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In this particular session, we will talk about building the high-performance team and the rocket

model. And under this particular session, we will have the what is the high-performance stream
we will understand what are the characteristics of the high performance teams the rocket model
itself GRP model of the team effectiveness the T7 model of team effectiveness 7 habits of highly

successful team leaders.

How can you build and develop a high-performing team the art of leading high-performing teams
and age is all the case study research papers book recommendations and differences is there.
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What is a high performing team?

* High-performance teams is a concept
within organization development referring
to teams, organizations, or virtual groups
that are highly focused on their goals and
that achieve superior business results.

* As agroup, a high-performing team strives Buk
for excellence through two-way open
communication, mutual trust, common
goals, shared leadership, clear job roles
and the early resolution of conflict. Each
team member accepts accountability for
their own workload and actions.

https:{{miro.medium.com/max/700/0* LokjvUSgAlyftGvC png

I am sure that is the so, far you have already understood that is the what is the team building and
the team effectiveness is there. But when we talk about that is even if we are having the team
with us then how we can make this team the high-performing team to take it the maximum level
of its performance. So, high-performance team is a concept within organizational development
right. So, to team organizations and therefore, in that case, it is not only rustic leader is not only

restricted to the formation of the team right.

But it is also important that it should be a continuous process that is a development of the team is
there. And that is why it has been referred to as in the organization's development part because
this becomes an intervention to achieve the goal. So, these are highly focused on their goals and
their achieving superior business results are there. So, with this high-performing team, the
chances of this success is much higher by these particular teams because they are having their

focus on their goals.

Any team which is directed towards the goal then definitely in that case it is always will come
out into giving the better business results are there. This stands for excellence through two-way
open communication that with the leader and the members. The bridge between the relationship
between the leader and member is and that is about the open communication is there.

And mutual trust which we have discussed in earlier sessions also.



So, early now the question arises that is the leader should be able to resolve the conflict because
whenever there are the different personalities are there. So, conflict is natural and that can be the
foundational conflict and there can be the dysfunctional conflict but the what is that then role of
the leader is there.

(Refer Slide Time: 02:59)
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Characteristics of High Performance Teams

*  Certain unique attributes separate a high- \
performing team from any other. Let's look
at some of them.

* Inclusive Thinking

* Inclusive thinking is key. When teams think
inclusively, not only do people feel
comfortable sharing unique perspectives but
teams benefit from the value of exploring
more possibilities.

< Diversity

* Diversity has always been a key to cohesive,
high-performing teams.

Image Source-https //cdn etechgs. com/egsmediafwp-content/uploads/2019/10/Characteristics-of-High-Performing-Teams.

To develop a high-performance team the storming phase right of the group that has to be
minimized and therefore most of the conflicts are into the storming phase only. If we minimize
those storming phase and conflicts then definitely, we will be able to create the more and more
performing teams into the organization. The certain unique attributes separate that is high

performing team is the first information is the inclusive thinking.

This we have talked about that is developing the team also it is a culture basically and whenever
we doing the things that is a team is to be developed though then the best efforts are that is
involving inclusive thinking is necessary. So, there is a common goal there is a common value
sharing among these group members and as a result of which whenever we are having these

values of exploring the more possibilities to work together and getting the teams benefit is there.

Then naturally in that case the outcome will be highly positive. Now when we talk about
diversity then naturally, we have discussed this is the personality and leadership also work

culture diversity also higher is the diversity higher is the chance of this high-performance stream



is there. And which is nowadays in the global context this becomes the must part of the team

formation.

Because you cannot escape the team members on for the day because they are coming from the
different culture at different geographical location is there. So, global trillium formation that the
data has become the necessity of the today and therefore in that case it is always we have to
develop a cohesiveness. There is a feeling amongst the all the team members those who are

coming from the different culture.

Now we have to also understand it is this high-performance stream creation of the cohesive
culture it will be very much a challenging for the leader is concerned.

(Refer Slide Time: 05:00)
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Characteristics of High Performance Teams(Cont.)

