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Global markets, dynamism, high product quality requrements, shorter product life cycle are the
factors that create the need for companies to beekible, innovative, higher in production quality
and quicker in reaction to customer’'s demands. Suessful companies are those that have teams
and team work in the basement of their business sitegies and organizational processes.
Organization complexity rise require teams as a gnap of people acting together in fulfillment of
company’s goals. There is a direct correlation beteen team work and business effectiveness of
companies. Modern company management tries to creaexpert teams which are able to create new
business solutions and motivate workers to work edttively and with the expected results. Paper
analyses team work effectiveness and factors deteimng it. Basic hypothesis are proved on the
small and medium companies case study.
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INTRODUCTION one business function or department and the one
where the problem arises. A typical problem
solving team comprises 5 to 12 members and is
created in order to discuss the ways to improve

The growth of organizations and the increase of
organizational structure complexity create the need

for introducing teams in which people work together
toward a common goal of the organization. The
main reason for this is the correlation betweemtea
work and effectiveness of business organization. Fe

the quality in all phases of production in an
organization, to make organizational processes
more effective and enhance work environment.
Self-management teamdhe chief goal for

these reasons managers in modern organizations aremaking these teams is giving authority to those
trying to make competent teams necessary for nearest to problems with a view to shortening the

development of new business solutions,
strengthening the motivation of people for achigvin
the results and increasing work efficiency.

TEAMS AND TEAM WORK

A team implies a group of people who influence

process of solving the problems and to making
the solution better by using the information and
knowledge on the lower hierarchy levels.

Independent work teams are responsible for the
completion of deal and team management. It
usually entails planning and terms connected to
the business, distribution of tasks to the

each other in order to achieve the goals of the members, controlling the work rate, making
organization. It can be conceived as a formal group operative decisions and taking measures when
of people with a specific task whose members problems occur.

possess complementary skills, dedication

te Interfunctional teamsThese teams are formed of

common goals and tasks. The most common types of employees on the same hierarchy level but from

teams in organizations ar@gobbins and Coulter,

2005, p. 383)

— Problem solving teamsleams that are formed
with a sole purpose of studying and proposing
solutions for a particular, specific problem in an
organization. It is usually made of experts from
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different work fields and different business
functions with the goal of solving common
problems.These teams are used to achieve
concentration of different competences necessary
for solving complex problems. They have proved
useful in cooperation between organizations
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dealing with high technologies and they are members that will be suitable for team roles.
widespread as a way of cooperation of experts in Team role represents a number of typical
different fields enabling them to exchange behaviour for a specific team position. For a
information, generate new ideas, solve complex member of a team is said that he is a good "team
problems and coordinate complex projects. player" when he successfully performs his team

- Virtual teams. Teams that use modern role at the appropriate position. There are nine
information  technologies for connecting roles in an efficient teanfRobbins and Judge,
separated members of the group for achieving the 2010, p. 348) innovator, promoter, analyst,
common goal. By using electronic mail, video organizator, producer, controller, supporter,
conferences, web pages, intranet nets members ofcounselor and integrator.
the team can be in different parts of the world
and still work as a team. A serious disadvantagéhe critical point of team work is trust and theywa
of this type of teams should be emphasized. It tbis trust is created. The experience with worknga
the fact that physical distance prevents thghows that the trust has five dimensioimseqgrity -
members of the team from making sociaimplies that individuals value personal honesty and
connections that are sometimes essential for thestice; competence- skills in defining problems,
success of the team. creating alternative solutions, evaluation of these

alternatives and making right decisionsnsistency

The following advantages and disadvantages of teamimplies reliability, consistent behaviour and

work have been notice@emke, 1993)Advantages successful coping with all situationigyalty - the

of team workare: higher motivation of employeeswish to protect the honour and honesty of each

increased productivity, greater satisfaction afmember of the team and contributes to trust; and
employees, higher dedication to goals ofpenness- manifests as a wish to share the ideas
organization, better communication amongnd information with other peop{Robbins and

employees, improvement of business skills, bett&€oulter, 2005, p. 356)

business flexibility, considerable decrease of sost

(by eliminating the middle layer of management)Phases of team development

Disadvantages of team worlare: stress and

frustration from maladjustment to team workEvery team has four phases of development
elimination of the middle layer of management thgPavlovski and Pavlovi— Breneseloy, 2000, pp.

