Creating and Managing Effective TeamsOrganizations of today’s society have reorganized their work environment to be able to compete more effectively and efficiently in the modern business world. Pressure on organizations for high-performance in competitive markets has placed a premium on teamwork. Teams are more flexible and receptive to changing events in the modern business world than traditional permanent groups. According to Effective team vital for success in workplace (2007) “There are significant benefits to be gained by having in place an effective team in your organisation [sic] -- you will notice improved flexibility, communication and morale; quicker and better problem solving; and less dependency on outside support functions.” To put this statement to the test, I ran through the Creating and Managing Effective Teams simulation provided by Axia College. The purpose of this essay is to relay my findings and show how effective team management can benefit organizations. 
As a General Manager of Luxurion Auto Design Center, during the simulation, I was given the task of temporary Team Manager. My primary objectives and tasks included but were not limited to:•Match team candidates with appropriate roles. 
•Manage individual and team conflict. 
•Practice techniques for ensuring high team performance. 
•My team’s research was intended to set the future direction Luxurion Auto’s next line of vehicles. 
•If the team would fail the company would face possible jeopardy. 
In addition, I was assigned a mentor, Sarah Fisher, to give me periodic feedback about my decisions, and to remind me of end goals throughout the simulation. 
My first task was to determine what type of team I would need for the project. The basis for the team selection was to have members that could work together, create, implement, and follow through with the use of diversity and innovation to produce effective and efficient results (Robbins, S., 2005). I chose to have a Cross-functional Task Force (cross-functional team) because this type of team would allow for more diverse ideas. I would be able to choose from the best employees of varying expertise and from different work areas for the specific task, for a temporary time-frame, and the team would be easy to disband once the task was complete. Sarah concluded that I had made the right choice, and in support of this conclusion, McManus. K. (2007) confirmed that… “Effectively led cross-functional teams can help organizations ensure that a diverse set of ideas are considered.”My second task was assembling the task force (temporary cross-functional team). I was advised to (1) match the best experienced employee to each of the five positions available, (2) highlight the team’s universal purpose, and (3) build trust with team members for myself, and other members of the team (Robbins, S., 2005). Of the seven employees I had to choose from, I chose the five that I believed best fit the five positions that were available. 
1. Assessor and Advisor: Offers insightful analysis of options, and encourages the search for more information. 
•John—Left BMW to spearhead (lead) Luxurion’s Development department; 15 years experience managing automotive development. 
2. Creator: Initiates creative ideas. 
•Amrita—Left Ferrari to become Luxurion’s Interior and Exterior Designer; six years experience as a junior designer and two years experience as a Production Interior and Exterior Designer. Best selling Designs in Europe. 
3. Controller and Organizer: Examines details, enforces rules, and provides structure. 
•Marcell—Left Ford’s Jaguar Finance Department; five years experience as a Project Manager; excellent project management skills. Best known for helping keep teams focused and on track. 
4. Promoter and Maintainer: Campaigns ideas after they are initiated, and fights external battles. 
•Janice—Left Mercedes-Benz; 12 years experience in Public Relations; a natural net worker. Best known for bringing excitement and momentum to Luxurion’s PR Dept. 
5. Linker and Producer: Coordinates and integrates, provides direction and follow through. 
•Petra—Training and Development Manager for Luxurion; experience as a classroom educator at a prominent automotive college; excellent verbal communication skills; previous classroom leadership and present leadership coordination of Luxurion’s training programs have been exceptional. 
Of the five positions available, I was able to fill positions three, four and five quickly. However, I juggled positions one and two a few times before confirming my original choice. First, I chose John for his management experience because I believed he would be the best leader for the group. Second, I chose Amrita for her experience with creative designs in Europe. Third, I chose Marcell for his experience in project management and keeping teams on track during complex projects. Fourth, I chose Janice for her experience in public relations as well as her network marketing skills, excitement and momentum. Finally, I chose Petra for her communication skills as well as her leadership coordination skills. Sarah concluded that I had made the best choice for team members with the right skills to effectively achieve the project goals, and in support of this conclusion, Effective team vital for success in workplace (2007) recognized that… “Your team needs to have the right skills to achieve their objectives without having to depend on outside people.”There were several factors to consider in order for me to be able to manage the team effectively. These factors included but were not limited to:•Outlining the common purpose of the team•Setting ground rules•Identifying roles and responsibilities•Schedules•Conflict and resolution•Strengths and weaknesses of the make-up of team norms•Type of task the team would undertake•Incentives, motivation and reward structureThe first incident that arose was a conflict between John and Amrita. Apparently, they had worked together before, and it was a bad experience for both of them. Team members became uncomfortable with the fact that John and Amrita were making rude comments to one another and complaining openly about each other. Apparently, their competitiveness was bringing down team moral. According to Effective team vital for success in workplace (2007) “Everyone in the team must have a common set of objectives to ensure that they co-operate rather than compete.” Hence, I chose to use training and contingent goal completion to manage the conflict. I enrolled John and Amrita in a negotiations class, where they learned how to keep their competitiveness productive. Subsequently, I assigned specific project deliverables to help make their achievements contingent to the common goal. Sarah concluded that I had made a good choice, and in support of this conclusion, Robbins, S. (2005) concurred that… Team members that undergo training can become better team players. 
