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This study attempts to link team

process theories with team prac-

tice with focus on team themes

across varied sectors, geogra-

phies, private and public organi-

zations in small and big organi-

zations. The examples were ana-

lyzed using CAVE technique. Dic-

tion analysis generated themes

which significantly influence

team process.

Introduction

An individual alone cannot be re-

sponsible for an organization’s growth.

The Tata empire is not based on the lead-

ership of a single individual. One per-

son cannot be ascribed for Infosys’s suc-

cess. Whether it  was Dabbawallas

(FICCI Media Division, 2013) or RAZR

team of Motorola (Saylor Academy,

2012), all epitomize as cases of team-

work. Katzenbach and Smith (1993)

state that if a group of a tiny sum of

ardent people with complementary

prowess share common performance

goals and hold themselves equally ac-

countable then they are a team.  Cash,

Skec & Storga (2019) cited team pro-

cesses as member’s inter-reliant acts

that convert inputs to outcomes through

activities engaged toward accomplish-

ing collective goals. Themes that were

studied (Vyakarnam & Handelberg,

2005) are as follows.

Leader Behavior

Leaders act as mediators to inculcate

aspiration in his team (Nwachukwu et al.,

2017). Mulally, Jobs etc were farsighted

leaders (Gallo, 2014). Mulally endorsed
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‘One Ford’ (Gallo, 2014). Lockheed

Martin Skunk Works (LMSW) worked

on “Kelly’s 14-Principles of Manage-

ment”. As a leader, he introduced new

tactics to lacerate bureaucracy

(Balachandran, 2012a).

Edmondson (1999) demarcated

psychological safety as common trust

that the group is set for social daring.

In 2012, a leader at Google, exercised

conclusions of Aristotle’s assignment

by revealing his cancer diagnosis off-

the-job. After a brief muteness, they

comfortably unwrapped their diaries

believing that it is psychologically safe

to express (Leis, 2018). In 2000 in the

case of Pixar Central Atrium (PCA),

Jobs showed sensitivity to diversity (in

terms of skills & culture) by cancelling

the idea of constructing three buildings

and ascertained to build one with a cen-

tral atrium to promote interaction and

teamwork (Leis, 2018).  Shapoval et al.,

(2015) illustrates Roosevelt‘s leader-

ship whose success lied in teamwork

which was a takeaway experience for

Ukrainian bureaucrats to merge the

Parliament around single strategy. Sims

was found to be a classic leader driv-

ing General Electrics-Durham (GED)

where there was no incentive (Fishman,

1999). In the story of Nano, devoid of

hassle and fear, Tata’s guidance was

full of inspirations that realized the

project by degrees (Agrawal, 2008). In

BPCL, every team had a leader who

was a domain expert. Project leaders

could be participative or authoritative

as per the demand of the project that

helped manage change (Teltumbde et

al., 2002).

Perspective

There have been multiple perspec-

tives for maximizing team efficiency and

are mainly grounded on typical manage-

ment of human rapport (Catlett & Halper,

1992). Constructing a cross-functional

team or ensuring effective communica-

tion or letting slip self-government in the

interest of common goal, synchronized

approach, managers facilitating the team

to hone their skills and take risk, coach-

ing, etc. are different approaches that

shape team perception (Catlett & Halper,

1992; Jiang, 2010). When Matt executed

the results of Aristotle, his team believed

that it is okay to err or emote (Leis, 2018).

The Tata ACE team was open to try vari-

ous things to bring value propositions in

the product (Madhavan, 2014). Volt team

was avid risk takers for project execu-

tion that motivated them to invent new

design (Motavali, 2016).

Goal Setting

Galbraith and Webb (2013) found

following teams (Table 1) as extreme

business teams in the past attributable to

goals for achievement.

Arraya et al., (2015) discussed that

goal-setting augments knack, methods,

attentiveness and strategic progress. In

Four Seasons (FS) story, executives

aimed customer satisfaction while Brit-

ish Red Cross (BRC) volunteers teamed

to become highly serviceable during the

Haiti earthquake because they found

persuasive meaning in their work (Leis,

2018). Likewise, the LMSW team de-

signed an aircraft in just a month, evi-
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Table 1 Four Great Business Teams in History

Teams Goals Philosophies for

achievement

Java Team-Sun Add interactivity to the web Freedom

Microsystems

Ford Motor Company Mass production-affordable cars Efficacy

Google Team Most populated website Continue to be lean

Walt Disney Create memorable films and characters Perseverance

dent when they did not wait for official

grant of the contract (Balachandran,

2012a). Also, F-150 and Volt team real-

istically designed a better vehicle

(Motavali, 2016). BPCL team had hier-

archical goals (Teltumbde et al., 2002).

Values

Tarricone and Luca (2002) believed

that team values and shared principles

are key to efficacious teamwork. Pixar

University endorses teamwork by featur-

ing Alienus Non-Diutius (Alone no longer)

(Leis, 2018). US Navy Blue Angels’

(UNBA) success was based on ‘trust’

because every fellow trusted another

affiliate for his safety and demonstrated

enthralling performance to their watch-

ers (Balachandran, 2012b). Audi designed

its emblem as four rings that are inter-

locked signifying four companies merged

to form one (Audi.com, 2019). Unilever

(Unilever.com, 2019), American Express

(Americanexpress. com, 2019), Boeing

(Boeing.com, 2019), AT & T (Att.com,

2019), Caterpillar (Caterpillar.com, 2019),

Direct TV Group (DirectTV Group, Inc.,

2019), NASA (Blodgett & Dunbar, 2018),

CIA (CIA, 2018) are further examples.