** Respect And Trust

+ Tobe a high-performing team, it’s really critical for the team to have respect and
trust, be able to throw blind passes and hold each other accountable with hard
candid debates and conversations to get to the best answer for the business.

* Personal Excellence

* Many factors play a part in a sustainable high-performing team, but personal
excellence is a must.

% Communication

+ Communication is one of the most essential building blocks.

% Healthy Conflict

+ Healthy conflict is an essential element. Groupthink kills
innovation and creativity

Because the leader has to find out that is the whether he is able to come for this particular
managing this diversity or not. So, here it is the first and foremost question is their respect and
trust is there. So, high performing team are always they develop a culture, culture of the respect
and trust. And therefore, in that case it is always on the with a hard candid debates conversation

that is always it is better to have the respect and trust.

Whenever you talk about the personal excellence is concerned naturally this has become the

important that is the team members, they are having that excellence in their jobs that depends on



the selection of the team how you selected the team is there. If you selected the team which is
having these all the eligibility criteria necessity the personality traits then definitely in that case

that the team member will show demonstrate the highest level of personal excellence is there.

Communication is one of the most essential building blocks that we have discussed in the time of
this the leadership and communication are concerned. And the healthy conflict that is about these
essential element group thing kills the innovation and creativity is there. And therefore, in that
case, there might be functional conflicts healthy conflicts functional conflicts might be there. But
this will lead to the new ideas and whenever there will be the new ideas then there will be this
success for the team members is there.

(Refer Slide Time: 06:26)
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* Adaptability

+ The pandemic has shown the highest performing teams are those most capable of
adapting to change.

* Openness To Innovation

+ Openness to innovative future-forward ideas is in the DNA of cohesive and high-
performing teams

** Ability To Surmount Challenges

+ The ability to surmount challenges thrown at us from outside the workplace now
even more clearly defines a high-performing team.

* Decision-Making Flexibility

* High-performing teams have the freedom and flexibility
to make decisions in real-time rather than waiting for
management approval.

The flexibility and adaptability that is the essential part of these performing teams those most
capable of adopting to change and therefore because as we see that is the especially the
technological scenario it keeps on changing. And when the technological scenario is changing
then therefore the team members, should be able to adopt all these technical changes. On the
other side is we which is equally important it is a social side and therefore that this society's

values and culture systems that is also changing.

So, the team members who are joining the leader they are coming from different societal

cultures, and therefore in that case that adaptability if there is no adaptability there will be no



team. So, therefore in that case always leaders and team members they should show that is the
high they are highly flexible and adaptable. Openness to innovation, it is a culture now you we

will find it is many successful organizations what makes them do successful organization.

So, actually, it is in the organizations’ culture and DNA that is creating the innovation is there. |
would like to take the example of the Sony or the Wipro or the TCS, Infosys right and then you
will find that is the Maruti many Indian companies then we find that has they have now
developed a separate culture of the innovation and therefore as a result of which it is becoming

the part of DNA of the organization's culture.

So, this is the this is giving us the ability to surround the challenges and therefore because you
are confident you will be able to face the challenges and overcome those challenges and that that
develop ability is developed. And now another flexibility with the adaptability is important that
is a decision-making flexibility is there.

(Refer Slide Time: 08:26)
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The Rocket Model

The Rocket Model is a framework and set of tools for boosting team performance.

AN

So, therefore it is necessary to take the decision into the real-time rather than then going for this
in a very hypothetical situation is there. And there when such organizations which are having this
flexible culture in their team teams definitely then those organizations will become the highly
successful organizations. The rocket model is a framework here that | would like to discuss with

you related to the team members is there.



And it is the how this we identify the challenge and what is the mission and of the organization is
they are developing the norms according to mission managing the resources and this talent is
having the ability to buy in and that that is an act of courage is there to get the results are there.

(Refer Slide Time: 09:13)
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The Rocket Model(Cont.)

* The Rocket Model can be used to diagnose team dynamics, and to provide
leaders with specific tools and activities to improve team performance. Here is
eight critical questions every team must answer.