The second incident involved redirecting individual performance. Amrita, who was used to designing her own ideas, began pushing her personal agenda on the team instead of looking for industrial innovations. I chose to balance Amrita’s behavior with recognition. The basis for my decision was not to discourage Amrita from coming up with new ideas, but rather to emphasize that the purpose of forming the team was to come up with innovative ideas to help set the future direction Luxurion Auto’s next line of vehicles. The goal was to address the issue as a team and give Amrita some recognition for her outstanding efforts. Sarah concluded that I had made a good choice, and in support of this conclusion, Robbins, S. (2005) affirmed that “…recognition should be given to individuals for how effective they are as a collaborative team member.”The third incident involved team efficiency. The team had moved into a groupthink rut that had lowered the creativity of the project. I chose to incorporate a devil’s advocate to stimulate creativity and shake them out of the groupthink rut. I reassured team members that the purpose of the devil’s advocate was to help stimulate creative ideas, and not an attack on the team. In addition, I remind the team that their purpose is to create a line with the best design features around. Subsequently, I designate a team member to be a permanent Devil’s Advocate. Sarah concluded that I had made a wise choice, and in support of this conclusion, Lally, R., (1997) emphasized that…Devil's advocates feel that perceiving any idea from its downside is a moral obligation. Despite their negativity, they do have a value. You don’t [sic] want a team of cockeyed optimists who can’t [sic] see the flaw of an idea or strategy. The devil’s advocate can help strike a balance. 
The fourth incident involved redirecting team performance. Report status confirmed that team performance was faltering. While the team had identified some superlative practices in design, they still had not come up with any truly innovative proposals yet. As Team Manager, my responsibility was to remember that the team’s objective was to seek out innovative ideas that could give Luxurion Auto a dynamic edge, and to determine how to get the team back on track. After careful consideration, I chose to develop team confidence through training. I called a meeting to discuss the report and commend the team’s findings. Then I reminded the team that their common goal was to provide innovative ideas with the intention of setting the future direction for Luxurion Auto’s next line of vehicles that would give Luxurion the cutting edge in the industry. I confirmed that the team may be nervous about the challenge. Then, to reward their current progress, I arranged a meeting at a local resort, led by a top auto design expert. The expert’s revolutionary ideas helped ease the team’s fears about finding and proposing new innovative concepts. Sarah concluded that I had made a sensible decision, and in support of this conclusion, Lavendol, V. (2007) confirmed that… Team training helps give team members more clarity and confidence in their roles, reduces anxiety and helps them focus more on the team’s primary objectives. 
Overall, I do believe that my team was created and managed effectively. The board was pleased with the reports findings. They believed that the results would make their next line very successful. They even arranged an all expense paid trip to Hawaii for my team and me. After completing this simulation, I decided to run the simulation again. 
For my second simulation I decided to keep Cross-functional Task Force (cross-functional team) because I still believe that it was the best choice. However, I decided to change the assembly of my task force a little differently. 
1. Assessor and Advisor:•Harvey—Senior designer for Luxurion; 15 years in design, sales, manufacturing, and production for various auto makers. Best known for versatility, creativeness, and detail-orientation. 
2. Creator:•John—Left BMW to spearhead (lead) Luxurion’s Development department; 15 years experience managing automotive development. 
3. Controller and Organizer:•Marcell—Left Ford’s Jaguar Finance Department; five years experience as a Project Manager; excellent project management skills. Best known for helping keep teams focused and on track. 
4. Promoter and Maintainer:•Janice—Left Mercedes-Benz; 12 years experience in Public Relations; a natural net worker. Best known for bringing excitement and momentum to Luxurion’s PR Dept. 
5. Linker and Producer:•Petra—Training and Development Manager for Luxurion; experience as a classroom educator at a prominent automotive college; excellent verbal communication skills; previous classroom leadership and present leadership coordination of Luxurion’s training programs have been exceptional. 
Notice that I maintained the same team candidates for positions three, four and five from the first simulation because they truly seemed to be the best fit. However, since I had originally juggled positions one and two, I wanted to see what would happen when I changed my decision. It appeared to me that either Harvey or John could have filled positions one or two successfully. Also, I thought that they could have even been interchangeable between these positions based on their levels of experience. Sarah concluded that I had not made the best choices for my team. In fact, her choices mirrored my original choices in the first simulation. However, I was prompted to go forward with my choices. 
