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TEAM EFFECTIVENESS DEFI

A team can be considered to be effective if
their output is judged to meet or exceed the
expectations of the people who receive their
output Producing a quality output is not
enough to judge the effectivenessof the team.

The second criteria, is that the team should still
be able function effectively after they have
completed their collective task It should not be
torn apart by dissension

Finally, effectivenessis judged by whether the
team feels satisfied with its efforts If the team
members are pleased with their efforts, if the
experience has been a good one, if time spent
away from their normal work has been worth
the effort, the team has likely been effective

Trueteamwork resultsin:

A Increased financial performance (of the

_ Dbusiness)

A A healthy team climate

A Increased levels of customer satisfaction,

_and

A The growth and development of the team
and its individual members



TEAM EFFECTIVENESS IN

CONTEXT

Many issues can limit team effectiveness,
including a lack of trust, the inability to
creatively respond to interpersonal conflict, a
disregard for accountability, and failure to
maintain focus on the mostcritical opportunities
for success

Saying you are a great team is one thing, but
having your customers, business partners and
shareholders say that, is  another.
Demonstrating high performance work team
behaviours is what matters

Achieving a greater level of team effectiveness
and team high performanceis a journey .

According to McKinseyresearch the most
effective teams, focusing initially on working
together, get early resultsin their effortsto deal
with important businessissues,and then reflect
together on the manner in which they did so,
thusdiscovering how to function as a team.

Great teams are able to reach past 5goodd
resultsand get to 6 g r eesultd They 6 h the

n u mb e comssi@tently, and share a mutual
satisfaction from doing it. However, moving
from 6 g o otd g r e aréqdires discipline,
commitmentand continuousintrospection (How

are we doing? What are the stumbling blocks?

How can we improve?).

To become a top team requires continuous
hard work. It calls for effective action, reflection
and cohesion The action element of the cycle
improves the direction of the organisation and
its ability to renew itself, while reflection makes
it possible for the team to discover ways of
improving its interaction.




WHAT WE KNOW

A People do not leave organisations 8 they
leave managers and leaders

A People often feel underutilised and under-
appreciated at work. Over time they slowly
disengage and end-up contributing lessand
less

A Pe o p limdwidual psychological issues
manifestin their work relationships

A Conflict is routinely avoided on teams and
over time this creates misunderstandings,
blame and resentment Work gets done, but
with lessease and cooperation.

A Team collaboration is not as effective,
creative, or as fun as it could be

A Teamdynamics often get stuck People have
problems moving beyond ineffective
behavioural patterns, can feel burned out
and stop focusing on the evolution of the
team.

Support

Leadership

Development.

CONDITIONS FOR TEAM

SUCCESS

Struggling teams can become successful

However, it takes time, hard work and, most
important, the | e a d emddtee t e a nidls
commitment Five conditions (illustrated in the

picture below) are necessary for becoming a

great team.

Results

Acknowledge: Hay Group



OBJECTIVES OF A TEAM

EFFECTIVENESS INTERVENT

The objectivesinclude: * /k /k 1\ /k\ /k\ 1\ 1\1\1\
A Toreflecton the challengesfacing the team
A To understand how teams function and the \

elements of successfulversus dysfunctional
teams

A To critically examine the success factors
required for high performance

A To identify the strengths and development
areas of the team

A To improve team effectiveness through
individual awareness, involvement, skill
development, behavioural change and a

greater commitmentto collaboration
) THE PROCESS
A

To leverage 6 t e a masnag Gehicle for

change.
Recognising the need for raising the
performance bar, and following unsuccessful
internal attempts to increase the level of
effectiveness of a team, the services of an
independent process facilitator is usually
retained.

The Talent Institute subscribesto a process

consultation model that adopts a particular
flow.

. Coaching

Action Plan

. Implementation
Offsite Retreat

® Data-Collection

® Context Analysis



DESIRED OUTCOMES OF TH

JOURNEY

The outcomesusually include the following:

A

> > >

A shared understanding of the current state
and a clear definition of a desired future
state

Members are aware of collective strengths,
as well as potential pitfalls

Team members capitalise on the richness of
diversity within the group

Leaders are selfaware and interested in
personal and professional growth. They
inspire and energise the people who work
with and for them They seek more
development and selfawareness & and
encourage it in others

Conflict is dealt with effectively 8 team
members have the attitude and skills
required to have difficult conversations
without blame. Resentmentdoes not build
up over time and different perspectives
become a source of inspiration rather than
contention

There s clarity and consistencyin the way
decisions are made. The decisionimaking
process consciously includes multiple
perspectives and goes beyond personal
idiosyncrasies and the use of power to push
pet options.

The team continually asks itself and
discusses tough questions about its
interpersonal dynamics, effectiveness, level
of joy, creativity and evolution.

Members come alive and co<create
extraordinary work results

PROGRESS MEASUREMEN

The team will selectthe metrics whereby it will
evaluate its progress Performance metrics
include:

A Accelerated results

A Improved meeting flow

A Increasedcollaboration

A Fasterdecisionmaking

A Enhancedfeedback processes



OUR APPROACH

We believe that teamwork is a by-product of a
high-performing team operating at an optimal
level. Throughout the process, we are guided
by business strategy and the specific
deliverables for which the team is accountable.

Our processes are highly customised,
collaborative and interactive. Ideally, it is
facilitated in an accelerated fashion (generally
over 6 d 8 weeks) so that the team can quickly
address any factors interfering with team
effectiveness All output is documented and
provided to the team members for ongoing
reference

Optional coaching may also be provided to the
leader, individual team members, or the team
as a whole.

Given our training in psychology and process
consulting, we share a bias for authentic
conversationsabout what is really going on in
the team or with a leader. We appreciate the
need to work deeply and to understand the
inner conflicts within people that can
undermine change. Our work includes an
understanding of the complexity of multiple
perspectivesat play within a team.

HOW IT WORKS

We conduct interviews, facilitate focus groups,
and administer questionnaires and surveys to
identify issues, performance gaps and
development opportunities. The output is a
researchbased analysis of the team that feeds
into a processthat generatesa comprehensive
resultsfocused solution for improvement

Armed with a foundational understanding of
the dynamics and the issues, an offsite
workshop  becomes the platform  for
introspection and action planning. The team
will decide if it requires continued external
supportin the form of coaching.



DURATION

Teams do not magically coalesce overnight.
Rather it has to master three dimensions of
performance.

First, they require a common direction 8 a
shared understanding of goals and values
Second, skills of interaction are crucial if the
team is to go beyond individual expertise to
solve complex problems, and if it was to
withstand the scrutiny of the rest of the
organisation, business  partners and
shareholders And finally, top teams must be
able to renew themselvesd to expand their
capabilities in responseto change.

Team development is a timehungry process,
with results becoming visible over time. An
intervention can last between two and twelve
months (or more), and depend on several
factors, which may include the effectivenessof
the leader, the degree of dysfunction, the
composition of the team, the level of
commitment and the speed of learning and
development

BENEFITS

Our facilitated approach enables your
organisation to leverage teams that are
collaborative and focused on Dbusiness
imperatives, with clear accountabilities and
effective channels for communication and
conflict resolution

Organisationally, you will benefit from the
t e a nn@reased performance in meeting its
goals and from enhanced senior leader
performancein general.

At an individual level, team members will
become skilled at leading and participating in
teams They will understand how to work with
their peersto improve the organisation and will
become stronger leaders in their own right.

From a more strategic perspective, effective
teams

A Executeagendas quicker

A Are more responsiveto market changes

A Receive higher perceived valuations from
institutionalinvestors