Greenpeace International (Greenpeace.

org, 2019), Patanjali  (Patanjali

ayurved.org, 2019), Dabur (Dabur.com,

2019), Airtel (Airtel.in, 2019), Oberoi

Hotels (Oberoihotels.com, 2019), Indigo

Airlines (Goindigo.in, 2019), Tata Memo-

rial Centre (TMC.gov.in, 2019), BPCL

(Bharatpetroleum.com, 2019), Delhi Uni-

versity (Du.ac.in, 2019), Bank of Baroda

(BankofBaroda.in, 2019),  RMSI

(RMSI.com, 2019), SAIL (SAIL.co.in,

2019), Tech Mahindra (Techmahindra.

com, 2019), Bisleri (Bisleri.com,  2019),

and Goonj (Goonj.org, 2019) are some of

the organizations that incorporate words

like “We”, “Our”, “Collaboration” or

“Teamwork” in their vision or mission

statements emphasizing value of team.

Feedback & Network

Receiving feedback signifies one is

going in an appropriate course or whether

rerouting is essential (Hardavella et al.,

2017 & Konradt et al., 2015). Velema

(2015) studied the relationship between

the consequences of types of feedback

from the leader and effectiveness of the

team.  Her results indicate a construc-

tive relationship between encouraging

feedback on the effectiveness of the

team. Peer feedback can be a beneficial

Team values and shared principles

are key to efficacious teamwork.
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instrument for teammates to improve

their social efficiency (Dominick et al.,

1997). In the Java Development Team

(JDT), a member criticized the organi-

zation which the firm took as a piece of

advice (Palfini, 2008). In GED story,

feedback capitalizes such as any em-

ployee can come up to the manager and

ask him to stop micromanaging them

(Fishman, 1999). The Utter Nonsense

(UTN) team ensured that their content

is thoroughly reviewed before getting

published while both teams, Volt and

F150 had a feedback culture that enabled

them to reach their goal (Motavali, 2016).

BPCL team introduced pilot implemen-

tation in phases with the view to take

feedback and improve the overall design

and reduce cost (Teltumbde et al., 2002).

Katz et al., (2004) held that relation-

ship forms a locus in networking that

centers on the bonds between team mem-

bers, its group and its environment. Mayo

and Pastor (2005) theorized that the di-

versity level in team hinges on density

and centralization of communication net-

work which influences team perfor-

mance. Berg and Holtbrugge (2010) stud-

ied a network of international teams in

the automotive and airline commerce.

Analysis showed that such team has an

indirect influence on team efficiency and

originality. Their study underlined that

connection is moderately inûuenced by

several factors like job complexity, lan-

guage aptitude, communication channels

or patterns, and international guidance.

Scott et al., (2018) stressed the impor-

tance of networking in interprofessional

teams. Sun Microsystems gave prece-

dence to employee relationships, evident

when top management backed program-

mers - Naughton (agitator) and Gosling’s

(expert) team that functioned in a remote

workplace from the Sun precincts on

Stealth Project. That resulted in Java lan-

guage (Palfini, 2008). To market prod-

ucts of UTN, its team appointed

Swindle’s sister-Shannon  (Motavali,

2016). BPCL in-house team networked

with external teams to successfully

implement ENTRANS (Teltumbde et al.,

2002).

Trust

Trust facilitates team cohesion surg-

ing organizational output (Sundstrom et

al., 1990). In Federal Lawyers (4FL)

story, four legal eagles had sincere dia-

logue and maintained each of their as-

signment and identity confidential - para-

mount for casting trust (Savage, 2015).

Likewise, GED story explains how trust

helps the team to increase plant effi-

ciency (Fishman, 1999). Similarly, Ross

(2008) mentioned an accounting team at

Xerox, Canada (ATXC) who was sup-

posed to implement compliance with the

Sarbanes-Oxley Act within six months.

To accomplish it, team fellows shared

their experience one of whom spoke

about how in a former role she had suc-

ceeded to satisfy customers by influenc-

ing in-house staff over whom she had no

official authority to do the work essen-

tial to dole out those services. Therefore,

the team entrusted her with the respon-

sibility to persuade promoters to do the

Trust facilitates team cohesion

surging organizational output.
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additional contributions for compliance.

In UNBA story, one team who flew the

jet upturned trusted maintenance team

that they had accurately checked the

engines of that jet (Balachandran,

2012b).

Conflicts

Dreu & Weingart (2003) outcome

revealed that conflicts negatively influ-

ence the team. GED resolves conflicts

by encouraging teammates to confront

each other on all issues without any de-

lay (Fishman, 1999).  An expert used

exercises without saying a word and

leaving on team fellows to decipher it and

allowing people to whoop on each other,

motivating them to reiterate opposite

phrases of given themes and thus releas-

ing heat in the process (Moga, 2017).

