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ABSTRAKT

Méa bakaléska prace se zabyva problematikou uzititanpsu teoretickych pozndikz
oblasti tymového managementu do praxe. Teoretidsi mé prace shrnuje teoretické
poznatky tymového managementu dguané na vysokych Skolach. Déle se zabyva
problematikou porad a jejich vedenim. V prakti¢iéti jsou analyzovany nabyté poznatky
Zz Wasti v organizénich tymech konferenci. Dale je zkouméano vlastoZeshi tynii a

porady.

Klicova slova: tymovy management, tym, tvorba tyrlenové tymu, porady, vedouci
tymu

ABSTRACT

My Bachelor thesis deals with issues of usage eartsmission of theoretical knowledge
of the team management into practise. Theoretiead pf my thesis summarizes the
theoretical knowledge of team management taughmiaersities. Also it deals with issues
of meetings and its leadership. Findings gainedndumy participation in organisational
teams of conferences are analyzed in practicalgiarty thesis. Team composition itself
and meetings are studied next.

Keywords: team management, team, team creation,bemsnof the team, meetings, team

leader
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INTRODUCTION

The aim of this thesis is to find out how muchhe theoretical knowledge from the field
of team management transferred and used in pradtiseecent years more and more
companies concentrated their effort to creatiorthef teams but without the knowledge
what the team means. My decision about the topitisfwork was confirmed when | got
an opportunity to participate as a member in og@tional teams of two international
conferences. | felt this opportunity as a greatnckato verify if theoretical knowledge
concentrating on team management is used in te@lisins of conference preparations.
Theoretical part of the thesis focuses on definittd team management, what the team
itself means and how to create effective team auegrto the theory. Further | briefly
introduce the study of Dr. Meredith Belbin. He itBed separate clusters of behaviour
and formed distinct team contributions. Next | toysummarize theoretical findings about
how to organize meetings. Last section of the tbigzal part will be focused on a leader
and effective leadership.

Nowadays more and more is said that time is molieg. quite important to devote all
working time to the work itself and not waste titmeunnecessary lengthy meetings.

The practical analysis researches with the assistahquestionnaires and observations if
taught theoretical knowledge is used in real sibuatof conference organization. The aim
of practical part is to analyze behaviour of indiv@l team members according to team
objectives and if the organisational team functiass real team. Furthermore the analysis
of meetings will show their efficiency.

Last but not least, | mention my recommendation® ho make team members more

efficient in their work together with their feelirgf satisfaction from their work.
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1 TEAM MANAGEMENT

“More emphasis began to be put on team work innineteen seventies when, due to
internationalised competition, requirements incedla®n the performance of business
organisations. The effort was, and still is, taabBsh more efficient organisations on team
concept principles.

The term team itself doesn't have a unique defimjtrather, it describes what the team
does.

This is one of the reasons why the wéieam” is used loosely — often as a synonym of
the words“group” or “collective”. As we will state further below, the terms teand an
group are different. This difference mainly corsistf the perception of mission or
objective of a team, as well as in the relationstiptween its members, the possibilities of
common substitutability, a willingness to collabera the trustworthiness of
communication, etc” (Porvaznik, Ladova and Rajo323@8, 159 - 160).

1.1 The Principle and Meaning of Team Work

At the beginning it is important to distinguishfdifences betweeieamsandwork groups
Main difference betweem teamand a work groupis that individual team members
complement one another by their contributions, il the work group its members are
largely interchangeable (Hayes 2005, 58).

The team is characterized by cooperating peopley Hlave joint mission and time limited
goals. They use their professional skills and addi They accept mutual responsibility.

An efficient team has informal atmosphere. Theeelar of discussions, each member can
initiatively express himself and the team goal &lwletermined. The team understand this
goal and accept it. Team members listen mutualigyTcooperatively find solutions. The
team communication is on high level. Criticism @pted, but it is straight and polite.
Team members can express their opinions and feetmgroblems and collective team
methods independently (Horvathova 2008, 116 - 117).

We can view the English word TEAM as acronym of @gi ogether Everybody Achieve
More (Kolajova 2006, 12).

“The working team is a certain, rather small nundfepeople (usually 3-8 members) with
complementary capabilities, qualities, knowledge akills that is established with the
intention of solving certain more complex proje¢ssks or problem3eams are currently
the basic working units in organisations and thecess of the projects, organisations and
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the parts thereof depends on them. The succesdeaina depends on the competence of
the individuals, i.e. members forming it - but atsoother facts, listed below:

- On the principles and methods of team creation.

- On the principles and methods used in team managemed also on the

competence of the team leader.

The high performance of the team is conditionaltlbe competence of each member,
namely:

- Their personality (or social qualities)

- Their personal knowledge

- Their professional (i.e. practical) skills - i.aetr ability to work as a team member
The qualities, knowledge and skills of each indiadteam member are different and are
interconnected by a common problem (task or pripject
In addition to the fulfilment of a common goal, timession of the team is also:

- To work and function as a common unit.

- To create space for the use and self-realisatiagach member of the work group”

(Porvaznik, Ladova and RajoSova 2008, 160).

