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Abstract

This study attempts to investigate the effectiverefsgrade-level teams within Emirates Internatidhaademy

— EIA (pseudonym), a fast-accelerating private atlooal organization in the UAE, using a questiorea
survey. In order to determine the characteristiws @lements of an effective team and, thus, fortaudaecific

research questions, Mickan and Roger (2000) is tadofor further study and compared with other étare

prior to conducting the empirical study. This re@sbas quantitative in nature and arrives at cosiolus in an

inductive manner, thus generalize the findingsiarlar organizations operating in the UAE. It issaloved that
the grade-level teams within EIA achieve goals limktwith the purpose of the Academy and mosthefteams,
in general, are effective but do not have suffitigerformance feedback opportunities for developmenorder

to increase the overall team effectiveness, sda@tership and team leaders are recommended tadpraud

encourage opportunities for teams to reflect udi and group- performance.

Keywords: Effective team, Educational organizations, Schod{E

1. Introduction

Since the 1950s, researchers have been interestbé benefits of teams within organizations (Hesde &
Walkinshaw, 2002; Mickan & Rodger, 2005). Throughearious investigations, teams were shown to fcete
effective work environment as they divide workloadd responsibilities (De Meuse, 2009). In additithe
collaborative environment that is created from elegork with other individuals has shown to incresie
satisfaction and productivity (West, 2004). “Ité&amwork that remains the ultimate competitive adivge, both
because it is so powerful and so rare” (Lencio@02 vii). As Azmy (2012: 19) argued, “Since theylmming of
the 20" century, globalization, technology, and the irtdg of work have resulted in more organizations
becoming aware of the importance of understanddagnteffectiveness”. For example, as Mealiea anthBad
(2005: 141) confirmed, “in the US, 82 percent ofpanies employing more than 100 employees haveduin
the use of groups to support organizational godghnedy and Nilson (2008: 4) added that “81% oftiize
500 companies are building at least partially tdrssed organizations, and at least 77% use tempprajgct
teams to perform core work”. In general, “Europeard North American employees often do not work in
isolation from each other but work in team” (Taggard Brown, 2001: 698). So, it is evident that the
significance of teamwork is on the rise as a resthe increasingly global nature of companieshim form of
multinationals, more diverse and cross-culturalgefinitions, and, overall, growing complexity imet structures
of these organizations (Naquin & Tynan, 2003). @adie the complexities of expansions, grade-lesainis
within workplaces are created (Mealia & BaltazdQ2) in various forms, eg, “project teams, virttak forces,
quality circles, self-directed work teams, standamgnmittees” and/or work units, eg, “surgical upagplane
crews, R&D teams, production crews” (De Meuse, 20B9). Many problems are likely to arise from thes
groupings and, as a consequence, leaders neekketthtachallenge of measuring, supervising andrangsthe
effectiveness of these newly launched teams. Tviesgoints can be equally true for the United AEabirates
(UAE) -- a fast growing gulf country and an emergimub to many international companies. As the agunt
allows growing organizations to take the respofigitio develop, monitor and maintain a sense oghownity
and productivity, forming work teams have beconpgacticing norm among companies in the recent years

In light of the changing economic and internatiobakiness scenarios, this study has made an attempt
investigate the effectiveness of grade-level teaiitisin a fast-growing private educational organiaatin the
UAE, namely, ‘Emirates International Academy — Efgseudonym), in an inductive manner to generdlize
findings on similar organizations operating in tHAE, using both primary and secondary informati&hA
became operational five years ago with a small rermnath academic staff who were hired from abroad laadi
just arrived new to Dubai. At the beginning, thademic employees worked as a small community trag
common organizational goal. In five years’ times #itademic staff size has doubled causing greateplexity

in the organization’s structure and operations.otder to maintain the sense of community and teansf
information effectively, senior leadership creatgdhde-level teams appointing team leaders to sewsve
mediators between senior leadership and the teghtédf, and ensure continued productivity of thhael as
teams. As observed in the literature, in recenesinteam leaders seem to have started facing pnebdd
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various kinds, eg, experiencing conflicts amongstrmoers, and, thus, risking expected productivitieams. In
this connection, measuring team effectiveness a&ftihg the strategy next have appeared as impodadt
timely for EIA. In this connection, in order to aitt the objectives of this research, the followiogus questions
were formed:

1) What characteristics are required within a teamwrder to ensure effectiveness?