Trans-disciplinary Team

In many organizations, different dis-

ciplines grind together on cross-func-

tional teams to create a branded prod-

uct (Sahu, 2010). The blend of this

cross-functionality gave birth to Casper

(Motavali, 2016). For Nano, cross-func-

tional teams coordinated to invent a

small budget passenger car (Kriplani,

2018). In Tata Ace case, four cross-

functional teams were formed to inves-

tigate the market about commercial ve-

hicles and customer requirements

(Madhavan,  2014).  Parkers’  team

showed to the world that online business

of spectacles is possible (Grant, 2016).

BPCL formed teams to review, audit and

make periodic decisions (Teltumbde et

al., 2002).

Research Methodology

In this study we have attempted to

examine themes conceptually by means

of practical examples through a review

of secondary literature on the internet

through blogs, newspaper articles, web

portals of organizations, logos, symbols,

and values. Data was analyzed using

content analysis of verbatim explanations

(CAVE) method. This technique helped

to give a logical and precise explanation

to the phenomenon occurring in organi-

zations about a team (Adler et al., 2006;

Houghton & Johnson, 2009; Huang & Liu,

2017; Manley, 2016) following which the

content was loaded on Diction 7.1.3 soft-

ware (Short & Palmer, 2008).

Findings & Discussions

Results of analyzed themes under

team process are stated in Tables 2, 3 &

4.  Table 2 indicates absence or low of

dictionary variables like ambivalence, lev-

elling terms, satisfaction, blame, hardship,

aggression communication, cognition,

centrality, diversity exclusion, liberation,

denial in the sample considered.  Self-

reference, inspiration, spatial terms, con-

creteness, cooperation exclusion and lib-

eration terms to be in the normal range.

Terms like collectives, praise, accom-

plishment, passivity, and rapport are high

to very high as per the dictionary. In Table

3 embellishment, complexity and variety

are high as per the calculated value while

insistence is in the normal range. In Table

4 the master variables are reflected

wherein Certainty and Realism are low,

Activity is normal and Commonality and

Optimism are high. This indicates that



Kiran Gupta & Shailaja Karve

122 The Indian Journal of Industrial Relations, Vol. 56, No. 1, July 2020

teams work on Commonality and Opti-

mism, may not accept reality and cer-

tainty, it also indicates that normal level

of activity is sufficient.

Table 2 Findings of Dictionary Variables

Dictionary Variables Diction Normal Observations Discussion

Score Range

(Low &

High)

*Numerical Terms 24.04 0.30-15.04 Very high -

*Ambivalence 0 6.49-19.21 Absent Relates to commonality, coopera-

tion, and certainty;  may refer goal

clarity, team concrete decisions,

indicates competent organization.

Self-reference 0 minus Normal Demonstrates leader’s behavior to

1.18-15.1 refer self to achievement done by

the team. Reflected in speech and

body language.  Affects team

environment.

*Tenacity 14.42 23.32-39.76 Low Team explores different dimen

sions. Foster problem-solving in

teams.

*Levelling Terms 0 5.02-12.76 Absent -

* Collectives 26.44 4.04-14.46 Very high Leader’s behavior can inspire the

team to network, familiarize with

team process. Reflects organiza-

tional values that promote team

culture.

*Praise 9.61 2.77-9.59 High Team admires its achievement and

relies on extrinsic motivation.

*Satisfaction 0 0.47-6.09 Low Intangible goals may lead to

dissatisfaction. An organization

should ascertain to delegate mean-

ingful goals to high-performing

teams.

Inspiration 9.61 1.56-11.12 Normal Leader, networking and construc-

tive feedback can boost team inspi-

ration.

*Blame 0 0.06-4.16 Low Conflict becomes negligible if the

team is managed by a competent

leader who transforms team behav-

ior into performance.

*Hardship 0 1.26-10.48 Low High performing team trained with

the vision to perceive hardship

proactively as opportunity.

*Aggression 0 1.07-9.79 Absent Reflects team spirit.

*Accomplishment 77.85 4.96-23.78 Very high Indicates goal-oriented team; orga-

nized, manage deadlines, highly

involved in problem-solving.
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*Communication 0 2.21-11.79 Absent -

*Cognition 0 4.43-14.27 Absent -

*Passivity 12.84 2.10-8.08 High Shows cessation of team activity

after task completion. Sometimes it

is highly active internally but

appears to be inert.

Spatial Terms 4.81 4.17-19.85 Normal Awareness of geographical dis-

persal and designs work schedule.

*Familiarity 91.35 117.87- Low Negligence among teammates,

147.19 absence of trust.

*Temporal Terms 0 8.36-21.82 Absent Team is not concerned about issues

or concrete matters.

Present Concern 7.93 7.02-16.66 Normal Focused on present situations.

*Human Interest 14.42 18.13-45.49 Low Decisions taken in the team are

less focused on people.

Concreteness 19.23 10.70-28.50 Normal Team possesses tangible ideas.

*Past Concern 0 0.97-6.19 Low Bounce back

*Centrality 0 1.18-7.54 Absent Absence of outdated policies, and

bureaucracy. Coins decentraliza-

tion.

*Rapport 4.81 0.42-4.26 Slightly high Attitude similarity in team.