«+ CONTEXT: WHAT ARE OUR CRITICAL ASSUMPTIONS?

+ Team formation gets off to a good start when team members share a common
view of the context in which they're operating.

*» MISSION: WHY ARE WE HERE?

* When team members agree on what success looks like,
they set the stage for effectiveness. What will it mean to
win? What are the goals, when do they need to be
accomplished, what strategies will the team use, and how
will progress be measured?

So, the in that this rocket model it becomes very, very important that is they first we should

understand that is what is the critic, necessity for such a rocket model is there. And these are the
eight critical questions every team must answer what are our critical assumptions. Now you see
every the whenever the team is formed it is a question that is for what and therefore, in that case,
there are certain assumptions are created right like in the case of the research also, we talk about

the hypothesis.

So, therefore in that case the assumptions are to be there at the beginning itself, and then we can
start working on that, and then finally we can evaluate. So, therefore in that case it is we always
have a critical assumption that will give a good start when team members share a common view
of the context in which they are operating and therefore in that case, therefore, making the
formation of this particular team is there.

So, why are we here the second critical question arises and they did give the answer that is the all

the members agree and that is they are having a common goal and that goal is of the success.



And therefore, that effectiveness will be more whenever the all-team members they understand
for what meaning or purposeful work they are here and what they want to win what are their

goals are there.

When do they need to be accomplished those goals what strategies are to be used for the to the
progress to be measured?

(Refer Slide Time: 10:47)
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The Rocket Model(Cont.)

+ RESOURCES: DO WE HAVE THE RESOURCES NEEDED?

* Early on, teams need to figure out what resources are necessary for meeting their
goals, and leaders may have to lobby key stakeholders to get those needs met.

+ COURAGE: HOW DO WE WORK THROUGH DISAGREEMENTS?

* The team members cultivate the necessary courage to raise difficult issues, while
developing effective ways to work through disagreements and find solutions.

+ RESULTS: ARE WE ACHIEVING OUR GOALS?

+ Effective teams keep their eye on the prize. They
measure results against mission, regularly track progress, |
learn from successes and failures, and devise ways to
continue improving delivery.

http //weew therocketmodel com/what.is-rocket-model

Now when we talk about this talent so, do we have the talent we need now that is a matching.
Matching of these abilities of the; skills and abilities of the person with the required team
assignment. So, therefore it seems like it should be easy to get the right number of people with
the right talents on a team is there. But in practically we will find it is getting the right person for
the right job of the team that is becoming a very difficult issue.

So, whenever these teams are formed after this storming is over the norming will start. Norming
means that is the rules are to be formed. So, therefore all team members and leaders together
they should decide about that is the names and norms of the team therefore any group to develop
norms for the greeting meeting sitting communicating deciding and, executing is there. And
therefore, for every behavioral aspect every professional aspect certain norms will be developed

and these unwritten rules usually that are solidify fast without any formal discussion is there.



So, people they know that is we need not to make much efforts. So, without making much effort
and normally use these unwritten rules and they are followed by the team members by
understanding the surroundings. So, in that case, are we are committed to success that particular
concept that is to be that motivation that is to be developed. So, buying happens when team

members have a team-first, not a me-first attitude.

So, high-performance teams are committed to team goals roles, and rules and they are motivated
to get necessary day-to-day tasks done and therefore in the here their commitment. Commitment
is so, high that is the no on efforts are left to achieve the organizational and team goals
circumstance.

(Refer Slide Time: 12:37)
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How the Rocket Model helps leaders create superior

teams

* Each of the seven components of the Rocket Model can be framed as a question.
For example, the question for mission asks, 'Why are we here?' And for buy-in,
‘Are we all committed to success?"

* Toanswer these questions, team members complete a questionnaire called the
Team Assessment Survey (TAS-II). As team members provide personalized
feedback in the survey, team strengths and weaknesses along all eight (including
context) dimensions of the model are exposed.