2) How can team effectiveness be measured?

3) How effective are the grade-level teams withinEha?

2. Theoretical Development
Using the behavioral scientists’ viewpoints, Mealand Baltazar (2005:; 142) argued that “the sucokEtsam-
building efforts is a function of the number of dlable team characteristics that can be built iatevork
environment”. Although number of studies have ammid to focus on identifying characteristics ofnteaand
how they are linked with team effectiveness sitegedarly 1950s, a single and universally acceptaioldel of
team effectiveness is not yet visible in literatyHenderson & Walkinshaw, 2002). For example: MdGra
(1984), Driskell, Salas and Hogan (1987), Tannenhd&eard and Salas (1992), Klimoski and Jones ()l @9t
Blendell, Henderson, Molloy and Pascual (2001) aixgld team effectiveness using three componernist,in
process (or throughput) and output (or outcome)redee Shanahan (2001) suggested ‘structure’ asditioad!
component to these three. Rasker, van Vliet, vanBfeek and Essens (2001) worked on the operatazmrakxt
for the team and listed most of these componentietesmining factors of team effectiveness, egaoigational,
situational, team, individual, and task factorsckéin and Rodger (2000), in their study, listed nvastety of
the characteristics highlighted by other authors.

Table 1. Comparing Mickan and Rodger (2000) witieotmodels.

Characteristics (as d (A) | (B) | (C) G| B | ® |G| H () (J) | Total
Mickan & Rodger, 2000)
Clear purpose 4| 4| | - M M M 4| 4| 4| 9
Appropriate culture 4| 4| | M M - M 4| 4| 4| 9
Distinct roles 4| - 4| - - 4] M | - 4] 6
Suitable leadership 4| 4| - M - M M 4| | - 7
Relevant members 4| 4| | - M M - 4| - - 6
Adequate resources | | - - - | - | ™ - 5
Trust 4| | | M M - - | - - 7
Commitment 4| - | M M M - | - - 6
Flexibility - - M 4] - M - - - - 3
Coordination 4| | | - M M - | | 4| 8
Communication 4| 4| 4| ™ M M ™ - 4| 4| 9
Cohesion 4| 4| 4| - 4} 4} - - - - 5
Decision making M M M - 4] M M - %} %} 8
Conflict management M - M 4] o] 4] 4] M M M 9
Social relationships M M M - 4] 4] - M - M 7
Performance feedback - - M - - M ™M - | - 4
Article keys: (A)LaFasto & Larson (2001); (B) Hackman (2002); (Ce$¥ (2004); (D) Halfhill, Sundstroi
Lahner, Calderone, & Nielsen (2005); (E) Lencio20Q5); (F) Mickan & Rodger2005); (G) Mealiea & Baltazi
(2005); (H) De Meuse (2009); (1) Gilley, Morris, \W&, Coastes, & Veliquette (2010); (J) Carlock (2D1

For a clear conceptual development, the list afnteharacteristics developed by Mickan and Rodged@R are
compared with other prominent researches of th@&001-2012 in Table 1. Adopting the style of Meuse
(2009), a count of the number of appearances cktlobaracteristics in literature is also made edktreme
right column of the Table. Although Mickan and Red@2000) considered ‘specified task’ and ‘self-kiexge’
as important, these characteristics are finallyimdtided in Table 1 due to lack of coverage ireotiterature.