Members tend to be tolerant and

represent a consensus of thoughts.

*Cooperation 4.81 0.36-8.44 Normal Teammate support each other,

share resources, self-sacrifice.

*Diversity 0 0.07-3.81 Absent Uniformness in the team and lacks

uniqueness.

Exclusion 0 minus Normal Self-sufficiency-can be applied to

0.03-4.31 teams that work on secret projects.

Liberation 0 minus Normal Leaders’ open-mindedness or

0.46-4.72 teams’ liberal views to embrace

diverse people, projects and

culture.

*Denial 0 2.52-10.35 Absent If team is delegated any task, they

will tend to grab it to display their

potential, particularly, task that

challenges their status quo.

4.81 0.17-4.35 High Increased activity in the team.

Note: *Deviation of scores from normal range

Table 3 Finding of Calculated Variables

Calculated Variables Diction Normal Observations Conclusions

Score Range

(Low &

High)

Insistence 43.27 9.15-111.15 Normal Team perspective and values insist

team behavior like feedback, inter-

action, meetings, networking, com-

munication, etc.
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*Embellishment 1.19 0.16-1.14 High It indicates that a leader/individual

follower overemphasizes own

achievements to divert the focus to

oneself and not the type of goal

that is accomplished.

*Variety 0.69 0.45-0.53 Slightly high -

*Complexity 5.29 4.31-4.91 High Hierarchy within the team or has a

complex reporting structure or

teams are highly trans-disciplinary.

Note: *Deviation of scores from normal range

Table 4 Finding of Master Variables

Master Variables Diction Normal Observations Conclusion

Score Range

(Low &

High)

Activity 53.47 46.74-55.48 Normal Team is focused.

*Optimism 54.49 46.37-52.25 High Team is confident.

*Certainty 44.19 46.90-51.96 Low It means team flexibility to work in

any condition. It may refer liberal

attitude to interact within the

team.

*Realism 41.02 46.10-52.62 Low Low familiarity, absence of tempo-

ral awareness and less human inter-

est resulted in a low realism score.

*Commonality 52.86 46.86-52.28 Slightly high Absence of idiosyncrasy in the

team. Cooperation and rapport

contribute a high score.

Note: *Deviation of scores from normal range

Table 5 Themes Identified Under Team Process

Master Variables (Table 4)

Activity Optimism* Certainty* Realism* Commonality*

Activity** Inspiration** Self-reference** Spatial Awareness** Cooperation**

Insistence(Table 3) Present concern** Exclusion**

Concreteness** Liberation**

Note: *Deviation of scores from normal range; ** Table 2 dictionary variables

These themes (Table 5) were in line

with our literature review. Team need to

achieve excellence through continued

adaptability and by working in diverse

disciplines. Leaders leverage on team-

work and team building by adopting dif-

ferent approaches as suitable. Quoted

examples have shown to support these

conclusions. Jiang (2010) supported the

inference that it is significant for team

members to get a clear idea of what is

anticipated from them and inspire them

to become accountable for their degree

of expertise and effectuation. The author
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also highlights the invaluable role of pe-

riodical constructive criticism for team

members that can aid to attain a high

degree of cooperation. Self-reference

theme indicates over assertive and crafty

behavior of a leader. Such disparaging

behavior instigates undesirable grasp of

a leader and evoke similar behavior within

the team (Schmid et al., 2018). Insistence

emerged as a significant theme which

highlights the importance of similarity in

team values that leads to build positive

perspective about each other in the team.

This was supported by similarity-attrac-

tion theory and was in line with the find-

ings of Klein et al. (2011).  The theme,

spatial awareness conveys that rigorous

and pretensionless efforts have to be

taken by team members as well as team

leaders to achieve positive performance

outcomes. This finding was in congru-

ence with Salas et al. (2014). Team can

make better decision especially if it is a

cross-functional or trans-disciplinary

team in comparison to an individual.

Such team can make faster and effec-

tive decisions based on present concerns.

Thus, the theme of present concern was

identified. This was in accordance with

the findings of Bang and Frith (2017),

Mukherjee et al. (2016), Anibaba and

Akaighe (2018) and Ciesielski et al.

(2017). Trans disciplinary team can act

as catalyst to generate innovative ideas

which can be beneficial for accelerator

companies. This was in harmony with

Horowitz et al. (2017) and thus supports

the theme-concreteness. Cooperation

indicates less conflicts and it also acts

as a mediator for team performance as

revealed by Kozlowski and Ilgen (2006).

For effective team process, commonal-

ity was found to be an imperative theme

and according to Ellis and Bell (2005)

commonality in team is identified by a

shared reference frame with the purpose

that team members can make sense and

reflect each other’s data and insight but

if they take information in a different

way then that means they do not have a

common reference frame. Appearance

of exclusion theme with normal diction

scores signifies that deliberate exclusion

of team working on secretive projects or

virtual teams might be advantageous but

team members are still an important part

of the organization and that they should

not feel isolated. Therefore, leader’s role

becomes significant. Where teammates

are in physically discrete places, it is vi-

tal for the team leader to call on distant

team associates to equipoise any

heartstrings of exclusion that could as-

cend. These interpretations were consis-

tent with Morley et al. (2015). Presence

of liberation theme affirms that team au-

tonomy is the principal shared quality in

effective team process. This interpreta-

tion is in compliance with the findings of

von Bonsdorff et al. (2015). Results of

their studies also deduce that team au-

tonomy was positively associated with

organizational commitment and

company’s performance.

