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Abstract: An unavoidable life and
management is teamwork. The goal of forming and using teams is to
realize certain jobs and work tasks, to achieve or contribute to the
achievement of certain results and thus the effective achievement of
defined organizational goals. Only an effective team can contribute to
the effectiveness of management. For these reasons, the subject of

the paper is to consider the characteristics of the team and

part of organizational

teamwork, the advantages and disadvantages of the use of teams
and the effectiveness issue of the team itself. The aim of the paper is
to point out the possibilities that the use of the team can provide,
and also the obstacles it can bring, in order to recognize the ways of

achieving and improving the effectiveness of the team.
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Introduction

Management is a process of work-
ing with the help and cooperation
of other people in order to effec-
tively achieve organizational goals
with the efficient use of limited
resources in a changing environ-
ment. [Kreitner, 1983] While effi-
ciency means that the outputs or
desired goals are achieved with

minimal use of inputs or resources,
effectiveness refers to the degree of
achievement of goals that have
been set. The more the desired
goals are achieved the organization
and its management are more

efficient.

In addition to individual jobs and
work tasks, a significant number of
work tasks in the organization are
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performed through teamwork. An
unavoidable part of organizational
life and management is team i.e.
team work. The goal of forming and
using teams is to realize certain
jobs and work tasks, to achieve or
contribute to the realization of cer-
tain results and thus the effective
realization of the set of organiza-
tional goals.

Only an effective team can con-
tribute to the
management. For these reasons the

effectiveness of

paper will consider the character-
istics, advantages and disadvan-
tages of the team and teamwork as
well as the issue of the effecti-
veness of the team itself.

The first part of the paper defines
the notion of team and explains the
characteristics of teamwork, differ-
ent types of teams that can be used
as well as stages in team develop-
ment. The second part of the paper
points out the reasons for the team
use and the numerous advantages
that team, if used properly, can
bring. At the same time, as teams
face many obstacles, it is also
pointed out to them as well as the
fact that the expected advantages
of using teamwork will not be
realized automatically and that the
disadvantages that teamwork can
bring must be borne in mind. The
third part of the paper deals with
the issue of team effectiveness, that
is the characteristics that make the

Fkonomski signali 96

team effective and the possibilities
of achieving and improving team-
work and team effectiveness, con-
cluding, among other things, when
teams should be used and when
they should not be used.

1. Team and teamwork

A team is made up of a group of in-
dividuals working together to
achieve their goal. Peter G. Nort-
house defines the team as follows:
"a team 1s a type of organizational
group consisting of members who
are interdependent, who have com-
mon goals and who must coordinate
their activities to achieve these
goals". [Northouse, 1997, 160] Ac-
cording to Halvorsen, a team is a
set of individuals who are interde-
pen-dent in their tasks, share re-
sponsibility for outcomes and view
themselves as a unit embedded in
an institutional or organizational
system that operates within the
established boundaries of that
system. [Halvorsen, 2013]

A team is a kind of group. Every
team is a group, but not every
group 1s a team. Each group does
not become a team, but only one
that develops certain characteris-
tics, such as a high degree of
identity, coherence, harmony and
cooperation of members. The team
is characterized by precisely stated
goals, commitment to clear tasks
and well-defined common goals.



The widespread use of teams began
in the United States in the 1980s,
when industries such as auto-
mobiles and steel, trying to fight
the growing Japanese competition,
began to form the quality circles in
which workers met weekly or
monthly to discuss ways to improve
quality. These teams helped compa-
nies to eliminate deficiencies and
but enthu-
siasm for them waned. One Ameri-
can study, which included 1,000

companies, found that 65% of com-

reduce reprocessing,

panies used such groups in 1986.
According to Professor Ed Lawler
"quality circles lose their appeal
because they work in parallel with
work processes, not within them."
In other words, they are good for
solving minor quality problems, but
because they do not follow changes
in the way they work, they cannot
bring quantum leaps in produc-
tivity. [Dumaine, 1994]

Forming a team is a process that
involves not only professional peo-
ple, but also the selection of such
individuals who are willing to work
with each other in the team. Team
management is based on respect for
individuals, team members, and
the division of labor between them.
Members must see themselves as
part of a team that take on part of
the responsibility as well as part of
the leadership, help other members
and complement each other. Team

implies cooperation of members
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and not competition as well as
togetherness and teamwork.