* Leaders can then act to improve the weak areas.

https://www.winsborough.co.nz/blog/introducing-the-rocket-model

So, for this purpose the resources. So, will be required and we have to ensure that is when we are
going to develop the high-performance team that is we are able to provide the resources are
there. So, the team needs to figure out what resources are necessary and then that can be the
monetary or non-monetary resources will be there. So, meeting their goals and leaders may have
to lobby key stakeholders to get those needs meet is there. And that is why many times it is the

responsibility of the leader to get these particular goals to get accomplished.

I will give a very simple example of that is it is whenever there is an event activity is organized.

So, then leader that he; has to manage either the sponsorship or then he has to manage the list of



finance from the other sources. So, here do we work through the disagreement’s courage is to be
there. Now you see that is that the team members cultivate the necessary courage. Now because

whenever they are working together there will be a difference of opinions will be there.

But there is courage that is to discuss that particular issue and find out the solution on that
particular issue because there might be disagreements on many issues and but ultimately what is
important is to find out the solutions. So, are we achieving our goals are there and for what
purpose the team was made? If the team is made to achieve a particular goal and if it is not able
to achieve then your all efforts which we have managed on the resources we have talked adjusted

with the personalities we have talked with the time and goals.

But then everything will be wasted if we do not have that is the results are achieved. So,
therefore they measure the results against the mission regularly track progress learn from success
and failures. So, a continuous evaluation is also important and when they whenever there is a
continuous relationship that will give us a decision way to continue the improving the delivery
are we have to stop that particular performance of the team.

(Refer Slide Time: 14:34)

GRPI Model of Team Effectiveness

+ This model of team effectiveness was proposed by
Rubin, Plovnick, and Fry as early as 1977. GRPI stands
for Goals, Roles, Processes, and Interpersonal
relationships. This model outlines four parts.

1. Goals: well-defined objectives and desired results,
plus clearly communicated priorities and
expectations

2. Roles: well-defined responsibilities and acceptance
of a leader

3. Processes: clear decision-making processes as well as
work procedures

4. Interpersonal relationships: good communication,
trust, and flexibility .. "

iy

So, now in this context of the eight questions when we are having these gquestions in mind then

the solutions for this all these questions and the road map that will come from the rocket model is

concerned. So, each of the seven components of the rocket model can be framed is a question.



For the question for mission asks why are we here and for why are we are committed to success

or not.

So, to answer these questions team members complete a questionnaire called the team
assessment survey is there which is a TAS-11. As team members provide personalized feedback
in the survey their strengths and weaknesses along all eight including the contents dimensions of
the model are exposed is there. So, therefore in that case at the beginning itself their
questionnaire will be designed. A questionnaire will be designed as per these team members has
advised and the team members provide the personalized feedback in the survey is whether these

questions are relevant, not relevant where is the teams’ growth is there.

How much growth has been done by the team that will be decided and leaders can then act to
improve the weak areas are there. So, therefore on the basis of this analysis what feedback has
been given for what the goals the team was formed and whether it is matching or not matching
then accordingly they will improve the weak areas will be there.

(Refer Slide Time: 15:54)

The T7 Model of Team Effectiveness

*+ In 1995, Michael Lombardo and Robert Eichinger developed the T7 Model to define
what factors affect team effectiveness. They identified five internal and two
external factors, all starting with "T," hence the name, T7 model.

The T7 Model of Team Effectiveness

Now we will talk about the GRPI model effectiveness the proposed by the Rubin, Plovnick, and
the fly as early as 1977. And this GRPI stands for the Goals Roles Processes and Interpersonal

relationship is there. And this model outlines four parts. So, one by one we will take this parts.



So, therefore in that case it is a goal. So, well-defined objectives and desired results plus clearly

communicated priorities and expectations are there.

Now you see it is the it is always better that is whenever we are talking about the beginning of
the performance. So, we ensure that is what are the expectations from the team member is there.
And this should be clearly communicated as priorities and expectations are there. It helps the
team members also because he gets the time if he is not having those resources, he will manage
those resources. But if the expectations are not communicated and at the end of the day we say

that, is you are not performing well then that will create the more critical situations.

