIONS AND SCOPE FOR FURTHER
RESEARCH

Despite the strengths and results, this study has certain limitations. The
results of the study cannot be generalized across industries, keeping the
sample size in view. Also the results of this study are based on cross-
section data. For example employees spending less number of years in
organization may not give their best effort as a team member. Hence it is
impossible to draw conclusion regarding causality. Longitudinal research
is needed to examine the causal direction of relationships. This can be the
scope for further research.
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