An important feature of teamwork
is that each team member is res-
ponsible for the results of the entire
team rather than just their own
results. The team determines the
results it should achieve guided by
the desired goals. For these purpo-
ses, it applies the decision-making
process in which members declare,
agree or disagree about the goals
that have been set, steps or activi-
ties they need to take to achieve
them as well as about the time
(immediately or later) to take ac-
tion. Action can include internal
change, training, collaboration, but
also action outside the team includ-
ing networking with others and
seeking support. The contribution
should be
reflected in finding the ways to

of the team leader

improve teamwork, addressing the
issues the team is facing with and
identifying the ways in which the
team would like or could improve.

The types of teams that are formed
and used are different. These are
the most often types of teams: a)
traditional working teams, that is
teams with the lowest degree of
autonomy in which two or more
employees work together to achieve
a common goal and report to man-
agers; b) teams that encourage em-
ployee participation, that is teams
with a slightly higher degree of
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autonomy whose members provide
management with advice and sug-
gestions on specific issues but do
not have the authority to make de-
cisions; ¢) semi-autonomous work-
ing teams, that is teams which
have the authority, although not
complete, to make decisions and
resolve problems related to basic
issues of product production or
service provision; d) self-governing
teams, that is teams which manage
core operations directly related to
the production of products or the
provision of services, without first
obtaining the consent of manage-
ment; and e) self-defined teams,
that is teams which, in addition to
the characteristics of self-governing
teams, also control the way the
team 1is organized, the execution of
work tasks and team membership.
[Williams, 2018, 176-178] The fol-
lowing types of teams can also be
distinguished: interfunctional
teams, which are composed of em-
ployees from different functional
areas of the organization; virtual
teams, which are composed of em-
ployees from different geographical
areas or parts of the organization
who use telecommunications and
information technology in perform-
ing the organizational task; as well
as project teams, which are formed
in order to realize a certain project
or task in a given period of time.

The most common are two broad
types of teams: work teams, which
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include high-performance or self-
management teams, and special-
purpose problem-solving teams.

The initial types of teams from the
1980s, in which people took a few
hours off each week to discuss
problems, should not be seen as
outdated, extinct forms, although
their numbers have declined signi-
ficantly. It should be borne in mind
that they can increase productivity
although they will not provide
above-average incentives. Such in-
centives come precisely from self-
governing or high - performance
teams whose members are fully
authorized to organize their work
and make decisions.

Problem-solving teams have speci-
fic missions which can be broad (for
example, to find out why customers
do not like us) or narrow (for ex-
ample, to determine why a given
product is constantly not working
properly). Once the job is done,
such teams are usually disbanded.
One U.S. survey found that 91% of
U.S. companies use problem - solv-
ing teams. On average, about 20%
of a company’s employees, at any
given time, are on those teams.
Although problem-solving teams
are temporary teams, work teams
used by about two-thirds of U.S.
companies are usually permanent.
Instead of solving specific prob-
lems, the work team works on a
daily basis. [Dumaine, 1994]



During their existence or lifetime
teams go through certain phases.
According to Tuckman [Tuckman &
Jansen, 1997] the stages of devel-
opment are: formation, storm,
standardization, performance and
interruption. The formation phase
primarily includes testing or iden-
tifying the boundaries of both inter-
personal and task-related behavior
establishing with

leaders and other group members.

relationships

The second phase is characterized
by conflict and polarization around
interpersonal issues while, at the
same time, members reacting emo-
tionally to tasks. These behaviors
serve as resistance to group influ-
ence and task demands and can be
In the third
phase, that is the standardization

labeled as storms.

phase, resistance is overcome, feel-
ing and cohesiveness in the group
are raised, new standards are de-
veloped and new roles are accepted.
Personal opinions were expressed
in the area of tasks. In the fourth
phase, the performance phase, the
roles become flexible and function-
al, and the group energy is task-
oriented. Structural issues have
been resolved and the structure can
become a task support now. The
last phase, the phase of inter-
ruption, means the dissolution or
termination of roles, completion of
tasks and reduction of dependence.
According to some, this is a phase
of mourning with respect to the loss
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that former participants feel. This
phase can also be a stressful
process, especially where a team
break is unplanned.