Basic elements of team work are good relationshighie workplace, trust, openness,
mutual respect, honesty, fixed stability of reatsioso called “good cooperation climate”.
Especially trust has great influence on memberssfaation. If needed truth is broken it is
very hard to re-establish it.
It is very important to talk about all problems, somderstandings, differences,
dissatisfactions etc. to maintain the truth (Hone&t 2008, 119).
Creative combination of effort and potential of tmarlar members is the basis of team
work at achieving the mutual goal. There is mutmabiration of individuals and thus

grow the team performance (Horvathova 2008, 173).

1.2 Team Work Principles
“A real team, unlike a classical working groupcieated by people whose capabilities are
complementary and who are involved in the commaoenithon and objectives they bear the
responsibility for. Among the principles governiageam's work are:

- A clear and exalting objective.

- Aresult-oriented structure of activities.

- Complementary competence of its members.

- A common sense of engagement.
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- An atmosphere of collaboration and creativity.

- External support and recognition.

- Competent management and a joint share in the reareg process.

- Individual and joint responsibility.

- The identification of all of the team members wvilile objective.

- Active and creative task-solving during joint megs.

- An atmosphere of trust and trustworthiness amoagg¢m members.

- Efficient communication and motivation, etc.

Team members are mainly:

- Aware of their consistency and they understand tth@teasiest way of achieving
their personal and team objectives is through muwstwport; they don't waste time
fighting for positions or personal benefit to threjndice of the others.

- Those who identify with their work and working gphbecause they are devoted to
the objectives they help to achieve.

- Those who contribute to the success of their osgdiain, each contributing their
unique talent and knowledge.

- Those who work in an atmosphere of confidence itiegiires the open expression
of opinions, ideas, disagreement or other behaviQuestions are welcomed.

- Those who use open and fair communication; theytdrynderstand each others
opinions and standpoints.

-  Where the team encourages them to develop what khew directly in the

workplace” (Porvaznik, Ladova and RajoSova 2008).16

Characteristic features The Work Group High-performing Team

Regarding the interests pRegarding the interests pEverybody sticks together

the members the majority

Regarding the goals About the diversity of goals erfgliody focuses on the
same goal

The priorities The superiority of self-Team-membership is of the

interest over grouprhighest importance
membership

The organization Organization is casual Clear, firamd binding

organization

The motivation Motivation comes from the Motivationcomes from
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outside (You just have to...) within (You just waat.t)

The competition among thendividuals compete amongCompetition is  aimed

members themselves outwards

Communication Communication is partlyfhe information process and

secret, partly straightforwardfeedback is explicit

Mutual trust Mutual trust within a groupStrong trust among the

is usually sporadic members of the team

Table no.1: Differences between the group andgamt(Horvathova 2008, 14)

1.3 Creation of the Team

Professional literature claims five to eleven merslie be the optimal and seven to be the
ideal number of members (seven is considered arginaccepted limit for marginal
effectivity of a team). A team should have as mammbers as necessary in order to
include individuals possessing required knowledgjells and experience, to be easily
manageable and for the size to allow fluent traesian of information, communication
among members (Horvathova 2008, 40).

“Team creation is a complex managerial problem wit@iny organisational, economical,
psychological, and other social manifestations. Dp@ions, attitudes and visions of
people about what is right and what is not, what$eto success, what is tolerable and
what is punishable, what is the right functionlod team, if its leader is competent, etc., all
mean issues that can be covered by the term thgarimational culture" represent
important factors for the creation and overall gsscof the work of teams” (Porvaznik,
Ladova and RajoSova 2008, 163 - 164).

“The creation of teams should be preceded by agsasgent of the overall atmosphere and
culture for the anticipated team work.

Teams can't solve any task; especially not thoskstdelonging to the obligations,
authorities and responsibilities of the manag&e the division of a special bonus among
the employees.

Every team consists of a certain number of indialduand the result of their activities
depends on the effort of every member. The infleeoicvarious team characteristics on
the results can be observed from various viewpoiftte quantitative aspect is denoted as
group structurethe qualitative aspect of teams is included in téren group dynamit
(Porvaznik, Ladova and RajoSova 2008, 164)
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The right structure is the precondition of sucadlsstinning team. It is required to
determine:

- on what particular members the team will be comgose

- who will be the leader

- required members qualification

- required members personality traits

- team roles of particular team members

- size of the team, the number of members it willchérorvathova 2008, 39)

1.3.1 Members of the Team
“Selection of team members should be based on the knowledge and assessméné of
level of the individual competence characteristitthe potential members, and especially
on:

- Their personality qualities

- Their professional knowledge

- Their practical skills
It is generally known that there are certain regmients on team members in the form of
certain standards for every profession that shdugd represented in a team. The
underestimation of any of the characteristics dutime creation of a working group can
have an influence on the effectiveness of group beesh results or willingness to
collaborate, on their attainments in the solutibthe professional aspects of problems, or
on turning the acquired results into a practicahto (Porvaznik, Ladova and RajoSova
2008, 166).
“Menedith Belbin is generally considered to be fimender of the theory of team positions
or roles. He is known as the author of a questivanthat consists of seven questions
where each of them contains 8 affirmations. ThdBerations represent 8 approaches to
behaviour in teams according to Belbin's 8 Rol&r¢aznik, Ladova and RajoSovéa 2008,
167).
Eight-component Meredith Belbin team role model:

- The Planter

- The Shaper

- The Monitor-evaluator

- The Resource investigator

- The Implementer
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- The Completer-finisher
- The Team worker
- The Coordinator (Plaminek 2009, 47 — 49)
Description and possible weaknesses of particolasr
- The Planter
o Creative, unorthodox, innovative. He solves diffi@omplex problems. He
comes with an idea.
o He ignores details. Clear and effective commuricatian be a problem for
him.
- The Shaper
o He puts challenges in front of the other. He is aigyit, competitive,
pushing other to the performance. He is not afi@idressurize the team.
0 He can irritate the other, provoke them. He carke\gtrong emotions.
- The Monitor-evaluator
o0 He is serious, practical, experienced. He is ablassess the quality of the
work well, accurate judge.
o0 He has rather small ability to motivate, fascinate inspire. He is mostly
critical.
- The Resource investigator
o He is extrovert, enthusiastic and very communieatiHe finds
opportunities, develops and builds contacts ariglin
o Up to uncritically enthusiastic and optimistic. 9bmething is boring for
him, his interest will subside.
- The Implementer
o He introduces new ideas and approaches. He iz, trustworthy, fair
and conservative.
0 He may be a bit less flexible. He responds to nppodunities slowly.
- The Completer-finisher
o He devotes a lot of effort and attention to the kydre is careful. He try to
avoid errors and unauthorized actions. He exprdsseself exactly and he
tends to save the situation.
o He tends to grind more than necessary. He refusdslegate. He devotes
much attention to unimportant details and subsiikar

-  The Team worker
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o0 He cooperates with the other. He is gentle, diplpirsens, builds, he does
not like friction.

0 He can be easily influenced in the opinions antldts. Indecisive.

- The Coordinator

o A person with common sense, practitioner, healtrelf-cnfident,
moderator. He clarifies and defines goals. He hétpsnake decisions,
delegates well.

o He may be perceived as a manipulator. He may neayasl be popular
because he divides and delegates other work ($ku2d08, 37).

“The creation of a teams composed of several steps:

- One must establish information about the requirdsnen team members.

- One must acquire information about its potentialmbers on the basis of

applications, questionnaires or prior work results.

- One must hold personal and informal discussionssehabjective is to complete

any missing, and especially personal information.

- One must evaluate the information; and in case amfessity, also use psycho-

diagnostic checks.

- One must prepare decisions and decide about tbepm@tion of team members.
Adaptation for work in a team is a specific verification process inefhit is necessary to
manage not only the professional but also psycl@ktasks” (Porvaznik, Ladova and
RajoSova 2008, 167).
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2 MEETINGS
We can understand the term meeting as a gathefimgaple who have one common
achievable goal (Wieke 2006, 15).
How hold the meeting effectively:
- be carefully prepared
- schedule the programme of the meeting
- drawn up programme in written form
- clear idea about the goal of the meeting
- follow the time schedule
- call meetings as often as necessary
- distribute materials to all participating membersadvance
- record the progress of the meeting (because ofgason backward checking of
arranged tasks)
- everybody can express its attitude but without inggime
- choose appropriate premises
Which mistakes should we do:
- meeting is the monologue of the leader
- meeting is used for criticism before creative talks
- digressing from the topic of the meeting
- cutin on somebody’s talk, unclear, quiet voice
- unsuitable chosen premises (noise, bad light,ssirle)

- leaving the meeting due to calls, ringing mobildsrvathova 2008, 106 - 107)

2.1 Initial Group Meeting

“The objective of the first group meeting is to methe process of developing trust and a
working relationship with the team members. Tharneaill have to appoint an initial
leader, and the leader might well begin the disoaslsy explaining the main objective: to
get the group working together as a team. One wagctomplish this is to encourage
group members to share their feelings about thepgitself. Included in this discussion

would be the general characteristics of an effeditam” (Mears and Voehl 1994, 83).

2.2 Phases of the Meeting

“There are four major phases in conducting a mgei team members must understand

what is expected of them in each of the followidges: before the meeting, during the
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meeting, after the meeting but before the teamelgaand after the meeting and the team
has left” (Mears and Voehl 1994, 149).

2.2.1 Phase before the Meeting

Before the meeting can be arranged several impgaddgics.

Main topic of discussion- It is important to correctly choose topics im#d in the
program meeting.

Goals— The goal should be above all clear, comprehereind assessable.

Participants — With regard to the main topic and goals, it ecessary to choose the
appropriate group of participants.

Place— It is necessary to predetermine and secureléice pf meeting.

Time— For participants of the meeting it is desirabl&now not only the date and hour of
beginning meeting, but also data on its end. Eveis possible to determine that the
meeting will not end before discussing of somedapisetting specific goals.

Equipment- If some equipment is needed, it must be avalablthe place of meeting in
the specified time.

Roles— With regards to the progress of the meeting avedivide the specific roles among
the participants of the meeting (this topic is mtbreroughly discussed in chapter 3.2 The
Roles of Persons at the Meeting).

Schedule— This involves identifying an order of discussegbics and creation of a
timetable.