is a sort of recruiting center for top manager4-25)

phenomenon of group thinking that suppressds Creating — Future members of the team gather

creativity, saturation with team work can leadhe t  and concentrate on a problem that will be solved
drop of performances. by the team. In this phase people are cautious;
careful about what they say, evaluate others,
consider whether they should join the team or

not, evaluate their own strength and adequacy of
their capabilities in comparison with others and

things that will be expected of them, they gather

impressions about other people, analyze the
atmosphere and leader as the task that awaits
them. In this phase people compare their

expectations and the things that await them. The
better people are informed about the atmosphere
and nature of work that awaits them, the less

stressful this phase will be, ensuring that people

Team building

For building effective teams in an organizationisit

necessaryJantijevi¢, 2008, pp. 165-167)

a) To design a team in an appropriate wagntails
a number of activities from the field of
organizational structuring and human resources,
namely: defining the task, defining authority of
the team, establishing optimal team size, defining
team structure, chosing team members, training
of team members.

b) To ensure the adequate context of team watidk

make the adequate environment in which teaih

members can complete their tasks and
accomplish goals of the team. Several
components of the context influence the

who remain are really interested in the work.
Waving — People start to get into interaction,
exchange information, define their roles more
precisely, realize their positions and ways of
cooperation in a team. During this period, as
previous statuses are not cancelled and majority

performances of the team: the position of team in
organizational structure, resources for team work,
reward system and grading of performances.

c) To build "team players" design of the team
refers to defining team roles and chosing team

of members are not used to cooperation on
common task, there is competition,
reconsidering, crticism that is not constructive
yet. Mutual agreement is hard to achieve and



18

Leki¢ et al.

individuals, giving their opinion on something,Maintaining of team’s positive energy

are still not ready to give it up in favour of a

constructive  suggestion. New roles, thaThe team uses its basic energy on solving the
individuals gained by being part of the team arexisting problems and on mutual interaction. Energy
still stiff, and individuals are sometimesis also spent ogelf-restoration(redifining the roles,
suspicious of other roles and fight for their ownntroducing new members etc.) androwth
instead of common status. This stage is callddquantative growth or broadening of team’s
"waving" because in this phase the movemerigctions; gaining new roles; acquiring new
are back and forward, individuals observeompetences).

themselves and other people in turns but not the

team as a whole. Team moves like a wave towailthe team also uses energy on protection of its own
defing its identity and this phase is less pleasaimterests, when its normal functioning is threatene
for the participants. either from outside or inside (team members are
Standardization — After a certain number of threatened, the results are underestimated, work is
completed tasks; team gets feedback informatiambstructed etc.). The spent energy should be
about its work; reconsiders some of existingestored, and every team works on that in several
roles; notices that some members of the team ddferent domains:

not work well;, estimate the competence of the Work on its own creativity and acquiring new
leader; estimates what capabilities are missing in capabilities,

team; if the structure of the team is on shaky \Work on improving interaction and quality of
foundation, it faces possible build up of tensions. communication,

In this phase team finds a normal way of Standardization of functions that have become
functioning. Procedures and basic rules of common practise,

functioning are created that suit all members \york on self-evaluation and protection of team's

(from bigger, more formal: how to solve jgentity. (Paviovski and Paviosi— Breneselow,
problems, how to transmit information in team; 2000, pp. 26-27)

what is the quality minimum when doing

business etc. to informal: who prefers whiclkeyitalization of energy necessary for team's
tasks in the team, who possesses Whig{inctioning and becoming aware of processes within
capabilities, what is to be tqlerated, when making can be achieved in a variety of ways. High dyali

breaks and writing summaries etc.) teams are functional and flexible, open for new

functions: it has been tested in many situationgdependently, creating and estimating succests of i
and businesses; guarantees quality; roles in tgg&n actions.