The first incident involved redirecting individual performance. Apparently, Harvey turned out to be a social butterfly, and he missed a number of meetings due to business travel. Consequently, I chose to provide a technological resource for Harvey. I figured that web conferencing would be the best way to keep up with Harvey’s schedule and keep the team on track at the same time. In addition, team members would be able to use the software for other organizational purposes as well. Sarah concluded that I had made a sensible decision, and in support of this conclusion, Raths, D. (2007) asserts that … Effective project teams create text messaging groups with people they are working with in other departments and use Web conferences to keep up with far-flung colleagues. 
The second incident that arose was a conflict between John and Harvey. Apparently they had worked together before, and it was a bad experience for both of them. Team members became uncomfortable with the fact that John and Harvey were making rude comments to one another and complaining openly about each other. It appeared that heir competitiveness was bringing down team moral. This was the same scenario as with John and Amrita in simulation one. Therefore, I chose to use training and contingent goal completion to manage the conflict because it was clearly the best choice. 
I enrolled John and Harvey in a negotiations class, where they learned how to keep their competitiveness productive. Then, I assigned specific project deliverables to help make their achievements contingent to the common goal. Sarah concluded that I had made a good choice, and in support of this conclusion, Robbins, S. (2005) concurred that… Team members that undergo training can become better team players. 
The third incident involved team efficiency. The team had moved into a groupthink rut that had lowered the creativity of the project. This incident was the same one I dealt with in the first simulation. Though I truly believed that incorporating the devil’s advocate was clearly the best choice, I chose the first option (play it safe—creativity is not necessary). Needless to say, Sarah concluded that I should have incorporated the devil’s advocate, and in support of her conclusion, Lally, R., (1997) emphasized that… The devil’s advocate can help strike team balance. 
The fourth incident involved redirecting team performance. Report status confirmed that team performance was faltering. While the team had identified some superlative practices in design, they still had not come up with any truly innovative proposals yet. Again, this was the same scenario I had encountered in the first simulation. Though I clearly believed that it would be best to develop team confidence through training, I chose the third option instead (eliminate social loafing). Needless to say, Sarah concluded that I should have developed team confidence through training, and in support of her conclusion, Lavendol, V. (2007) confirmed that… Team training helps give team members more clarity and confidence in their roles, reduces anxiety and helps them focus more on the team’s primary objectives. 
Overall, I do not believe that my team in the second simulation was created and managed very effectively. Almost every decision I made was contradicted by Sarah. The board did not arrange an all expense paid trip to Hawaii for my team and me on the second simulation either. To me, the second simulation demonstrated possibilities of what would most likely occur when team selection and management is not in agreement with the primary goals for the team. In addition, ineffective management of teams can have devastating effects for team members as well as the organization, not to mention that, there are no rewards for poor team productions. 
In conclusion: The simulations encouraged the deployment of each of the four contextual factors to ascertain team effectiveness. According to Robbins, S. (2005) the four contextual factors include:•Adequate resources•Effective leadership•Climate of trust•Performance evaluations and rewardFactor one, adequate resources, was implemented in Harvey’s situation. Providing a technological resource proved to be the best way to keep up with Harvey’s schedule and keep the team on track at the same time. 
Factor two, effective leadership, was implemented successfully in every situation in the first simulation. Effective leadership lead to overall team and organizational success, and everyone reaped the rewards of the team’s success. Unfortunately, ineffective leadership prevailed in the second simulation and the results were seemingly devastating for team members and the organization as a whole. 
Factor three, climate of trust, was probably most effectively implemented in the first simulation when the team entered into the groupthink rut. The implementation of the devil’s advocate helped strike a balance for trust among team members and boost the creativity of the team. 
Factor four, performance evaluations and reward, was probably most effectively implemented with Amrita in simulation one. Amrita was encouraged, through recognition and reward, to realize that the purpose of the team was to come up with innovative ideas to help set the future direction Luxurion Auto’s next line of vehicles without becoming discouraged from coming up with new ideas of her own. Consequently, Amrita maintained her personal level of creativity while learning to explore all other possible resources for more innovative ideas. 
From the simulations and examples presented anyone can see that effective team management can benefit organizations on many different levels. According to Effective team vital for success in workplace (2007) “A team is often defined as a group of people with complementary skills, who are committed to a common purpose, performance goals and approach for which they hold themselves mutually accountable.” Therefore, the key to effective leadership is for the manager and team members to have an open line of communication, a climate of trust, adequate resources and the implementation of performance evaluations and rewards through out the life of the team. 
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