So, therefore the roles will be goals roles they will be well defined and then in that case there is
an acceptance, acceptance by the leader also and acceptance by the team member also. So, then
they start after assigning the goals and rules they start functioning, and therefore that they have
to follow a particular process is there. So, therefore a clear decision-making process will be
defined. So, that there whatever the problem comes in the project or the particular task
accomplishment then in that case that process will solve that particular problem is there.

And the process will be formed the discussions can be held and corrective actions can be taken.
Now interpersonal relationships is a must it is a backbone of every team member there is good
communication trust and flexibility unless and until there is not the trust and flexibility is there.
And then definitely in that case team will not be converted into the high performing team is
there.

(Refer Slide Time: 17:52)
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The T7 Model of Team Effectiveness(Cont.)

The internal team factors are:

+ Thrust: 2 common objective or goal

+ Trust: the knowledge that your team has your back
+ Talent: skills to do the job

+ Teaming skills: the ability to function as a team

+ Task skills: the ability to execute tasks

The external team factors are:

+ Team leader fit: whether the leader works well with the
team

* Team support from the organization: how the
organization enables the team to work

https://www.wrike com/blog/6-different-team-effectiveness-models/

The T7 model of team effectiveness is there. Lombardo and Robert and have developed this T7

model to define what factors effective effectiveness they identified the internal and the two
external factors all start with the teens the name is the T7 is there. Now here whenever we are
talking about a task thrust trust talent and tearing is there. Then the team support from the
organizations and the team leader fit is there.

(Refer Slide Time: 18:23)

7 Habits of Highly Successful Team Leaders

ASpeCt . . 7 habits model

Operational Team Leadership &=
Why and When do you need this Model o0 0

+ The 7 Habits model helps you successfully juggle # 6. Conen

2. Prafessional g

the multiple dimensions which ensure a team
stays ambitious, motivated, learning, supportive
and performing. Without such a model, especially 8 s
when you find yourself under pressure as a leader,
it is likely you will fixate on a couple of the more
urgent dimensions but neglect the others. You
may deliver your project but destabilize your team
and damage your reputation as a team leader!

https:/ fbusinesssimulations.com/literature/files fwhitepaper-leadership-playbook/model_1.png
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So, here it is necessary that whenever we are talking about the thrust now a common objective or
goal is required right. And this how it is to be decided the common object your goal is to be

decided with the consultation from each other and because we cannot decide a very high goal



which is not realistic and we can we are not supposed to decide a goal which is very easy and of

No USeE.

So, therefore in that case that common objective or goal will be decided by only baking making
the proper thrust is there. So, brainstorming is done meeting is done group discussions are done,
and then finally the leader decides on a particular goal. Trust is the knowledge that your team has
your back and therefore that is always there is the you are having this particular confidence that
is a team is with you and therefore that that trust will be developed.

Talent is skills to do the job and skills and abilities no therefore it will be the; in the team is
having the all the skills which are required to do the particular job is there. The teaming skills are
there to function as a team. So, there is a concept of working togetherness in the culture
organizational culture. Task skills are the ability to execute the task whatever the tasks are there

that will be completed by these leaders and the teams.

Now here we have to also see the external factors in addition to these internal factors the external
factors are team leader fit and whether the leader works well with the team is there. So, it is very-
very important. So, that is why many organizations what is the practice there is a leader is chosen
first and then he is given the freedom to select his own team and therefore in that case the team
leader fit that will that that work well.

Team support from the organization that is very much important how the organization enables
the team to work now here | would like to warn also, there is as many times organizations are not
able to help the team because of their constraints at the vital level.

(Refer Slide Time: 20:24)
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7 Habits of Highly Successful Team Leaders(Cont.)