Invitations— For practical purposes, it is better when thaéation has written form (letter
or e-mail). Participants of the meeting can seeatgdly the invitation and they can make
preparation for the meeting (Plaminek 2007, 72)- 74

2.2.2 Phase during the Meeting

After the beginning section of the meeting, whemoductions of individual participants
are done starts the main part of the meeting. Majics are discussed and goals are
distributed among members of the team accordingréated schedule and timetable
(Plaminek 2007, 75 - 78).

2.2.3 Meeting Conclusion Phase
Usually is suitable to mention again why the meptivas arranged. At the end of the
meeting IS necessity to review, what was agreedthguhe meeting. It is important to
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summarize conclusions and remind the goals of iddal participants. In the end is
appropriate to thank the participants for theitipgration (Plaminek 2007, 79 - 80).

2.2.4 Phase after the Meeting

Meeting record and implementation plan has to be 8eindividual participants of the
meeting. Individual members of the team put thelg into the practise (Plaminek 2007,
80 - 81).

2.3 Problems of Meetings in Team Work
“We can consider everything that prevents a medtioig taking place or from fulfilling
its purpose (i.e. programme) as being destructiements in the leadership of meetings”
(Porvaznik, Ladova and RajoSova 2008, 173).
“Typical problems of meetings (i.e. destructive el@&s) are for instance the following:

- The meeting doesn't have an agenda.

- The meeting is attended by so many people thata mther work stagnates.

- The meeting takes place on a regular basis, acuwptdi a plan - even if there is

nothing to solve.

- Meetings that never begin or finish on time.

- Only one person dominates the meeting, the wondtipassed to anybody else.

- One or two people don't want to talk.

- People lose interest.

- Discussion jumps from one topic to another.

- Too many issues - in the end, nothing is done.

- After the meeting is over, nobody knows what tooddy when to do it.
If we want meetings to be effective, we must make shat we suppress the destructive
elements that disrupt them and replace them bytearnive ones that will not allow the
course of the meeting to slip away from the ageardhwill secure its necessary and timely

conclusion” (Porvaznik, Ladova and RajoSova 2004).1



TBU in Zlin, Faculty of Humanities 22

3 THE LEADER AND THE LEADERSHIP OF TEAM MEETINGS

The leader has essential influence on the effigi@miche team. Of course it depends on
his personality. The effective team leader shoeldlbe to:

- encourage other members to do their tasks

- support, develop and regulate team discussion

- motivate appropriately particular members at thetivities

- create positive atmosphere

- communicate very high

- set confidential climate among members of the team

- encourage particular members to efficient perforreaand cooperation

- recognize needs and interests of particular members

- adjust potential conflicts inside of the team (¥dhova 2008, 62)

3.1 Rules of the Effective Leadership
“The rules for the effective leadership of team timggs can be divided into three groups:
a) Rules for the preparation of meetings
1. The definite and timely setting of the meeting atgen
2. The precise definition of the time and place ofrttneeting.
3. The corresponding identification of the meetingigtigipants.
4. The preparation and timely delivery of the material be negotiated.
5. The specification of the priority point(s) of thesating.
6. The creation of the appropriate conditions for theeparation of the
meeting's participants for the agenda to be negatia
b) Rules to secure the effective course of meetings
1. Assure the undisturbed course of the meeting, bgngef the division of

tasks among the participants.

N

Ensure the checking of the fulfilment of tasksatehe previous meeting.

w

Specify the estimated length of the meeting froeuéry beginning.

B

Clarify the way of adoption of conclusions (decrsp at the beginning of

the discussion about the meeting agenda as such.

m

Create the necessary conditions for the opennestheofdiscussion of

individual points on the agenda, including the tentmaterials.
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6.

Lead the meeting effectively, depending on the irtgge of the negotiated
points, and ask the participants to participatseubmitting proposals for the
conclusions of the meeting.

Motivate the participants to formulate brief, cleard relevant attitudes to
the points being negotiated.

Keep to the rules of psychological hygiene anceessary, organise breaks

and provide refreshment.

c) Rules for the adoption of conclusions from meetings

1.

Prepare the minutes of the meeting, which will ude - if necessary,
records of the standpoints of participants to thiefs being negotiated.
Clearly formulate the conclusions (decisions) addptand specify

responsibilities for tasks and their time of futignt (deadlines).

3. Create an attendance list or assure the citatipauiicipants in the list.

4. Specify the next meeting's date as a part of thelasions or, in the case of

regular meetings, at the beginning of the nextrfan@ or functional period.
Secure the timely creation and verification of thimutes and conclusions
from the meeting.

Set up a distribution list of whom the minutes sbalsent to and ensure its
timely distribution” (Porvaznik, Ladova and Rajoa®008, 176).

3.2 The Roles of Persons at the Meeting

To ensure effective consultation, particular rahegst be divided among the individual
participants (Kemp 1996, 55).

“It is possible to define at least 6 roles or tagkis necessary to divide - formally or

informally, among the participants: i.e. the irtibig the minute clerk, the protocol clerk,

and the time clerk, and participant, observer” {aenik, Ladova and RajoSova 2008,

177).

o

o

The Initiator

Is the management subject who calls and leads #etimgy, adopts the

conclusions and verifies the minutes.

The Minute Clerk

Records the key ideas and standpoints the pamisEsk to have recorded

in the conclusions.