It is significant for team members

to get a clear idea of what is an-

ticipated from them and inspire

them to become accountable for

their degree of expertise and ef-

fectuation.
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Conclusion

We can therefore conclude that the

qualitative analysis which this study un-

dertook helped to confirm that team theo-

ries and team process had positive impli-

cations in real business world. Therefore,

this paper is evidence that theory in lit-

erature can be witnessed in reality.

Implications

Future managers should form teams

according to business needs to prolifer-

ate the excellence of service and accom-

plishment of the project. Teams can be

built in harmony with the theories men-

tioned in this paper. It will be advanta-

geous for start-ups to work in teams to

make an effective venture. It  may

complement organizational culture and

create opportunities for individuals to

develop their skills. Researchers can in-

vestigate whether these theories can be

applied in all circumstances. The paper

could be a reliable literature for organi-

zations that advocate teamwork culture.

It may serve as a motivating source in

cases of conflict situations and mergers

and acquisitions.

Limitations

This study applies to themes men-

tioned in this paper. It could be stretched

to spaces such as many other factors that

pledge to successful team and concepts

that were not true in case of teamwork

in practical situations. This study em-

ployed CAVE style. It could be analyzed

by using other methods and results can

be statistically derived.

Further Research

The researchers propose a further

investigation into these concepts through

a mixed method approach for confirma-

tion of theory through quantitative and

qualitative data. It would increase the

richness of the findings.

References

Adler, J.M., Kissel, E.C. & McAdams, D.P.

(2006),  “Emerging from the CAVE:

Attributional Style and the Narrative Study

of Identity in Midlife Adults”, Cognitive

Therapy and Research, 30: 39–51.

Agrawal, S. (2008), A Passion for Cars, Website

URL http://www.tata.com/print.aspx. [Ac-

cessed on 06 May 2018]

Airtel.in (2019), Vision, Mission and Values,

Website URL- https://www.airtel.in/vision-

mission. [Accessed on 14 January 2019]

Americanexpress.com (2019), About-Our Vision

& Our Mission, Website URL- https://

about.americanexpress.com/. [Accessed on

14 January 2019]

Anibaba, Y. & Akaighe, G. (2018), “Dynamics of

Decision Making in Cross-Functional

Teams”, Contemporary Economics, 12(4):

485-96.

Arraya, M.A., Pellissier, R.& Preto, I., (2015),

“Team Goal-Setting Involves More Than

Only Goal-Setting”, Sport, Business and

Management: An International Journal,

5(2): 157-74.

Att.com (2019), About-Our Values. Website

URL- https://about.att.com/sites/values.

[Accessed on 14 January 2019].

Audi.com (2019), History-Four Rings-four

Brands,  Website URL- https:/ /

www.audi.com/en/company/history/four-

brands-four-rings.html. [Accessed on 08

November 2018]



Team Process & Working in Teams: Learning from Practice

The Indian Journal of Industrial Relations, Vol. 56, No. 1, July 2020 127

Balachandran, R. (2012a), Stories of Great Teams:

Part 1: “Skunk Works”! Focusu. Website

URL- https://focusu.com/2012/05/05/sto-

ries-of-great-teams-part-1-skunk-works/.

[Accessed on 10 May 2018]

Balachandran, R. (2012b), Stories of Great

Teams: Part 3: The US Navy Blue Angels.

Focusu. Website URL - https://focusu.com/

2012/12/30/stories-of-great-teams-part-3-

the-us-navy-blue-angels/ [Accessed on 10

May 2018]

Bang, D. & Frith, C.D. (2017), “Making Better

Decisions in Groups”, Royal Society Open

Science, 4(8): 1-22.

BankofBaroda.in (2019), About us-Overview.,

Website URL- https://www.bank of baroda.

com/overview.htm. [Accessed on 14 Janu-

ary 2019]

Berg, N. & Holtbrugge, D. (2010), “Global Teams:

A Network Analysis”, Team Performance

Management, 16(3/4): 187-211.

Bharatpetroleum.com (2019), About BPCL-Vi-

sion and Values, Website URL- https://

www.bharatpetroleum.com/About-BPCL/

Vision-and-Values.aspx. [Accessed on 14

January 2019]

Bisleri.com (2019), Vision-Mission-Values,

Website URL- https://www.bisleri.com/vi-

sion-mission-values. [Accessed on 14 Janu-

ary 2019]

Blodgett, R. & Dunbar, B. (2018), Our Mission

and Values, NASA. Website URL-https://

www.nasa.gov/careers/our-mission-and-

values. [Accessed on 14 January 2019]

Boeing.com (2019), Our Principles-Vision, https:/

/www.boeing.com/principles/vision.page.

[Accessed on 14 January 2019]

Cash, P., Skec, S. & Storga, M. (2019), “The

Dynamics of Design: Exploring Heteroge-

neity in Meso-scale Team Processes”, De-

sign Studies. 64: 124-53.