The Bare Essentials

Effective team leaders manage the team individuals as:
+ People

*+ Professionals

+ Colleagues (team members)

They also support and manage the whole team’s:

+ Workload

*+ Energy Levels

+  Customers

* Practices

https://businesssimulations.com/white-papers/the-7-habits-of-highly-successful-team-leaders

Because once they support to any particular team, they have to support the rest of the teams also.
So, in that case it becomes very difficult for them to manage the all the teams. So, what is to be
done that is a team itself should be able to manage this. Now we talk about the seven habits of
the highly successful team leaders and it is operational team leadership why and when you need
this particular model right. So, the seven habits model helps successful successfully juggle the
multiple dimensions which ensure a team stays ambitious motivated learning, and supporting

performance.

Without such a model especially when you find yourself under pressure as a leader it is likely
you will fix it on a couple of the more urgent dimensions are there. And therefore, in that case, it
IS necessary that is the leader himself focuses on all the points 7 points for the purpose of getting
the results is there. So, you may jury your project but destabilize your team and damage your

reputation as a team leader is there.

Now here we have to create a balance | carefully have to understand it is we are responsible for
our team members also and for the organization also. So, therefore in that gate the project yes
project has to be delivered. Even if there is a situation of the destabilization but the member, he
manages himself, and as a result of which that he will create a reputation among the team
member is there.

(Refer Slide Time: 21:44)
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How can you build and develop a high performing team?

Make communication a priority

Set SMART objectives

Tackle conflict

Understand where you are currently -

and where you want to be

~ Make sense of emotional intelligence

~ The foundation of any successful team
is trust

~ Feedback is a gift

AU B R |

The bear essentials effective team leaders manage the team individuals as the people
professionals and colleagues are there and actually, these are the backbone, backbone of any
successful team. So, whenever we are talking about the who are the people and then whenever
we take the examples of the projects, we find that is the names of the people are those who have

already worked in the team and they have done the successful jobs.

And then they are possessing of the professional skills and these are the collector team members
are there which are having the support to that particular team. They also support and manage the
whole teams workload energy levels customers and practices are there. Now you see that is these
are the people those actually who are the main pillars for the successful team and because they

always support the workload.

So, we know that is in any particular project in the beginning the workload is very high then
workload is low and work load is becoming very moderate and it is further situations the team is
able to manage that particular workload. So, energy levels which is required to be very high
because we have discussed that is there will be lot of challenges and to face the challenges
manages the challenges and changes that high level of energy is required and therefore the leader

and team members, they should be adoptable and the flexible.



So, then also support from these customers and practices that will help the leaders to be
performing well.
(Refer Slide Time: 23:11)

The Art Of Leading High-Performing Teams

* Get To Know Your People.

+ Theart of developing and leading a high-
performing team begins with connection
and conversation. Whenever possible,
spend some time talking with and taking a
genuine interest in the individuals on your
team.

+ Build Your People.

* Leaders build their people. High-achieving
individuals with a common vision create
high-performing teams.

https //rondepinho.com/wp-content/uploads/2020/09/healthcare-leader-art-500.jpg.

So, how we can build a develop a high performing team. So, make the communication a priority
set as smart objectives tackle the conflict understand where you are currently and where you
want to be, so, your roadmap that should be clear. Make sense of emotional intelligence the
foundation of any successful team is trust and feedback is a gift is there.

(Refer Slide Time: 23:35)
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The Art Of Leading High-Performing Teams(Cont.)

* Provide Specific, Timely, Actionable Feedback.

+ Although you may not be able to connect with your team more than 15-20
minutes in a day, it is important to check in with your team members on a
regular one-to-one basis.

* Lead With Vulnerability.

+ Share stories of how you became a more decisive leader, dealt with uncertainty
and developed interpersonal relationships.

+ Navigate Change Through Conversation.
* Businesses and organizations are constantly changing to
meet demands, evolve and grow.

ttps://www forbes,comsitesforbescoachescouncil/2020/09/03/the-art-of leading high-performing-teams/?sh=4a0574596 2e1




So, get to know your people on developing and leading a high performing team begins with the
connecting and conversation and so, awareness. Awareness of your people the members those
who are working with you is very important the strength and weaknesses are to be there. And
then we have to club the strength and weaknesses in such a way possible way that is always

taking it in an interest in the individual on your team.