3. Resear ch Design & M ethodology

Most team effectiveness measures are based onctévistics of effective teams identified withineliature
(Bateman et al., 2002; West, 2004; Mickan & Rod@éq5). Bateman et al. (2002) formed a group tatera
Team Effectiveness Audit Taold combined both internal team dynamics and eatéeam output focusing on
six themes: team synergy, performance objectivksls,suse of resources, innovation and quality.eTh
questionnaire employed statements on these thesmasg & 5-point Likert scale and was piloted witgraup of
managers and a group of staff personal before ¢healasurvey. This audit tool was later conducteth w00
participants, and outcomes were grouped and caéclita reveal the overall team score. West (20@4Ekbped
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the Team Reflexivity Questionnainmade up of statements focusing on task and saflakivity and measured
the statements using a 7-point scale. Individualstjonnaires were then combined to calculate the tecores
on task reflexivity and social reflexivity sepalgtéy adding the values of each section and digdinby the
number of team members. The values were then aigedaas high (score of 42-56), average (scoreded B,
or low (score of 0-33) allowing each team to deiaartheir areas of strengths and weaknesses, feddoy
reflections towards further improvement. Mickan aRddger (2005) made their empirical investigation b
selecting 39 managers to participate in a strudtvepertory grid presented in the form of struaturgerviews.
The participants “were asked to identify seven qeat teamwork experiences” (p. 261) and rate them a
effective/ineffective using a 5-point scale. Finedults revealed 30 conceptual categories of @fetetamwork.
However, due to the fact that any specific instrotite empirically assess the team effectivenessackeristics
was not outlined in Mickan and Rodger (2005), adifieEffectiveness Questionnaire” integrating statgme
from the Team Reflexivity Questionnaire (West, 208dd the Team Effectiveness Audit Tool (Batemaalet
2002) was developed to assess the effectivenesacbfgrade-level team at EIA.
The questionnaire of this study addressed the teHiettiveness characteristics (Table 1) incorpogat20
carefully selected and filtered statements (Tablé2final survey. In order to determine the shilidy of the
content of the questionnaire within the contexted\, a pilot survey was administered to a small gkenof
teachers and administrators (7) who were experégrmesmged between grades and administrative positicad
a history of being reliable and reflective, and bagén members of the organization for at leastadsye¢hus, had
familiarity with the organizational context and k. The survey was designed using a web-basédGoogle
forms) and emailed to the participants. The paudints were asked to fill out the survey and notany
statements were unclear. Participants were alsedaskhey had difficulty completing the questiomeaResults
revealed that 29% of participants had difficultyvigg an overall rating for various reasons. Based o
respondents’ suggestions, the questionnaire wasdedror example, similar statements were combijeed
cohesion and trust) and/or removed (eg, ‘spectfisl’ which is conceptually covered under ‘distiraes’), the
statements that were marked as unclear were remehadacteristics appearing conceptually close ‘(agst’
and ‘cohesion’) were merged together, and so on.

Table 2. Statements under team effectiveness deasdics

Characteristics Statements used in the QuestianSairvey
Clear Purpose (1) The team is aware of the organimd objectives and is committed to achieving
them.

(2) There are clear objectives established for taetinities.
(3) The team often reflects on how well they achithe objectives.

Appropriate culture (4) Team members are suppodfveach other.
(5) Team members are always friendly.
Distinct roles (6) The team is involved in cregtbask objectives.

(7) Members are clear about their roles in the team

Suitable leadership (8) There is effective and appate leadership within the team.

Relevant members (9) Members of the team feelttiggt are fully utilized.
Adequate resources (10) The team has the resatireeds to do the job andewt the targets it has been
Commitment (11) When things at work are stressiel pull together as a team.
(12) All individuals are committed to perform toethest of their ability within the team.
Flexibility (13) In this team, we modify our obj@ats in the light of changing circumstances.
Coordination (14) The methods used by the teanetdhg job done are often discussed.
Communication (15) There is effective communicatigthin the team.
Cohesion and trust (16) Individuals feel valuedrasnbers of the team.
(17) Morale within the team is high.
Decision making (18) The way decisions are madhigteam is often reviewed.
Conflict management| (19) Conflict does not lingexcéuse people in this team are quick to resplve
arguments.
Social relationship (20) Individuals feel proudd® a member of the team.
Performance (21) Performance is monitored and feedback is gorea regular basis.
feedback