2. Advantages and
disadvantages of teams

When teams are successful, there is
nothing like them that would con-
tribute to productivity to such an
extent. Thus, for example, some
service companies in the United
States, such as Federal Express
and IDS, have increased produc-
tivity by up to 40% by introducing
self-governing work teams. Boeing
has used teams to reduce the
number of engineering suspensions
on its new passenger plane by more
than half. According to the words of
the then president of Boeing, Philip
Condit: "Your competitiveness 1s
your ability to make the most effi-
cient use of people's skills and
knowledge, and teams are the best
way to do that". [Dumaine, 1994,
89]

The reasons for using teams are
numerous. In addition to increasing
productivity, if wused properly,
teams can raise morale, encourage
innovation, increase customer sat-
isfaction, product and service qual-
ity, job satisfaction and decision-
making quality. [Williams, 2018,
173-174] For example, by forming a
team and training it to meet cer-
tain customer needs, customer sa-
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tisfaction will also increase. Or, by
leaving the responsibility for the
quality of provided products and
services to the team, whose bonus
size will depend on the achieved
performance, it is created the space
for achieving higher quality of
provided products and services. As
teamwork provides an opportunity
for employees to improve their
skills, especially through training,
as well as to express leadership
skills in the position of team leader,
it also increases employee satisfac-
tion at work. Teamwork also
increases the quality of decision-
making process by using the advan-

tages of group decision-making.

An important feature as well as an
advantage of teams is that they can
be quickly formed, reshaped and
redesigned, without affecting other
processes in the organization.

At the same time, the teams face a
lot of obstacles. An explanation can
be sought in this regarding the fact
that the use of high-performance
teams like the ones mentioned
above that have achieved excellent
results is not expanding as fast as
might be expected. Thus a survey
on the example of 1,000 companies
has showed that 68% of companies
high-
performance teams. Although this

use  self-managed or

finding gives the impression of
great use by teams, research has

also shown that only 10% of
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workers are present in such teams,
[Dumaine, 1994] which is hardly a
number that would lead to a crucial
change.

The use of teams does not guar-
antee that the above mentioned
expected reasons and advantages
will be realized. Problems and
shortcomings inherent in teamwork
can primarily be those related to
giving up teamwork, insufficient
commitment in teamwork as well
as shortcomings of group decision-
making. [Williams, 2018, 174-175]
Given that teamwork requires ad-
ditional responsibility, effort and
learning, some employees may re-
quest to be excluded from the team.
Then, the bigger the team is, it is
more probable that all team mem-
bers will not be equally committed
to fulfilling tasks and achieving
team results, which will go hand in
hand with the lazy people and
discourage the most engaged team
members. In addition, as group
decision-making has its drawbacks,
especially in terms of longer
decision-making time and unanim-
ity when bad decisions are made in
order to avoid disagree-ments, they
can also lead to additional short-

comings of teamwork.

Problems that arise in connection
with the team and teamwork are
also those that many companies
often rush and form the wrong type
of team for a given job or task. A



particular problem is that teams
are often left to fend for themselves
without adequate support or in-
other
changes in the organization. An ad-

volvement in parts or
ditional problem is that teams are
used where and when they are not

really needed.

It often happens that a company
because it i1s afraid to relinquish
control, does not create the dynam-
ic self-management team that is
really needed and then wonders
why its teams do not function or do
not give good results. Teams are
also often left to fend for them-
selves, sometimes in some sort of
vacuum, with little or no training
or support, no changes in the way
they work, no introduction of new
systems to help communication
between teams and other changes
in the organization. Dissatisfaction
is created and members end up in
infinitely long meetings trying to
understand why they are in the
team at all and what is expected of
them. Precisely in line with the
opinion of Paul Osterman, a profes-
sor of management at MIT's Sloan
school: "When teams are introduced
in combination with other changes
in the organization, they work.
When they are introduced as an
isolated  practice, they fail".
[Dumaine, 1994, 90]

There is also a problem that teams
are overused. Some companies will
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create teams where they don't
really need them. What they don’t
realize is that employees, whether
they’re lonely individualists or cre-
types,
better in the team. Forcing them to

ative aren’t necessarily
sit In a team meeting, where they
are waiting for a consensus to be
reached can even diminish creativ-

ity.

When companies are in trouble,
they often restructure into teams.
However, putting people in teams
does not solve problems by itself; if
it is not done thoughtfully, it can
cause even more problems.