The Protocol Clerk



TBU in Zlin, Faculty of Humanities 24

0 Records the decisions and is liable for the tinadygribution of the minutes.
- The Time Clerk
o Monitors the time and course of the points beingotiated and the
discussion. They ensure that people keep to the 8et for individual
points on the agenda.
- A Participant
0 Supports those performing certain tasks, expresises opinions and
standpoints, submits proposals, and provides irdtion. The participant of
a meeting is everybody regardless of what functiorthe meeting they
have. Can, but need not participate in the meeting.
- An Observer
o They assess the positives and negatives of itapagpn and its course, and
make proposals to the participants as to what eamproved. The meeting
initiator can entrust one of the participants with task of observer.”
(Porvaznik, Ladova and RajoSovéa 2008, 177 - 178)

3.3 Methods to effective Meetings
“If meetings are to be effective, their leaders tuse appropriate methods and
approaches. Among these are:

- Brainstorming

- Think tanks” (Porvaznik, Ladovéa and RajoSova 2008)
Brainstorming has to stimulate the creative eneofj\the particular participants and
encourage them to maximize the number of solutidrigs method is based on the
assumption that team members together can thinknofe ideas than individuals
themselves (Bohlavek 2008, 72).
“The principles used by this method should be fedusn:

- The suppression of criticism

- Mutual inspiration

- The unblocking of fantasy

- The equality of the participants

- The provision of the greatest number of opportasipossible” (Porvaznik, Ladova

and RajosSova 2008, 179).

The benefits of brainstorming:

- gaining of maximum thoughts in a short time
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- brings unusual suggestions of solution
- involves less active or diffident participants betmeeting (Bischof and Bischof
2003, 62)
“The second methodhink tanks, is based on the differing knowledge and experieice
the participants. The information and ideas of pedpm varying professions are used
through the application of this method” (Porvazhi&govi and RajoSova 2008, 179).
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4 THE 40™ ANNUAL WMTS CONGRESS & CHAMPIONSHIP

World Medical Tennis Society holds its congress tmmhis championship every year since
1971. This event is place where medical knowledge experiences are lectured and
simultaneously participants enjoying tennis touraam

The 48" Annual WMTS Congress & Championship was held ind&a Bystrica, at Hotel
Dixon **** in Slovakia. | was a member of organigatal team from August 26 to
September 4, 2010.

4.1 Used Team Work Principles

From mentioned team work principles in theoretigatt of this study | can testify that
organisational team of the congress had clear tged his objective was thriving course
of the congress and its successful end. It coulthd@s quite wide objective. But through
the congress this main objective was divided tollemeasks, which had to be solved every
day.

If we will focus on members of organisational teaomly part of members had
complementary competence and this fact led occalfjoto problems. Less competent
members had to solve these problems with their monmgpetent colleagues.

General atmosphere was creative and there wadevisiimperation of all members. This
was mainly visible at meetings where particular roera complemented each other in
problem solving.

Focusing on the question of external support acdgeition there are two independent
points of view. Firstly, from the view of proprietand managing director rolled into one.
He was discontented with most of our work and watlpraise were hardly ever heard
from him. Second view on our organisation was tlevvof congress participants. They
were satisfied and pleased by our work. This factught feeling of recognition on
organisational team too and all team felt thatvibsk is worthwhile.

Organisational team management was competent iajarity of decisions. But particular
team members had to discuss their decisions wétlothanisational team leader.

From responsibility point of view particular membehad their own individual
responsibility for their tasks and whole team haidtjresponsibility for whole run of the
congress.

During the whole run of the congress all organis&l team members were went along
with the main objective of the team. Main objectwas successful run of the congress and

all members of the team do their best to achieigeaijective.
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During joint meetings there was visible creativesktaolving and active discussion
between the team members.

Among the team members there was great sense sivtihiness as well as efficient
communication and mutual motivation among members.

On the basis of gained observation and experierex@iomed above | dare say that this
team which took care about the run of the congeetize real team according to definition
of the team aforesaid. Of course there are somstiqunable principles which are not
completely observed. On the other hand majorityttedse theoretical principles are
fulfilled.

4.2 Analysis of created Team and its Members

The creation of the team was not preceded by lefegson of particular members. Part of
the team was composed by hotel staff. These emgdoyerking in a hotel congress centre
department. From that reason we can expect thgththee required qualification. These
people rather represented working group. Tasks welegated to individual employees
and they fulfilled orders of their leader. In theeparative phase of the congress, the
organisational team was composed of three peopieir Thain work was confirmation of
submitted applications and creation of participagister.

Before the congress started, this team of threplpewas enlarged to another six members.
It was part of their praxis for university.

Because the team management was composed of a &atla co-leader | decided that |
will analyze only the leader and remaining sevamtenembers.

4.2.1 Professional Knowledge of the Team Members

With focus on professional knowledge all eight mensbof the organisational team has
required knowledge in managerial field. Two membeese already employees of the
hotel congress centre department thus their knayelexhd skills are obvious. Other six
members were working there as a part of their usitye praxis. They had theoretical

knowledge from economical, managerial and psychoébdelds gained at the university.