For the questionnaire survey, an email detailirgghrpose and instructions of the questionnaireredsas the
confidentiality issues that would be upheld wagppred. The email was sent to 32 grade 1-5 teagtithrsa link
to the questionnaire, prior to their meeting fotlalmorative planning. For each of the statemendugsethe
questionnaire, participants were asked to choose@point Likert-type scale: 1= strongly disagrzedisagree,
3=somewhat disagree, 4=somewhat agree, 5= agre&-astrongly agree. Participants were informed theay
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could either complete the questionnaire on thegirdd time, or during the allocated time in theacaming
planning meeting. In order to ensure high respoates, the questionnaire was emailed out to tha teaders
and the principal, requesting them to encouragea te@mbers to complete it. One week later, a follgmemail
with gentle reminder was sent to those who didyebtomplete the questionnaire.

Table 3. Grade-level breakdown of teachers & respaates (in percentage)

Grade Levels Home room| EAL or SEN Total no. of Participant Percentage
teachers teachers teachers teachers response
Grade 1 5 0 5 4 80.0%
Grade 2 6 0 6 5 83.3%
Grade 3 6 2 8 7 87.5%
Grade 4 6 0 6 4 66.7%
Grade 5 6 1 7 6 85.7%
Grades 1-5 29 3 32 26 81.3%

The survey resulted in a 81% response rate (Tablalthough literature has shown various opinicowdards
acceptable response rates, a rate above 80% ischéedonfidently represent a population (Baruchi@tom,
2008; Sharif, 2011; Cresswell, 2012) and 70% iseetgd from a professional population (Cottrell & Kénzie,
2011). In light of these observations, the respaateof 81% can be treated as highly acceptable.

4. Results & Discussion

4.1 Team effectiveness characteristics in EIA

To determine the strengths and weaknesses of Emihaternational School (EIA) as a whole, a peagatof
all types of responses on each characteristic \alilated. This was done by computing the averdgallo
scores for each characteristic, dividing them l®y ttaximum possible score (6) and then multiplyigglb0
(refer to Table 4). Also, in order to check theemal consistency of the characteristics includedhe
questionnaire, a Cronbach’s alpha test for religbié performed. “In general, the closer the vatmnbach’s
alpha coefficient is to 1.0, the more reliablehis instrument” (Azmy, 2012:104). As suggested bymaly and
Bernstein (1994), Field (2005), Sharif (2011), &fdarif and McMinn (2013), a Cronbach’s alpha eqad.70
or higher indicates satisfactory consistency, betw8.60 and 0.70 acceptable, below 0.60 unaccepjeatur
and below 0.30 not considerable at all (thus, lmpped). As Table 4 suggests, the Cronbach’s alphah the
characteristics used in this study are lying inagbeeptable — highly acceptable range of interoasistencies.
Table 4. Overall team effectiveness characterigti¢éSA: Percentages, Means & SDs

Percentage Mean SD Cronbach’s alpha

Clear Purpose 83 4.96 0.87 0.869
Appropriate culture 82 4.74 1.34 0.711
Distinct roles 79 4.52 0.97 0.814
Suitable leadership 78 4.97 1.42 0.612
Relevant members 79 4.36 1.17 0.632
Adequate resources 77 4.97 0.73 0.823
Commitment 79 4.79 1.18 0.698
Cohesion and trust 80 4.75 1.28 0.633
Flexibility 82 4.91 1.04 0.787
Coordination 81 4.70 1.05 0.768
Communication 80 4.61 1.25 0.667
Decision making 79 4.13 1.36 0.623
Conflict management 78 4.42 1.46 0.603
Social relationship 79 4.91 1.16 0.688
Performance feedback 76 4.10 1.21 0.625