[Thompson, 2017]

For these reasons, it is crucial to
analyze the job or task before the
team is formed. It is necessary to
consider whether the task really re-
quires mutual interaction of people
or the work can be done faster by
one person. After all, the teams
themselves need a lot of time and
energy to form.

There are also a number of ques-
tions about paying teams. Thus, for
the
whether to pay the team as a

example, question  arises
group, which, in turn, raises the
question of whether the best team
members will feel bad then? Or to
pay team members according to in-
dividual performance, which then,
in turn, raises the question of how
teamwork will be encouraged in

this way? Companies that gener-
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ally make the best use of teams
usually pay members individually,
with a significant difference, but
assuming they conduct teamwork,
so sharing attitudes and the ability
to get along well with others is a
key issue in an individual's annual
performance review.

The attitude "you will not succeed
with teams if you do not change the
attitude of people" is also related to
teams and teamwork. This attitude
stands, it is unavoidable and it
must be kept in mind, but particu-
larly with the fact that this atti-
tude is changed primarily by the
personal example of management
and leaders and the attitude of
management towards its staff i.e.
its people.

3. Team effectiveness

Team effectiveness is the ability
that a team has to achieve goals or
tasks managed by authorized staff
or organizations [Aubé & Rousseau,
2011, 567]. Team effectiveness can
also be defined as the ability of a
group of people, usually with com-
plementary skills, to work together
to achieve the goals set by manage-
ment, team members or team lead-
ers. [Kellechi, 2020]

What kind of characteristics make
the teams effective, i.e. which char-
acteristics are a prerequisite for
successful teamwork, is pointed out
by Robbins and Coulter, among
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others. [Robbins & Coutler, 2005]
Also what makes the team effective
is shown by Thompson, Hochwarter
and Mathys.
1997]
workgroup characteristics and ef-

[Thompson et al.,
The relationship between

fectiveness in the context of the
implications for designing effective
workgroups is shown by Campion,
Medsker, and Higgs. [Campion et
al., 1993] Consequently, effective
teams are characterized by the
following features: a) clear goals; b)
high competence of members with
knowledge, skills and experience,
with special importance of interper-
sonal skills without which, despite
great expertise, bad effects can
occur; ¢) mutual trust; d) commit-
ment; e) good communication; f) ne-
gotiation skills; g) good leadership;
h) internal and 1) external support.

There are several models of team
effectiveness, including the GRPI
model, the
Katzenbach and Smith,
model,

model provided by
the T7
the models provided by
LaFasto and Larson, Hackman and
Lencioni, which show that there
are several critical factors for
achieving maximum team effective-
ness. Accordingly, they help us
understand what the best manage-
ment techniques would be in order
to get optimal performance from

the teams.

The GRPI (Goals, Roles, Processes,
Interpersonal relationships) team



efficiency model highlights four
team components that need to be
effective. These are: 1) goals, in
terms of well-defined goals and de-
sired results with clearly stated
priorities and expectations; 2) roles,
in terms of well-defined responsi-
bilities and acceptance of leaders;
3) processes, in terms of clear
decision-making processes as well
as working procedures; and 4) in-
terpersonal relationships, in terms
of good communication, trust and
flexibility. [Beckhard, 1972] Be-
cause of its simplicity, this model is
suitable when a team is being
formed or when a problem related
to the team is of unknown cause.

The team efficiency model of the
Katzenbach and Smith highlights
the three most significant results
and goals of each team: the prod-
ucts of teamwork, the resulting
performance and personal growth.
In order to achieve these goals, pro-
ductive teams must have three
necessary components: 1) commit-
ment, in the sense that teams are
committed when they have a
meaningful purpose, specific goals
and a common approach to their
work; 2) skills, in the sense that
team members need problem-
solving skills, technical skills to do
the job and interpersonal skills to
improve teamwork; and 3) respon-
sibility, in the sense that team
members must have personal and
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[Smith &

mutual responsibility.
Katzenbach, 1993]