So, therefore you we they should not be mismatched measurements on this assignment of the
task and the leadership and the team buildings performance. So, therefore in that case the team
building will performance will be successful only when we are having this type of the interest
where we know our people, we are aware about their strengths and weaknesses. Build your

people and leaders build their people that is this is my team member.

So, therefore that feeling that feeling that this is my person it is a high achieving individual with
the common vision create high performing team is there. So, therefore it is always that is the who
are the higher achieving individuals are there. Because they have the proven track and whenever
they have the proven track then that becomes easy to make them the team members and there is a

common vision also.

So, whenever then they are competent enough and their common vision then definitely, they will
be working as a high-performance team. And now we always talk about the input process output
or corrective actions and feedback is important is there. So, although we may not be able to
connect with our team members more than 15 to 20 minutes in a day it is important to check in

with your team members on a regular one to one basis is there.

So, whenever you are interacting to one-to-one basis then definitely you come to know where my
team member is standing what problems he is facing and then by providing the solutions you can
have the better speed of your project. Lead with the vulnerability share stories of how you
become a more decision leader dealt with uncertainty and develop the interpersonal relationship
is there. So, you can put yourself as an example and therefore in that case we you can say that is
how we you are taken these are on the difficult decisions also and then there are the in the

situations of uncertainty and develop the relationship with the team members are there.



Now we get the change through conversation. So, business and organizations are constantly
changing to meet demands evolve and grow and therefore this is becoming the continuous
process and therefore in that case it is important and that is the business and organizations are
also growing together because they we are having the constantly changing. And therefore, in that
case there will be new issues which will be developing and then you have to get this help of
these particular issues.

(Refer Slide Time: 26:19)
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Case Study: Smart Teams and Dumb Teams

Have you noticed that some teams seem to be smart, while others seem, um,
dumb? This characteristic has nothing to do with the average 1Q of the team
members but instead reflects the functionality of the whole team. Teams that are
synergistic excel in logical analysis, brainstorming, coordination, planning, and moral
reasoning. And teams that are dumb? Think of long unproductive meetings, social
loafing, and interpersonal conflicts.

You might be remembering a few teams you've witnessed
that are in the dumb category, but we hope you can think of
a few that excelled. Smart teams tend to be smart in
everything for any task, they will find a work able solution.
But what makes them smart?

So, it is very sure that is the whenever you are having this the goals objectives adoptability
flexibility working togetherness and developing the competencies then definitely in that case you
will be able to perform on the high performing team and you will be able to develop the
performing thing. So, as usual in this is the particular case studies that sometimes then in this
case study you will find and that is the how these that is the smart teams that we talk about did

not allow individual members to dominate.

Instead, there were more equal contributions from managers than in other teams are there. So,
therefore many times this type of these critical situations may arise and this is a very good
example has been taken from the Massachusetts Institute of Technology MIT right and then to
solve a particular task is there.
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A
Case Study: Smart Teams and Dumb Teams

3. Smart teams had more women. It's not that smart teams had more gender
equality; these teams simply had more women. This result might be partly due

to the fact that more women scored higher in the Reading the Mind in the Eyes
test.

The researchers recently replicated the study using 68 teams and again found that
some teams were smarter than others. This study added a new angle to the
research: How would teams working in person differ from teams working online?
Surprisingly, there was little difference: All smart teams

had more equal member communication (and plenty of it)
and were good at emotion reading. When the online
collaborators could not see each other,

So, that is smart teams and the dumb teams are there. It is not that smart teams had more gender
equality these teams simply had more women and this result might be partially due to the fact
that more women scored higher in the reading the mind in the eyes test is there. So, therefore
they have their practices which have been adopted by both the teams, and they, in that case, it is
the question will be that is from your experience in terms do you agree with the researchers

finding the right.