4.2.2 Personality Qualities of the Team Members
Personality traits and abilities of the particutaembers would be analyzed here. Leading
abilities will be mentioned below. According to theo you use common sense in stressful

situations? questionnaire firstly was analyzed ability of Wworg under pressure.
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Second evaluation is based on the questionnairehwhielps to determine if the person is
suitable to work in the team.

Third classification is based on the Belbin’'s Prefd Team Profile Self-assessment
Questionnaire. Persons are evaluated in relatidmetéheory of team roles.

Participant no. 1

In consideration of filling in the questionnair®d you use common sense in stressful
situations? this person has great abilities to work underspuge. This member of
organisational team gained 27 points of 30 possibles result could indicate brilliant
abilities in problem solving. This result could peobably influenced by rich working
experiences of this person.

Obtained amount of 40 points of 72 possible indbestionnaire Are you a team player
or a soloist? rate this person among people who are considaseteam players rather
than soloists. Advice that this member might beoadgleader is confirmed, because
Participant no. 1 was authorized as organisatiteein leader. This person is aware of
importance to unify work endeavour in order to retlte established goals. According to
real situations and observations consideration tiiat person approaches responsibility
conscientiously is right.

From the point of view of Belbin’s team role questiaire Participant no. 1 holds the role
of the Implementer. So he is able to organize @mplicated projects. His work is
systematic and he is good in paperwork. All theseulties were checked during the
preparations for the congress.

Participant no. 2

Obtaining of 16 points of 30 possible in the gquestaire ‘Do you use common sense in
stressful situations7ndicates that Participant no. 2 has ability seuhe sense in problem
solving, but this person unnecessarily complicatdations. This fact could be caused by
the youthfulness of this person and by insufficemmount of work practice.

Reaching the 51 points of 72 possible in the qaestire ‘Are you a team player or a
soloist? putting this person into category of people cdesed as real team players. This
person might to try being a little bit more ambhitsoin the team if it will go in hand with
his life goals. From observations | can confirmt thathing was a problem for this person
and he did everything to fulfil the purpose of team.

Position of the real team player was even confirlbedause of Belbin's team role
questionnaire. Result of this questionnaire is Batticipant no. 2 is a Team worker. He

represents the basic element of the team.
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Participant no. 3

The first questionnaireDJo you use common sense in stressful situation&f the result

of 27 points of 30 possible signifies that Par@eipno. 3 will never lose his head. But
from observations | have to state that in escalaiadgations this member of the team
started to be quite unsure and helpless. This cbeldmproved by growing of work
practice.

In the questionnaireAre you a team player or a soloistParticipant no. 3 achieved
evaluation of 39 points of 72 possible. That me#as this person has abilities to work in
the team but he is also a bit oriented into indmality. She has great abilities to reach
established objectives. Observations exposed hsituations which provided no time to
decision making, this team member acted indiviguall

Belbin’'s team role questionnaire marks this perasna Shaper and an Implementer.
Focusing on mentioned qualities of the shaper,gbestionnaire confirms the result of the
“Do you use common sense in stressful situatios@stionnaire. According to the shaper
abilities this person should be able to succeecuptessure and is able to transform the
ideas into the reality. Personality of the impleteemarks that Participant no. 3 again the
ability of transformation of the ideas into thelitga This member will work systematically
but the problem could be with the assimilation égsvropportunities. Observations proved
that statement of systematic work.

Participant no. 4

This Participant gained only 14 points of 30 padssib the ‘Do you use common sense in
stressful situations? questionnaire. According to the questionnaire leaton this
indicates that this person is empathetic and seesite can feel a bit unease and anxiety
in difficult situations. These claims were quitsilsie during the observation.

From the point of view of the second questionndikee you a team player or a soloist?
which result was 33 points of 72 possible this persould be good team player and
individualist at the same time. It would dependtioa situation and on the circumstances.
Member has approach of conscientiously resporitahd potential to be a good leader.
These fact were confirmed when this person hawlicessome less difficult problem. On
the other hand when complicated problem occurredyds not able to react as fast as was
needed.

Belbin’s team role questionnaire sets him into peatity of a Monitor-evaluator and an
Implementer. He is able to think strategically. Kiher personal qualities are practical

point of view and seriousness. His biggest weakrsetact that he is mostly critical. This
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was also confirmed by observations. He lacked tsitipe thinking during the solution of
complicated problems and he seemed quite uneasy.

Participant no. 5

This Participant could have unnecessarily commitagolutions instead of simple ones in
view of the fact that Participant reached 21 poinits30 possible in theDo you use
common sense in stressful situatidng@estionnaire. In real situations of congress she
looked quite tentative and nervous so her behavilmeés not correspond with results of
this questionnaire.

Obtaining of 36 points of 72 possible iMAre you a team player or a soloist?
questionnaire tells about Participant no. 5 that itiealso team player with some
individualistic aspects. In relation to observatitimese abilities could probably grow up
during gaining more professional experiences adtwe. This member is quite dubious
so far.