The T7 team effectiveness model
was developed by Lombardo and
Eichinger [Lombardo & Eichinger,
1996] in order to define which fac-
tors affect team effectiveness. They
identified five internal and two
external factors, and as each, in
English, started with "T", hence the
name of the T7 model. The team's
internal factors are: a) Thrust that
is a common goal or objective; b)
Trust or knowledge that the team
has support; ¢) Talent or skills to
perform the job; e) Teaming skills
that is the ability to function as a
team; e) Task skills that is the abil-
ity to perform tasks. The team's ex-
ternal factors are: a) the suitability
of the team leader (Team leader
fit), that is whether the leader
cooperates well with the team and
b) the support of the team from the
organization (Team support from
the organization), that is how the
organization enables the team to
work. In order for the team to have
a high performance, all five inter-
nal factors must be present. How-
ever, no matter how complete the
internal factors are, if leadership
and organizational
lacking, team effectiveness will be
hampered. [Smith & Katzenbach,
1993]

support are

The team effectiveness model pro-

posed by LaFasto and Larson,
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called Five Dynamics of Teamwork
and Collaboration, contains five
layers or components that increase
the probability of team effective-
ness and they are: 1) a team mem-
ber, in terms of his abilities and
behavior; 2) team relations, in the
sense that the right behavior in the
team builds healthy working rela-
tions between its members; 3)
problem solving in the team, in the
sense that good team relations en-
able joint work on problem solving;
4) team leadership, in the sense
that proper leadership increases
team success; and 5) the organiza-
tional environment, in the sense
that the right processes and com-
pany culture in the organization
promote team commitment.
[LaFasto & Larson, 2001, 978]

The team effectiveness model pro-
posed by Hackman highlights five
conditions that must be met for
team members in order to work to-
gether successfully. These are: 1) to
be a real team and not a nominal
team. Effective teams have a
boundary that separates who is the
part of the team, members are in-
terdependent, and membership is
usually stable; 2) have a clear di-
rection towards which everyone is
directed. This means setting goals
that are clear, challenging and mo-
tivating enough for team members
to strive for together; 3) have a
structure that allows teamwork.

The structure of the team, its be-
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havior and the way it organizes
and works on its tasks should en-
able team work, and not hinder it;
4) have support in the organization
that enables the team to work
efficiently. This means that the
team receives adequate resources,
rewards, information, cooperation
and support needed to do its job;
and 5) providing training, profes-
sional training and team leader-
ship. Effective teams are those who
have access to a mentor or coach
who can help them with the issues
they dealing with. [Hackman, 2002]

The team effectiveness model set
by Lencioni is based on the causes
of dysfunctions, conflicts and politi-
cal maneuvers in the work team.
Knowing team dysfunction means
understanding how to cure it.
These five dysfunctions are: 1) lack
of trust. If team members are
afraid of being vulnerable or afraid
to ask for help then they will not
turn to their teammates for help; 2)
fear of conflict. If everyone tried to
preserve peace at all costs, there
would be no dynamic conflicts that
would result in productive ideas; 3)
lack of commitment. If people are
not committed to their job or team,
they will not follow their decisions
or deadlines; 4) avoidance of liabil-
ity. This is another flaw in the fear
of conflict where people do not want
to shift responsibility for their work
to others; 5) neglect of results. If
personal goals become more impor-



tant than team success, no one will
monitor and optimize team work.
Lencioni's model implies that each
dysfunction is solved one by one
from the bottom upwards, i.e. from
the last to the first.
2005]

[Lencioni,

Team effectiveness models help us
to identify shortcomings that hin-
der the team from collaboration
and creation of successful results.
Understanding a team’s effective-
ness model helps determine which
of the models would be the best to
optimize a given team by high-
lighting what works and what
needs to be improved.

Team leaders should be aware of
the unique dynamics and relation-
ships in their teams and create
space to consistently improve team
When asked what
makes some teams better than

performance.
others - the answer would primar-
ily be that it is less about who is in
the team and more about how and
how well they work together.

It is important to keep in mind that
the way team members work to-
gether determines the success of a
team much more than the strength
of individual team members.

Therefore, leaders who focus on
creation of a model of effective
teamwork encourage the work of all
involved, and thus the success of
their organizations.
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High-performance teams are a
unique blend of individual perspec-
tives, group dynamics and organi-

zational support.

Forming teams is best suited for
difficult,
tasks. These types of tasks are
often beyond the skills and abilities
of any individual. However, form-

complex and important

ing a team that will perform such
and other tasks does not guarantee
success. Instead the proper imple-
mentation of teams 1s positively
associated with both member satis-
faction and increased effectiveness.
Organizations that want to achieve
the benefits that teams bring must
carefully consider how teams are
built and implemented.