Caterpillar.com (2019), Sustainability-Vision,

Mission, Strategy & Principles, Website

URL- https://www.caterpillar.com/en/com-

p a n y / s u s t a i n a b i l i t y / v i s i o n - m i s s i o n

strategy.html. [Accessed on 14 January

2019]

Catlett, C. & Halper, A. (1992), “Team Ap-

proaches: Working Together to Improve

Quality”, ASHA in the Summer 1992 Qual-

ity Improvement Digest.

CIA. (2018), The Central Intelligence Agency-

Home-About CIA-CIA Vision, Mission,

Ethos & Challenge. Website URL- https://

www.cia.gov/about-cia/cia-vision-mission-

values. [Accessed on 14 January 2019]

Ciesielski, T. H., Aldrich, M. C., Marsit, C. J.,

Hiatt, R. A. & Williams, S. M. (2017),

“Transdisciplinary Approaches Enhance

the Production of Translational Knowl-

edge”, Translational Research, 182:123-34.

Dabur.com (2019), About Us. Dabur-Vision &

Mission. Website URL- https:/ /

www.dabur.com/in/en-us/about/about-us/

vision-mission. [Accessed on 14 January

2019]

DirectTV Group, Inc. (2019),  Home-Vision

Statement., Website URL-https://directv

companyprofile.weebly.com/. [Accessed on

14 January 2019]

Dominick, P.G., Reilly, R.R., McGourty, J.W.

(1997), “The Effects of Peer Feedback on

Team Member Behavior”, Group & Orga-

nization Management, 22(4): 508-20.

Dreu, C.K. & Weingart, L.R. (2003), “Task Ver-

sus Relationship Conflict, Team Perfor-

mance, And Team Member Satisfaction: A

Meta-Analysis”, The Journal of Applied

Psychology, 88(4):741-49.

Du.ac.in (2019), University of Delhi-Home-Vi-

sion and Mission., Website URL- http://

www.du.ac.in/du/index.php?page=vision-

and-mission. [Accessed on 14/01/2019]

Edmondson, A. (1999), “Psychological Safety and

Learning Behavior in Work Teams”, Admin-

istrative Science Quarterly, 44(2):350-83.

Ellis A.P.J. & Bell B.S. (2005), Capacity, Col-

laboration, and Commonality: A Framework



Kiran Gupta & Shailaja Karve

128 The Indian Journal of Industrial Relations, Vol. 56, No. 1, July 2020

for Understanding Team Learning, Under-

standing Teams: A Volume in Research in

Management, Greenwich, CT: Information

Age.

FICCI Media Division (2013), Teamwork & Time

Management Is the Mantra of ‘Mumbai

Dabbawalas’ success. Website URL-http:/

/ficci.in/PressRelease/1426/FICCI-press-

nov26-dabbawala.pdf. [Accessed on 16

January 2019]

Fishman, C. (1999), Engines of Democracy,

Website URL- þ https:/ /www.fast

company.com/37815/engines-democracy.

[Accessed on 17 September 2018]

Galbraith, D.D. & Webb, F.L. (2013), “Teams

That Work: Preparing Student Teams for

the Workplace”, American Journal of Busi-

ness Education, 6(2):223-34.

Gallo, C. (2014), Steve Jobs and Alan Mulally

Unleashed Innovation with Two Simple

Words, Leadership, Forbes. Website URL-

h t t p s : / / w w w . f o r b e s . c o m / s i t e s /

carminegallo/2014/05/16/steve-jobs-and-

alan-mulally-unleashed-innovation-with-

two-simple-words/#fada9986275b. [Ac-

cessed on 20 July 2018]

Goindigo.in (2019), About us. Accessed on 14/

01/2019, 17:21 from https:/ /

www.goindigo.in/about-us.html

Goonj.org (2019), About us- Knowing Goonj,

Website URL- https://goonj.org/knowing-

goonj/. [Accessed on 14 January 2019]

Grant, A. (2016), Originals: How Non-Conform-

ists Change the World.  New York,

NY, Penguin Random House.

Greenpeace.org (2019), International-Explore-

About-Values,  Website URL- https://

www.greenpeace.org/international/values/.

[Accessed on 14 January 2019]

Hardavella, G, Aamli-Gaagnat, A, Saad, N,

Rousalova, I. & Sreter, K.B. (2017), “How

to Give and Receive Feedback Effectively”,

Breathe. 13: 327–33.

Horowitz, C. R., Shameer, K., Gabrilove, J.,

Atreja, A., Shepard, P., Goytia, C. N.,

Smith, G. W., Dudley, J., Manning, R.,

Bickell, N. A. & Galvez, M. P. (2017),

“Accelerators: Sparking Innovation and

Transdisciplinary Team Science in Dispari-

ties Research”, International Journal of

Environmental Research and Public Health,

14(3):225.

Houghton, J.D. & Johnson, T.D. (2009), “Ag-

gression, Risk-taking, and Leadership Ef-

fectiveness:  Leadership Lessons from the

Explanatory Styles of Civil War Generals”,

International Journal of Leadership Stud-

ies, 5(1): 51-68.