Belbin’s team role questionnaire says that thiss@eris an Implementer and a Team
worker. Abilities of the implementer as systematiork, good paperwork as well as
weaknesses (less flexible) were discovered by whsen. Participant no. 5 did his tasks
well, but in the case of quick change, he becamsetu@Behaviour of team worker as
moral, optimistic manners and cooperation withdtieer was the order of the day.
Participant no. 6

Result of the questionnaird®b you use common sense in stressful situatiose?s that
this person will never lose his head. ParticipantGobtained 26 points of 30 possible and
this claims rationality and great ability of solgiany occurred problem. In real situations
this member had no troubles with any occurred @bl

Again “Are you a team player or a soloist@uestionnaire figured this person as a team
player with abilities of individualist. Real situais which appeared during the congress
showed that this person is able to work as a teamlver as well as solve problems
without advices of their colleagues.

From the view of Belbin’s team role questionnaiatieipant no. 6 has wide variety of
team role abilities. This person is a Shaper, ao®eg investigator and slightly
Coordinator rolled into one. This person is dynaamd succeeds under pressure because
of the shaper characteristic. Onwards due to cltexratic of the resource investigator this
team member is extrovert, enthusiastic and very ncomicative. Strengths of the

coordinator are common sense, practitioner andcselfident person. All these features
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were seen well during all their work. Participardadhthe certitude in every task he
received.

Participant no. 7

This team member sometimes tried to solve problenascomplicated way and it was not
necessary. After the filling in the questionnai2o“you use common sense in stressful
situations? result of 23 points of 30 possible confirmed thehaviour.

Observed abilities to work in the team and independlecision making simultaneously
were confirmed by the questionnairdré you a team player or a soloistwhere
Participant no. 7 gained 39 points of 72 possible.

According to Belbin’s team role questionnaire thexyson has characteristic of a Planter.
Planter is creative and effortless. He is able émage big problems and make suggestions
of their solutions. These criteria were difficuti verify because all tasks were given.
Creativity was seen due to seeking of possibletisisi.

Participant no. 8

Participant no. 8 was greatly concentrated on tlasks. Rational behaviour was supported
by high intellect in the solutions of this persédl.these facts emphasizes the result of the
“Do you use common sense in stressful situatioga@stionnaire where was score 25
points of 30 possible.

Questionnaire Are you a team player or a soloisttonfirmed that was visible during the
observations. Facts that this person is able tlammiate with others in the team resulted
from observations just like from results of the sfiennaire.

This participant unfortunately did not fill in thgelbin’s team role questionnaire.

4.2.3 Practical Skills of the Team Members

With regard to section 4.2.1 Professional Knowledfythe Team Members only two team
members have had already practical skills in oigjagiof conferences and congresses.
Other six team members had only theoretical knogdemhd they verified their knowledge
in real situations as they participated there partof their university praxis.

4.3 Communication among the Team Members
The most common methods of communication are:
- verbal
o face to face communication

0 communication through telephone/mobile
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- written

0 correspondent

o e-mails

o icq

o0 social network
Before the organisational team was created, contation was realized strictly vie-
mails. This communication covered mainly topics abouttihee of arrival to the hotel ar
aboutteam member requirements and conditi
Sine the team was composed communicahad mainlyface to face character (e
meetings, consultations el. Sometimes mobile phones were used.
All team members were familiar with all used meth@ed nobody had problem with t

usage of theseommunication methods during their wc

Communication methods

M Face to Face Communication - 63%
M Telephone/Mobile - 12%

E-mails - 25%

Figure no.1:Used Communication Methods duriThe 48" Annual WMTS Congress &

Championshigown source

4.4 Meetings

Initial group meeting was well prepar Team leader introduced therlf and other
important employees of the hotel. Our main objextivas announced and schedule of
congress was outlinedvhole plan of the meeting, including alternativarptelating to th
case of bad weather and moving the tennis matchésetindoc courts was discussed.

Because majority of the organisational team waspos®d from students of one branct
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study, they know each other and the whole teanmedhi@elings about itself. This group of
people worked together as the team from its beggni

Discussing phases of the meeting | have to state ébery meeting had well prepared
“before meeting phase”. All members were informadime about the place, time and
schedule of each meeting. And even further phasemerting passed according to
theoretical knowledge. Due to the short lengtrhefrneeting no records were made.

4.4.1 Efficiency

Meetings of organisational team did not have bjgd® to discuss. So their preparation
was not so difficult and lengthy. Meeting functidnes short discussion about the next day
of the congress. Daily tasks were delegated tonttigidual team members. Alternatively

guestions about organization of the next day wetmted with the team leader.

4.4.2 Questionable Points
Meetings were rather of short character so thesenea much space for any mistakes.

4.5 Analysis of the Leader and the Leadership

Analysis of the team leader behaviour was madegubi@ ‘Would | be a zealous boss, or a
cautious one?questionnaire.

According to the questionnair&\ould | be a zealous boss, or a cautious dmEticipant

no. 1 who was a team leader is Boss — a mediab@ir Mmain characteristics are a personal
predisposition for leading people, knowledge how utlize members’ ideas and
knowledge how to improvise during a crisis. Lastntiened characteristic was greatly
visible when the weather got worse during the temmatches and because matches had to
be kept in its original state, quick launch of aitgive plan was needed. Team leader did
not lose their head and everything went well adogytb circumstances.