team are structured but flexible at the same time;
members are satisfied with interaction within thesaAsg sTUDY
team. The team gains strength and seriousness in

this phase, defines its profile and identity, bsildTeam work research is a part of wider research
its style and elegance. As the structure of thgealing with the influence of organizational
team has been already built in this phase, neyéhaviour on organizational dedicatiofl.eki¢,
members can join the team without the danger o610, pp. 216-273) The goal of research is
destabilizing it. The members of the team helggntripution to a better understanding  of
each other much more than they used to: they feglenomenon of team work efficiency and factors
better, they are more relaxed, they have betigfiuencing it. In this work the empahsis is putan
knowledge of capabilities of their own and othergroyp of small and middle-sized enterprises (which
and they are ready to experiment with some ne¥te not separated), on the sample of 78 respondents

roles and businesses. In these phase team aj$f research included 56% female and 44% male
measures its strengths and effectiveness: it igspondents.

interested in feedback about the functioning of

the team that can be provided by an outsidfne questionnaire for team work consists of four

source; it is interested in exchange with Oth%ategories of questionssynergy in teamwhich

teams. represents the sense of belonging shared by team's
members:skills of associateslescribing training of
team’s members, competence in doing business and
flexibility within scope of work: innovations that
involve finding ways for improving productivity and
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mode of work; quality that measures the level of
familiarity with clients” needs and standards foBynergy in team is evaluated as average value of
following their satisfaction. The questionnaire igight factors: clearly defined belonging to thentea
made according to methodology suggested [myearly defined meaning/goal of the team, cleae rol
Bateman, B., Wilson C. F. and Bingham, (2002, of team members, efficient communication within
pp. 215-226) the team, sense of value of team members, other
organizational parts of company appreciate the team
The questionnaire consists of Likert type responséswhich an individual works, the sense of pride fo
scale and the responses on the scale from 1 tdo&onging to the team, every member contributes to
indicate the degree of agreement or disagreeméeam work to the maximum. In table 1 are given
with a particlular statement: 1. Strongly disagree; average value, standard deviation and coefficiént o
Disagree; 3. Neither agree nor disagree; 4. Adsee;variation for particular factors of team synergy.
Strongly agree.

Table 1: Assessment of sinergy in team (N=78)

Average | Standard | Coefficient of
o - 11 2] 3| 4] 5
alue deviation | variation (%)
Clearly defined belonging to the team 3.46 0.96 .827 1| 15|/ 17| 37| 8
Clearly defined goal of the team 3.50 1.00 28.66 B |17| 36| 10
Clear role of team members 3.33 1.01 30.45 1|20 32| 8
Efficiency of communication 3.51 1.00 28.56 3 19 22|11
Sense of value of team members 3.82 0.8% 22.22 1/ 13| 46| 13
Appre_C|at_|on of the team by other 3.32 103 30.89 1 1828 24! 10
organizational parts
Lr;emsense of pride for belonging to the 3.65 0.91 2488 1 d 17 4o
Every m_ember contributes to team work tp 3.46 110 3181 4 1816 33| 12
the maximum

Associates” skillsare evaluated as average value dhnovations. In table 3 are given average value,
eight factors: team members are appropriatetandard deviation and coefficient of variation for
trained and competent for professional worarticular factors of innovations in team.
performance; team members are appropriately
trained in administrative work and procedureQuality is estimated as average value of eight
connected to work; there is a formal system fdactors: team members are familiar with their
recognizing needs for professional development awtients” needs, it is clearly defined who are the
additional education of employees; needs falients of specific team, standards of work wittiia
education and development are identified as agfartteam are clearly defined, standards of work are
system; on the basis of analyzed employees™ neeftdlowed regularly, feedback information on
additional training is given; team members armonitoring team work is received regularly,
flexible and willing to perform also other tasksguantative standards of effectiveness are followed,
within the team; team members highly valuéeam observes organizational standards for solving
additional education. In table 2 are given averagdients® complaints and complaints are considered
value, standard deviation and coefficient of vasiat regularly, and lessons are applied in further work.
for particular factors of associates™ skills. table 4 are given average value, standard deviation
and coefficient of variation for particular factoo§
Innovationsare evaluated as average value of eigieam quality. On the basis of these tables, talbte 5
factors: team members are encouraged to try ndarmed which shows average value of team work
work methods, team is included from the verand interpersonal relationships.
beginning in new projects connected to its
products/services, every innovation in team work iBsrom table 5 we can see that average value of team
appreciated and rewarded, problems connected vwork and interpersonal relationships in small and
business/clients are discovered quickly, thmiddle-sized enterprises amount to 3.31. The highes
discovered problems are solved quickly, probleraverage value has synergy of team (3.51) which
solving is seen as learning and development of tidicates that in these companies great attenson i
team, team members often suggest innovations paid to developing the sense of belonging shared by
work and finally, team members readily accepll members of the team. Innovations have the
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lowest average value (3.21) which shows that theye naglected in a way.