So, that you can comment you can read you can work on this particular case study this is on the
highLY functioning team in which you have been a member what other characteristics might
have contributed to the success. The authors have also suggested that membership in a team
exercises smarter founded teams were more rational and quicker at finding solutions to there. |
will advise you that is while going through this case study you can suggest the certain

suggestions from your side.

So, that is the and then definitely it will be best for you guys from your own experiences and
therefore how to create the smart team that you will be able to develop of your own by go after
going through this particular case study.
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Research Paper The Dynamic Organic

. | ransformational (D.0.T.) team
... model for high-performance
knowledge-worker teams

Hettie S. Courtney

Purpose
This paper aims to explain the dynamics of the five
dimensional Dynamic Organic Transformational (D.0.T.)
Team Model for knowledge-workers to use in achieving
high performance.

This is the research paper on the dynamic organic transformational duty team model for high-
performance knowledge worker teams is there. Now, this is another issue is there that is
whenever we are forming that high performing team and your team is not based on only the
skills that are based on the knowledge is there. So, that is leading, leading the team with the

intellectual team of the intellectuals right.

helping you.

So, knowledge worker teams leading is definitely it is a big challenge therefore this paper will be

(Refer Slide Time: 28:19)

Design/methodology/approach

The D.O.T. Team Model is a dynamic team model developed to integrate and expand
key concepts from open systems - contingency and dynamic congruence,
transformational leadership, and learning organizations. The five dimensions of the
D.0T. Team Model consist of purpose, people, partnerships, process, and
performance.

The D.OT. Team Model is most applicable where subjective
measures are used for high performing teams. This model
transcends the existing team performance theory and
provides a basis for future researchers to build onto the
continuing evolutionary changes in team performance.




That is with the help of the tip performance theory that is how you can handle this type of
situation and can become a successful leader is there.
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A

Findings

The D.0.T. Team Model is a comprehensive and holistic approach for knowledge-workers
to achieve high performance. This model is grounded in theory and by applying the five
dimensions (purpose, people, partnerships, process, and performance) this model
enables optimum fit with a high-performance team's organization and environments -
allowing knowledge-worker members to effectively respond to dynamic changes and
enhance its team and organizational performance.

Practical implications

The article is particularly relevant to practicing
knowledge-worker leaders and team members that operate in a
dynamic environment requiring a high-performance team that
can rapidly adapt and respond to change. The D.0.T. Team Model
creates an understanding of the organizational and
environmental ~ dynamics  necessary to  achieve a
high-performance team capable of operating in this dynamic
environment.

So, here we find it is the online knowledge workers members to effectively respond to dynamic

changes right and therefore allow them actually the first part which you have talked about the
inclusive. So, if inclusion leadership is there. So, then this type of these issues will be handled by
the leader himself. So, this will be the practical implication.
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This is the book recommended the rocket model itself and the particular advice for building a
high-performance team is there. And here these all points have been discussed in the details and
which you can refer and | am sure you will be having the successful team is there.
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BOOK RECOMMENDATION
G : - THE ROCKET MODEL
Humanity's greatest accomplishments, from building the
pyramids in Egypt to exploring the outer reaches of the universe,
are the result of group effort. In business, high-performing teams A

can achieve superior results to individuals. Teams are also . .
susceptible to countless forms of dysfunction, and, if poorly '_'__l

managed, even the most talented groups can fall flat.

Written by industry iconoclasts Drs. Gordon Curphy and Robert
Hogan, The Rocket Model taps research and experience by the
world's leading experts on human behavior, leadership, and
team dynamics to create a practical model for building and
managing high-performing teams.

hups /www.amazon. m/Ra(ke( Model- Pracutal Bulldmg Penormmg
book/dp/B008S Vi ! EN+D
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These are the references as usual and for the material which has been, we have discussed above
and simultaneously for you are the further studies. | am sure that is when we have travelled
through this particular journey right and coming towards the end and this particular developing

the high-performance team and this culture development and practices which have been



discussed here the tips for the high performing team that will help you in your future endeavour.

So, this is our for further readings and thank you.