Huang, Z.B. & Liu, Y. (2017), “Research on Anti-

Poverty in Behavioral Economics”, 3rd In-

ternational Conference on E-commerce and

Contemporary Economic Development

ISBN: 978-1-60595-446-2

Jiang, X. (2010), “How to Motivate People Work-

ing in Teams”, International Journal of

Business and Management, 5(10): 223-29.

Katzenbach, J.R. & Smith, D.K. (1993), “The

Discipline of Teams, Organizational Cul-

ture”, Havard Business Review, March–

April 1993 Issue.

Katz, N., Lazer, D., Arrow, H. & Contractor, N.

(2004),  “Network Theory and Small

Groups”, Small Group Research, 35(3):

307-32.

Klein, K.J., Knight, A.P., Ziegert, J. C., Lim, B.C.

& Saltz, J. L. (2011), “When Team Mem-

bers’ Values Differ: The Moderating Role

of Team Leadership”, Organizational Be-

havior and Human Decision Processes,

114: 25-36.

Konradt U., Schippers M.C., Garbers Y. &

Steenfatt, C. (2015), “Effects of Guided

Reûexivity and Team Feedback on Team

Performance Improvement: The Role of

Team Regulatory Processes and Cognitive

Emergent States”, European Journal of

Work and Organizational Psychology,

24(5): 777-795.



Team Process & Working in Teams: Learning from Practice

The Indian Journal of Industrial Relations, Vol. 56, No. 1, July 2020 129

Kozlowski, S. W. J. & Ilgen, D. R. (2006), “En-

hancing the Effectiveness of Work Groups

and Teams”, Association for Psychological

Sciences, 7(3): 77-124.

Kriplani, M. (2018), The Story Behind the Tata

Nano Business, Rediff.com, Website URL-

https://www.rediff.com/money/2008/may/

14tata.htm. [Accessed on 12 January 2018]

Leis, M. (2018), 7 Stories that Prove the Impor-

tance of Teamwork, Website URL- https:/

/www.scoro.com/blog/teamwork-stories-

importance-of-teamwork/. [Accessed 05

May 2018]

Madhavan, N. (2014), Small is Dominant-Tata

Ace. India Today Group. Yahoo Finance,

Website URL- https://in.finance.yahoo.

com/news/smal l -dominant - ta ta -ace-

133500659.html. [Accessed on 12 May

2019]

Manley, D. (2016), “Personality and Positive

Psychology” in Social Media and Post-Sec-

ondary Education, Journal of Professional

Communication, 4(2):77-92.

Mayo, M. & Pastor, J.C. (2005), Networks and

Effectiveness in Work Teams: The Impact

of Diversity, Deposito Legal-M-20073,

Instituto de Empresa Business School

Working Paper No. WP05-10.

Moga, B. (2017), Real Life Examples of Success-

ful Teamwork, Collaboration. Website

URL- https://activecollab.com/blog/col-

laboration/real-world-examples-of-success-

ful-teamwork. [Accessed 10 May 2018]

Morley, S., Cormican, K. & Folan, P. (2015), “An

Analysis of Virtual Team Characteristics:

A Model for Virtual Project Managers”,

Journal of Technology Management & In-

novation, 10(15): 188-203.

Motavali, J. (2016), 5 Inspiring Companies That

Rely on Teamwork to Be Successful. Suc-

cess. Website URL- https://www.success.

com/5-inspiring-companies-that-rely-on-

teamwork-to-be-successful/. [Accessed on

10 May 2018]

Mukherjee, N., Dicks, L. V., Shackelford, G. E.,

Vira, B. & Sutherland, W. J. (2016), “Com-

paring Groups Versus Individuals

in Decision Making: A Systematic Review

Protocol”, Environmental Evidence, 5(19):

1-9.

Nwachukwu, C., Chladkova, H., Zufan, P. &

Olatunji, F. (2017), “Visionary Leadership

and Its Relationship to Corporate Social

Performance”, Imperial Journal of Inter-

disciplinary Research, 3(4): 1302-11

Oberoihotels.com (2019), About us. Website

URL- https://www.oberoihotels.com/

about-us/. [Accessed on 14 January 2019]

Palfini, J. (2008), Four Great Teams in Business

History EDT MoneyWatch. Website URL-

https://www.cbsnews.com/news/four-

great-teams-in-business-history/. [Ac-

cessed 11 May ý2018]

Patanjali ayurved.org (2019), Overview-Vision &

Mission. Website URL-https://patanjaliay

urved.org/vision-mission.html. [Accessed

on 25 May 2019]

RMSI.com (2019), Mission and Core Values.

Website URL-  https://www.rmsi.com/

about-rmsi/mission-and-core-values/. [Ac-

cessed on 14 January 2019]

Ross J.A. (2008), Make Your Good Team Great.

Productivity. Harvard Management Up-

date. Website URL- https://hbr.org/2008/

02/make-your-good-team-great-1. [Ac-

cessed on 14 January 2019]

Sahu, R.K. (2010), Group Dynamics and Team

Building. (1st ed.). New Delhi: Excel Books.

SAIL.co.in (2019), Steel Authority of India Ltd.-

Home-Company-Vision. Website URL-

https://sail.co.in/company/vision. [Ac-

cessed on 14 January 2019]

Salas, E., Shuffler, M. L., Thayer, A.L., Bedwell,

W.L. & Lazzara, E. H. (2014), “Under-

standing and Improving Teamwork in Or-

ganizations: A Scientifically Based Practi-

cal Guide, Human Resource Management,

54(4): 599-622.