EIA revealed overall scores between 76%-82%, angliés, according to Mealiea and Baltazar (2005¢, th
Academy is effective. Among all, ‘clear purposestecored the highest percentage (with high meancamd
SD) and, thus, suggests that all teams work towactigeving organizational goals (Mickan & RodgedpQ).
As a low scoring characteristic in many grade-léeaims (Table 5), it was expected that performéeedback
would be the least present characteristic ovevdth(low mean and high SD values). Senior leadersioiuld
rectify this problem as an Academy and, subsegyeatisist many teams with increasing their effectass
levels by implementing designated times throughtbet year for teams to assess their group and ohatvi
performance (Mickan & Rodger, 2000; Mealiea & Ba#tg 2005). By mandating team reflection, as Batesta
al. (2002) argued, senior leadership ensures ¢aats are regularly assessing their performanceidentifying
areas for improvement.
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4.2 Grade-level characteristics in EIA
As suggested by Bateman et al. (2002), to haveeakldown of each grade-level team and identify teasof
strengths and weaknesses, a percentage of eactttenestic was calculated for each team. This veae dy:

1) computing the averages,

2) dividing the averages by the maximum possiblees¢®y

3) and multiplying by 100.
Results in Table 5 reveal that the team effectiger@haracteristic that was most present withirgtiee 1 team
was clear purpose (85%) with the highest mean almlvaSD score. In contrast, relevant members, datis
making and conflict management, all revealed aesofr56% as well as low means and high SD valles t
appeared to be the least present characteristicmgmll. This finding may infer, according to Mickand
Rodger (2000), Bateman et al. (2002) and West (RQ04t the team perceives members as:

(a) not containing diverse skills to carry out vais tasks,

(b) not included within the decision making processl

(c) that there is a lack of conflict management.
However, as suggested by Mealiea and Baltazar {20B8se characteristics, in addition to the reimgin
factors, can be made more prominent through empogehe group as a whole to collaboratively make
decisions and problem solve, thus increase owneesid commitment to succeed.
Grade 2 scores in Table 5 are mostly above the Ak except for decision-making and performance
feedback, which, as suggested by Mealiea and Bal{@D05), indicates that the team, overall, iea@ffe. As
decision making and performance feedback are thst lpresent characteristics, the team should isvall
members in the decision making process, thus agativhership and unity. In addition, there showdrégular
opportunities for constructive feedback to takecelavhich, in return, will further maintain and enba the
remaining characteristics (Mickan & Rodger, 200@té8nan et al., 2002).
As the most effective grade-level in the Emirateteinational Academy (EIA), grade 3 revealed higbres
(above 80%) in all characteristics (Table 5). ltamg as suggested by Mealiea and Baltazar (20)other
associated factors such as the current stress aridoad, the task not matching the skills of theugr, etc. have
no negative influence on the team members. Suitabtiership scored the highest with the highesinnasal the
lowest SD values. These results, according to Mickad Rodger (2000), entail that the team leadectfely
maintains the focus of the group towards the omgitn's vision as well as sets and maintains coiveéu
structures for decision making and conflict manageimTo support other grades, the grade 3 leadédd adfer
strategies to the other team leaders from ineffedéams. Relevant members, although a high $8&fé), was
the lowest scoring characteristic within the gréelesl. Therefore, in order to become further effextthe grade
3 team should create opportunities where member& sk skills can be utilized (Mickan & Rodger, BJ0
Table 5. Team effectiveness in grades 1-5: Pergeat@Mean and SD)