Teams are often created without
providing any training to members
to develop the skills needed to work
well in a team environment. How-
ever, training can greatly benefit
team effectiveness. [Kozlowski &

Ilgen, 2006]

Training of the team members is a
critical aspect, as teamwork can be
cognitively and interpersonally de-
manding. Even when a team con-
sists of talented individuals, these
individuals must learn to coordi-
nate their actions and develop
functional interpersonal interac-

tions. [Forsyth, 2006]

Teams are more likely to be suc-
cessful when the organization gives
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O'Reilly and
Pfeffer have shown that, by apply-

them full support.

ing a new team structure in which
management and company are
more supportive to the union work-
force, it can be created one of the
most productive plants, in this case
in the automotive industry, produc-
ing high quality cars. [O'Reilly &
Pfeffer, 2000]

The chances of successful teams
can increase if it is approached
carefully to the following: 1) setting
team goals and priorities; 2) selec-
tion of team members; 3) training;
4) rewarding; 5) communication in
the team; 6) team leadership; and
7) team conflict. [Williams, 2018]
Amason, Hochwarter and Thomp-
son [Amason et al.,, 1995, 20] as
well as Amason [Amason, 1996]
have shown that conflict manage-
ment is an important aspect of
improving teamwork.

One of the important factors is the
choice of team members. A careful
approach to the selection of team
members increases the chances of
the team to be effective. Choosing
team members, although it may
seem so, is not an easy task at all.
The management professor Edward
Lawler says that: "people are very
naive about how easy it is to create
a team. Teams are the Ferraris of
work design. They are high perfor-
mance but high maintenance and
expensive." [Dumaine, 1994, 91]
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According to Williams [Williams,
2018] it is almost impossible to
have an effective work team with-
out a careful selection of people
who are capable of teamwork or to
work in a particular team. Suénjar
and Zimanji [Suénjar & Zimanji,
2005] agree that assembling a team
1s a process that implies not only a
combination of professional people,
but also the selection of such indi-
viduals who are ready to work with
each other within the team accord-
ing to the previously stated princi-
ples. The relationship and influ-
ence of team member structure on
team performance was also pointed
out by Neuman, Wagner and Chris-
tiansen. [Neuman et al., 1999]

A team member is also a leader
whose change can greatly affect the
effectiveness of the team. The fact
that change in the field of leader-
ship, for example rotation of lead-
ers, has effects on the functioning
and effectiveness of the team has
been shown by Erez, Lepine and
Elms. [Erez et al., 2002]

It is often thought that a strong,
powerful and charismatic leader is
needed for teams to function effec-
tively. However, leaders who con-
trol all the details, manage all the
key relationships in the team, have
all the good ideas and use the team
to carry out their vision are usually
overworked and underproductive.
[Thompson, 2017]



What teams need is a transforma-
tional leader whose behavior is
characterized by the following:

[Bass & Riggio, 2006]

idealized influence or the ability
to involve people in their own
actions which means that people
like the way they work, they like
the way they treat people and
they like the approach to pro-
blems. Idealized influence is very
much related to the charisma of
the leader;

inspirational motivation or the
ability to inspire others with
their vision which means that,
with their inspirational motiva-
tion, they act on their followers
to achieve things that they did
not believe was possible;

intellectual stimulation or the
ability to encourage others to be
creative and challenge the preju-
dices they have. This behavior
allows the leader to use creativ-
ity as a competitive advantage;

individual consideration or the
ability to truly know those they
want to lead. This behavior al-
lows leaders to understand and
use the full potential of others.

In addition to all the above, on the
way to overcoming team shortcom-
ings and improving teamwork and
team effectiveness, the following is
important:
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Use the right team for the right
job,

Create a hierarchy of teams,

You can’t have teams without
trust and

Tackle the people issues head-on.
[Dumaine, 1994]

A common mistake among man-
agers 1s to think that a team will be
a team by itself. Also it is a
common mistake to approach the
formation of a team as if there is
only one type of team or one tool for
all jobs and tasks. It is necessary to
use certain types of teams depend-
ing on the need, for example: pro-
blem solving teams, product devel-
opment teams, self-management
teams, virtual teams and other
types of teams depending on the
need of the job or the nature of the

task.

In addition, teams will not meet
expectations if companies do not
force them to work together with
other teams. If teams are not given
a proper place in the organization,
the whole organization can stag-
nate.

An important feature of teams and
successful teamwork is the mutual
trust of team members. Therefore
its absence certainly leads to a lack
of team effectiveness.