Kiran Gupta & Shailaja Karve

130 The Indian Journal of Industrial Relations, Vol. 56, No. 1, July 2020

Savage, C. (2015), How 4 Federal Lawyers Paved

the Way to Kill Osama bin Laden.  The

New York Times.  Website URL- þ https:/

/www.nytimes.com/2015/10/29/us/politics/

obama-legal-authorization-osama-bin-

laden-raid.html. [Accessed 10 May 2018]

Saylor Academy (2012), Chapter 8 Teams and

Communications. Exploring Business v. 2.0.

Website URL- https://saylordotorg.github.

io/text_exploring-business-v2.0/s12-team-

work-and-communications.html. [Ac-

cessed on 14 January 2019]

Schmid, E. A., Verdorfer, A. P. & Peus, C. V.

(2018), “Different Shades-Different Ef-

fects? Consequences of Different Types of

Destructive Leadership”, Frontiers in Psy-

chology, 9: 1-16.

Scott, R., Xyrichis, A. & Zwarenstein, M. (2018),

“Teamwork, Collaboration, Coordination,

and Networking: Why We Need to Distin-

guish Between Different Types of

Interprofessional Practice”, Journal of

Interprofessional Care, 32(1): 1–3.

Shapoval, N., Basystyuk, Y. & Kedzierska, T.

(2015), Franklin Roosevelt and the Great

Depression: Lessons For the Ukrainian

Government Why Roosevelt was one of the

Best Political Leaders, Website URL-

h t tps : / /voxukra ine .o rg /en / f r ank l in -

roosevelt-and-the-great-depression-les-

sons-for-the-ukrainian-government/. [Ac-

cessed on 31 May 2018]

Short, J. C. & Palmer, T. B. (2008), “The Appli-

cation of DICTION to Content Analysis

Research in Strategic Management”, Orga-

nizational Research Methods, 11(4):727-52.

Sundstrom, E., Meuse, K.P.D. & Futrell, D.

(1990), “Work Teams. Applications and

Effectiveness”, American Psychologist,

45(2): 120-33.

Tarricone, P. & Luca, J. (2002), “Successful Team-

work: A Case Study, in Quality Conversa-

tions”, Proceedings of the 25th HERDSA

Annual Conference, Perth, Western Aus-

tralia.

TMC.gov.in (2019), Tata Memorial Centre-

Home-About us -Vision. Website URL-

https://tmc.gov.in/index.php/about-us/vi-

sion. [Accessed on 14 January2019]

Techmahindra.com (2019), Home-Our Vision.

Website URL- https://www.techmahindra.

com/company/default.aspx. [Accessed on

18 January 2019]

Teltumbde, A., Tripathy, A. & Sahu, A.K. (2002),

Bharat Petroleum Corporation Limited,

Vikalpa, 27(3): 45-58.

Unilever.com (2019), About-Who we are-About

Unilever-Our Vision. Website URL- https:/

/www.unilever.com/about/who-we-are/our-

vision/ [Accessed on 14/01/2019]

Velema, S.S. (2015), The Influence of Feedback

on Team Effectiveness, 5th IBA Bachelor

Thesis Conference, Enschede, The Nether-

lands.

Vyakarnam, S. & Handelberg, J. (2005), “Four

Themes of the Impact of Management

Teams on Organizational Performance: Im-

plications for Future Research of Entrepre-

neurial Teams”, International Small Busi-

ness Journal, 23(3): 236–56.

von Bonsdorff, M. E., Janhonen, M., Zhou, Z. E.

& Vanhala, S. (2015), “Team Autonomy,

Organizational Commitment and Company

Performance – A Study in the Retail Trade”,

The International Journal of Human Re-

source Management, 26(8): 1098-1109.


	SRC General cover April 2020.pdf
	Page 1
	Page 2

	Contents.pdf
	1 Satya Prasad Padhi.pdf
	2.pdf
	3 Harinder Kaur Gill.pdf
	3 1.pdf
	3 2.pdf
	3 3 1.pdf
	Page 1

	3 4.pdf
	3 5 1.pdf
	Page 1

	3 6.pdf

	4 Mohammad Shameem Jawed, Archit V. Tapar & Amol S. Dhaigude.pdf
	5 Sritama Mandal & Susmita Mukhopadhyay.pdf
	6 Yasmin Yaqub, Tanusree Dutta, Raina Chhajer & Arun Kumar Singh.pdf
	7 Rama Shankar Yadav, Praveen Ranjan Srivastava, Prajwal Eachempati, Sweta & OP Chaudhary.pmd.pdf
	7 1.pdf
	7 2.pdf
	7 3.pdf
	7 4.pdf
	7 5.pdf
	7 6.pdf
	7 7.pdf
	7 8.pdf
	7 9.pdf

	8.pdf
	9 Kiran Gupta & Shailaja Karve.pdf
	10.pdf
	11 Damini Saini.pdf
	11.pdf
	11 2.pdf
	11 3.pdf

	12.pdf
	13.pdf
	14.pdf