Characteristics Grade 1 Grade 2 Grade|3 Grade 4 deGma
Clear Purpose 85 (5.11, 0.6(81 (4.83, 0.789 (5.33, 0.7/81 (4.83, 0.4/81 (4.86, 0.9
Appropriate culture 61 (3.67,1.3(86 (5.17, 1.0 86 (5.19, 1.1/63 (3.75, 2.0 85 (5.07, 1.0
Distinct roles 67 (4.00, 1.0(72 (4.33,0.888 (5.25, 0.775 (4.50, 0.774 (4.43, 0.7
Suitable leadership 67 (4.00, 1.7]86 (5.17, 0.996 (5.75, 0.4 67 (4.00, 2.890 (5.43, 0.9
Relevant members 56 (3.33, 1.1175 (4.50, 1.0 81 (4.88, 0.8 67 (4.002.8974 (4.43, 1.1
Adequate resources 78 (4.67,0.5{86 (5.17, 0.988 (5.25, 0.7/83 (5.00, 1.4/ 76 (4.57, 0.5
Commitment 75 (4.50, 0.8483 (5.00, 0.688 (5.25, 1.0 83 (5.00, 0.081 (4.86, 1.1
Flexibility 78 (4.67, 0.5{83 (5.00, Y88 (5.25, 1.092 (5.50, 0.7/83 (5.00, 1.0
Coordination 78 (4.67, 0.5{81 (4.83,0.983 (5.00, 1.092 (5.50, 0.779 (4.71, 0.4
Communication 72 (4.33,2.1(78 (4.67, 1.2185 (5.13, 0.6 75 (4.50, 0.779 (4.71, 0.9
Cohesion and trust 64 (3.83, 0.7483 (5.00, 1.2190 (5.40, 0.7/71 (4.25, 1.7/87 (5.21, 0.8
Decision making 56 (3.33, 1.5]69 (4.17, 0.9 86 (5.14, 0.658 (3.50, 2.1{67 (4.00, 1.6
Conflict management 56 (3.33, 2.0{83 (5.00, 1.0 85 (5.13, 0.950 (3.00, 1.4/83 (5.00, 1.3
Social relationship 61 (3.67,1.5]86 (5.17, 1.1{92 (5.50, 0.5 75 (4.50, 2.1{83 (5.00, 1.0
Performance feedback 61 (3.67, 1.5]67 (4.00, 0.6 83 (5.00, 0.958 (3.50, 3.567 (4.00, 1.0

As per Table 5, the grade 4 team showed high lemadsordination and flexibility (with the highesteans and
percentage scores of 92% as well as low SDs), atidig that they efficiently work together, and agen to
change (Mickan & Rodger, 2005). In contrast, cahffnanagement (50%) and performance feedback (58%)
were their areas of weaknesses, with low mean &id$Ds. Conflict management could be improveditst f
determining whether the group is having cognitieeftict, which refers to the group agreeing on gioals, but
disagreeing on how to accomplish them, or mixedireatonflict which refers to the group not agreeargthe
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goals and, as a result, is difficult to manage (Wag& Hollenbeck, 2010). By further dissecting thsue, the
team could pinpoint the area of weakness in orddot¢us on enhancing its management. In additios téam
could implement regular appraisals of the teamifgpmance, which, as Mickan and Rodger (2005) ssiggk
allows for continued reflection.
The grade 5 team revealed scores above 50%, wdgcbyding to Mealiea and Baltazar (2005), implies the
team is effective. Results revealed that like giadsuitable leadership’ scored the highest pesgm (ie, 90%).
Therefore, the grades 3 and 5 leaders could, asnreended by Mealiea and Baltazar (2005), become pee
coaches in order to support other team leaders. vesult, other team leaders could implement thejgestions
and strategies and increase overall team effeegeacross grade levels. Like grade 2, decisiorinpaind
performance feedback were areas of weakness atédow mean and high SDs. Grade 5 and grade 12 tea
members could be paired and provided with the spméessional development in order to improve their
decision making process to include all members,civhas Mickan and Rodger (2000) suggested, creates
ownership and, subsequently, increases productitttyaddition, there should be regular opportusitfer
feedback, which, as Bateman et al. (2002) suggestmdd increase individual and overall team perfance.
4.3 Grade-level effectiveness in EIA
In order to determine the effectiveness of eaclegtavel in the form of percentages, the method lseWest
(2004) was adopted in this study. Three steps fodimved:

1) the scores of each team member’s response withirgthde were combined.

2) the combined scores were divided by the numbezarhtmembers that participated in the study.

3) the outcomes in step 2 was divided by the maximossible score (126, ie, equal to 21 statements X 6

Likert point-scale) and multiplied by 100.