Although the right types of teams
have been formed, an atmosphere
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of trust has been built and the
has
changed, it can also happen that
the teams are still not doing well.

organizational structure

The key reason then lies in the
neglect of our staff and their
problems, that is that we do not
deal with our people. That is why it
is important to get people to start
cooperating and train managers
and workers to behave openly and
honestly towards other team mem-
bers. It is also important to keep in
mind the fact that, no matter how
much they are trained, the most
accept a given
behavior by looking at exactly how

team members

management works.

Given all the above, the character-
istics, advantages and disadvan-
and the
inevitable need to establish a

tages of using teams

useful and successful team and
achieve effective teamwork, it is
also important to state in which
situations teams should be used
and in which they should not.
Teams should be used: when there
is a clear, convincing reason or
purpose for it; when work cannot be
done if people do not work together;
when rewards for teamwork and
team performance can be provided;
and when there are quite enough
resources available. Teams should
not be used: when there is no clear,
convincing reason or purpose for it;
when people can do the job on their
own; when awards are given to
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individuals for individual results;
and when the necessary resources
are not available. [Williams, 2018,
176]

Conclusion

An integral part of organizational
life and management is team and
teamwork. The benefits of using
teams are numerous, including in-
creased productivity, customer sat-
isfaction, product and service quali-
ty, job satisfaction and decision-
The
advantages will not be achieved

making quality. expected
automatically because the teams
face a lot of obstacles. Significant
shortcomings may occur which are
inherent in teamwork such as
giving up teamwork, insufficient
commitment to teamwork and
shortcomings of group decision-
making. In addition, the wrong
type of team is often formed to do a
given job, teams are often left to
themselves without adequate sup-
port or involvement in other parts
or changes in the organization, and
are often used where and when
they are not really needed. Form-
ing a team does not solve problems

by itself.

In order to contribute to the effec-
tiveness of management the team
itself must be effective, that is to
contribute as much as possible to
the achievement of defined goals.
The characteristics that make team



effective are clear goals, high com-
petence of members who have
knowledge, skills and experience,
with special importance of inter-
personal skills, mutual trust, com-
mitment, good communication, ne-
gotiation skills, good leadership, in-

ternal and external support.

Team effectiveness models show
that there are several critical fac-
tors for achieving maximum team
effectiveness, help in identifying
gaps that hinder the team from col-
laborating and achieving success-
ful results and point to appropriate
team management techniques to
achieve optimal performances.

Team leaders should be aware of
the unique dynamics and relation-
ships in their teams and create
space to consistently improve team
performance.

It is important to keep in mind that
it is less about who is in the team
and more about how and how well
team members work together, that
is the way team members work
together determines the success of
the team much more than the
strength of individual team mem-
bers.

High-performance teams are a
unique blend of individual perspec-
tives, group dynamics and organi-

zational support.

Consequently the basis for estab-
lishing an effective team and then
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increasing its effectiveness should
be sought in a careful approach to
every step of team formation and
use, starting from a careful ap-
proach to setting team goals and
priorities, selecting team members
and training to a careful approach
to rewarding team leadership and
managing team conflict.

In addition, in order to overcome
team shortcomings, improve team-
work and team effectiveness, it is
important to form and use the right
team for the right job, establish a
build trust
among team members and deal

hierarchy of teams,

with the problems of the members.
It is also important to know in
which situations to use teams and
in which not.
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Rezime: Nezaobilazan deo organizacijskog zivota 1 menadzmenta ¢ini
tim odnosno timski rad. Cilj formiranja i koriséenja timova jeste da
realizuju pojedine poslove i radne zadatke, ostvare ili doprinesu
ostvarenju pojedinih rezultata i time efektivnom ostvarenju postav-
ljenih organizacionih ciljeva. Samo efektivan tim moze doprineti
efektivnosti menadzmenta. Iz tih razloga predmet rada jeste
razmatranje karakteristika tima 1 timskog rada, prednosti i nedo-
stataka koriséenja timova i pitanja efektivnosti samog tima. Cilj rada
jeste ukazivanje na mogucénosti koje koriséenje tima pruza, ali 1
prepreka koje nosi, radi prepoznavanja nacina ostvarivanja 1
unapredenja efektivnosti tima.

Kljuéne redi: tim, timski rad, menadzment, efektivnost.
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