Table 2: Assessment of associates™ skills (N=78)

Average | Standard | Coefficient of
L L 12| 3| 4| 5
value deviation | variation(%)
Training and competence for professional 3.42 105 30.70 4 1715 | 34| 10
work performance
Training in administrative work and 3.38 103 30.57 1 14201 32| 9
procedures
Formall system for recognizing needs for 311 0.99 31.88 5 1528 26
education
Systematic identifying of need for education 291 1.02 35.10 5| 2524 | 20
Additional t‘ramlng is given on the basis of 279 107 38.41 8 2622 18
employees™ needs
Compet_er!ce of team members for different 353 102 28.81 1 1116 | 38| 10
tasks within the team
Willingness o_f team members to perform 356 0.99 27 72 1 11171 37| 11
other tasks within the team
Team r_nembers highly value additional 3.49 0.95 27 24 1 1026/ 29! 11
education
Table 3: Assessment of innovations in team (N=78)
Average | Standard | Coefficient of
L - 12| 3| 4|5
value deviation | variation(%)
Encouragement of team members to 3.32 0.99 29.72 3 1p 2827 8
try new work methods
Team is mg:luded from the beginning 331 101 30.55 4 10 2530 7
in new projects
Every innovation in team work is appreciated 274 110 40.03 1122 | 25! 16| 4
and rewarded
Probl_ems connect_ed to business/clients 3.35 1.04 3115 4 18 2132 8
are discovered quickly
Dlscovered problems are solved 3.92 103 31.93 5 1p 295 7
quickly
Problem solving is seen as learning 3.41 0.96 2813 3 d o031 8
and development of the team
Team members often suggest 3.04 1.01 33.31 1 28 2B19| 7
innovations
Team members readily accept 3.27 0.93 28.61 1 15 3p22| 8
innovations
Table 4: Assessment of team quality (N=78)
Average | Standard | Coefficient of ol 3| 4l s
value deviation | variation(%)
T_eam members are familiar with their 3.47 0.94 26.94 1 1023 35| 8
clients” needs
::tlilznilsearly defined who are the team's 3.49 0.99 28.39 1 1117/ 39| 8
Standards_of work within the team are 3.92 103 31.93 5 1p29| 25| 7
clearly defined
Standards of work are followed 3.17 1.02 32 35 1 1825 24| 7
regularly
Feeqlback on monitoring team work is 3.05 1.04 3419 5 1827 21| 6
received regularly
Quantative standards of effectiveness 3.05 1.04 34.19 8 16301 20! 6
are followed
Team o_bseryes o\rgamzatpnal standards 3.28 0.98 29.83 4 1031 26| 7
for solving clients™ complaints
Complaints are cons[der(_ed regularly, 3.31 101 30.55 4 1p25| 30| 7
and lessons are applied in further work
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Table 5: Average value of team work and interpeasoglationships
Synergy | Skills| Inovationg Quality Average value

Small and middle-sized enterprises (N=78) 3.51 37 3.21 3.25 3.31

CONCLUSION training so they can develop skills of team work an
to reward them appropriately for common efforts.

Team effectiveness can be measured by individual
and group results that are a product of forminginnREFERENCES
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processes are normally under influence of managéigteman, B., Wilson C.F., & Bingham, D. (2002). ifrea
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needs of members and in this way increase loyalty RoPbins, S., & Coulter, M. (2005)Management(in
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market they have to pay great. attention to fo,Sge”,rkemke, R. (November 1993). Rethiking the Rush tariie
team work. Managers play an important role in this. Up. Training.
They have to pick out individuals who have
interpersonal skills for team work, to enable their