Table 6. Grade-level effectiveness: Percentageansland SDs

Grade Levels Percentage Mean SD
Grade 1 70 4.18 1.15
Grade 2 80 4.83 0.97
Grade 3 87 5.26 0.82
Grade 4 74 4.45 141
Grade 5 80 4.84 1.01

As Mealiea and Baltazar (2005) suggested, gradd-lesams that have more of the team effectiveness
characteristic present will have a higher scordghenteam effectiveness questionnaire and, therefoteégher
overall percentage. Accordingly, results in Tabledhfirm grade 3 as the most effective team scotirg
highest percentage as well as the highest meathandwest standard deviation (SD), and grade thadeast
effective (the lowest percentage) with the lowesaimand a high SD value.

5. Concluding Comments
This study commenced with a set of three questidie first question was about developing a list of
characteristics that a team should exhibit towdsdsg effective. In order to address this questithe
characteristics suggested by Mickan and RodgerQ2@@re taken into consideration and compared uiitier
prominent literature during 2001-12. In this prasesixteen (16) characteristics were screened \aedty two
(22) statements were initially selected to exanimese characteristics through an extensive litezateview
(Table 1). The research question that focused entiiging a suitable method of assessing the olveuad
grade-level team effectiveness at Emirates Intemat Academy— EIA (the case organization), a “Team
Effectiveness Questionnaire” was developed as tagrated and adapted version of the Team Reflgxivit
Questionnaire from West (2004) and the Team Effeoess Audit Tool from Bateman et al. (2002). Aopil
survey was then conducted involving seven (7) semianagement and personnel of the EIA and twery (2
statements were finally selected and revised befmiasion. Cronbach’s alphas were calculated &iedvalues
ranging from 0.603 to 0.869 demonstrated high bdlts of the team effectiveness statements usetthénfinal
questionnaire.
The assessments of the grade-specific team eféeess within the EIA suggest grade 1 to be the &ftesctive
team and grade 3 the most effective. However, ¢isalts, overall, show that most of the teams diecte,
follow the goals set by the Academy and attem@dmomplish them, although require further oppotiesifor
performance feedback. In order to increase ovéealin effectiveness, thus lift the overall produttito a
higher level, this study proposes the followingomenendations for consideration:

1) Senior leadership as well as team leaders showdide and encourage opportunities for teams to

reflect upon self- and group- performance.
2) As professional development activities to incretesam effectiveness and overall productivity are not
always affordable by the faculty members, the mansnt can adopt some less expensive but useful
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methods. A few examples of this kind can be offtilewing types:

a) Shared feedback: This can be done, as suggest&htvyck (2012), by asking participants to
individually take the questionnaire and then shhee responses with each other going through
each question at a time, discussing the differeaceswhy they have occurred. Team members
could provide a written summary of their discussi@and steps into how they could improve
(Carlock, 2012). This is one method that can beblethe team leaders during an initial meeting.

b) Coaching sessions: Here, as Mealiea and Baltapg@5]Xsuggested, the more effective group can
mentor the least effective counterparts. To furtthevelop the program, teachers can be paired
based on the results of the questionnaire, matchmgtrong teachers with the weak ones.

¢) Fun-based team-building exercises: Team buildingr@ses or days may incorporate fun group
activities where team members will have the opputyuo get to know each other by participating
in these activities (Mealiea & Baltazar, 2005). SThan not only be used at the beginning of the
year to allow teachers to get to know one anotbet, also throughout the year to solidify
relationships.

3) In order to make the task of creating effectivarteahighly beneficial for organizations and easy to
implement, as De Meuse (2009) recommended, commitarel support of not only the team members
but also of senior leadership is required. Team begmmust take ownership to work towards creating
a team that is both task effective and sociallgeff’e keeping in mind that it is the responsibitiff
the leaders to support teams towards this. Thexefarorder to continually ensure that the teams at
EIA are productive and functional, team effectiv@eshould continually be assessed in order to
provide team members with the opportunity to reflerd work towards further improvement.

Finally, by making participation mandatory for tdachers, EIA can allow teams to look at the resnlorder to
reflect and create goals for improvement at thermgg of the year. Further on, teams may reviel finocess
during mid-year and at the end of year to ensurgimaoous reflection. The results would then leadme
towards developing goals and receiving professialgalelopment specific to their needs. Finally, ande
claimed that the findings of this study can be ulsiefthe contexts of the rising international sgolsan UAE.
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