Focusing on the leadership of the meetings as lysed them as stated above, leader
prepared them precisely and led them effectivesyti€ular roles were not divided among
the individual participants because of the lengtlthe meeting. Meeting were short and

this division of roles was not necessary.
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5 THEORIES AND PRACTICE SECOND ANNUAL
INTERNATIONAL CONFERENCE IN ENGLISH AND
AMERICAN STUDIES

The Department of English and American StudiesheRaculty of Humanities under the
auspices of the Governor of the Zlin Region and Brean of Faculty of Humanities
organized second annual conference in English andrigan Studies between September
7 and September 8, 2010.

Organisation of the conference was carried outtbgents of Faculty of Humanities. They
did this work as their university internship. leatled as a member of the organisational

team.

5.1 Used Team Work Principles

Theoretical part of this work mentions team workngiples which should be kept. The
first principle is that a team should have a clebjective. Main objective of the
organisational team was already said on the firkirinational meeting. Because of this
fact the principle of clear objective was satisfied

Concentrating on particular members of the teannm doenpetences were almost the same.
All members of the team have the same educatior. Ouhis fact each team member
could stand in the work position of another teanmiper.

Organisational team was composed from studentsneftwanch of study. All members
know each other and this is big advantage forrigeihat they all stands for one team and
this feeling supported the idea of collaboratiord ameativity to achieving the main
objective.

External support and recognition was one of thennmaotivating elements for all team
members. External support was felt especially freupervising representatives of the
Department of Humanities. Recognition for team merabwere words of appreciation
from participants of the conference.

As a representative of the competent managemera sugrervising representatives of the
Department of Humanities. The management proces# Mvas shared across all team
members. Each of them had the same decision malatigority because every team

member was responsible for their particular task.
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Due to the fact of particular tasks of individuebin members every team member had
their own responsibility for their tasks but all migers had joint responsibility for
problem-free course of conference.

All members of the organizational team enrolledoirihe organizational team with
familiarity with main objective. They admitted thibjective and more or less they went
along with the objective.

All meetings produced plenty of task solving sugiges from all team members. These
observations from team meetings could validatepiteciple of active and creative task-
solving during joint meetings.

All members were classmates and this fact suppdhtedtmosphere of trust among the
team members. In situations where particular teambers know each other even before
creation of the team there is guaranteed certajnegeof trustworthiness among the future
team members.

Efficient communication was guaranteed mostly blinene-mail communication. Team
members motivated among themselves mutually. Amasign of motivation was from

supervising representatives of the Department oh&hities.

5.2 Analysis of created Team and its Members

Selection procedure of team members was organigemhé supervising representative of
the Department of Humanities. Selection was maal®a fiegistered Tomas Bata University
in Zlin students of English for business administra Student who made up the

organisational team were divided into two sub-tedfirst team was responsible for course
of conference. The second team was in charge efiegtsupply. Further | will analyze the

efficiency of the first mentioned team.

5.2.1 Professional Knowledge of the Team Members

Concentrating on professional knowledge of the iggional team members it is visible
that they as students had not any practical trgirand experiences. They had only
theoretical knowledge and this was their first apyaty to verify their knowledge in

practice.

5.2.2 Personality Qualities of the Team Members
Just as team members of Thé"&nhnual WMTS Congress & Championship so members
of the organisational team of Theories and PractB@rond Annual International

Conference in English and American studies filled geveral questionnaires. First
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guestionnaire was focused on ability of working emg@ressure. Second questionnaire
dealt with the question if team member is ratheleam player or a soloist. The last
qguestionnaire engaged in team role division acogrdd the Belbin’s Preferred Team
Profile Self-assessment Questionnaire.

Participant no. 1

Result of 14 points of 30 possible in the questsren“Do you use common sense in
stressful situations?means according to the questionnaire evaluatia this person is
empathetic and sensitive. In difficult situatiohsstparticipant could be a bit unease and
anxiety. Observations validated these claims wlnen Rarticipant no. 1 was uneasy in
stressful situations.

Questionnaire Are you a team player or a soloistgave the result of 33 points of 72
possible. Evaluation of the questionnaire saystthiatteam member could be a good team
player and also an individualist at the same ti@iecumstances and situation would be
decisive evidently. He has a potential to be a deader and approach of conscientiously
responsibility. Observations of this person protteat less difficult problems were solved
without problems. In the case of more complicatesblems, Participant no. 1 did not
react as fast as was possible, but despite thedllied these problems.

A Monitor-evaluator and an Implementer is the resol the Belbin’'s team role
questionnaire. Strategic thinking is one of hisadages. He has practical point of view
and seriousness. Among his weaknesses belongsakribehaviour. During the
observations he seemed quite uneasy but practaoatl @f view and strategic thinking was
seen during the delegating of tasks among the treambers.

Participant no. 2

According to the questionnairddd you use common sense in stressful situationsgh

the result of 27 points of 30 possible Participaat 2 has great ability to work under
pressure and in stressful situations. In situationseeting called at short notice he was
not nervous at all and precisely led the discussion

Depending on theAre you a team player or a soloistfuestionnaire this person has good
ambitions to be a good leader as well as he hansesto work in team and even as an
individual. Real situations confirmed that he hde@e a good job. He cooperated with the
team and also was successful in individual acts.

Belbin’s team role questionnaire sets Participant2nto the role of Shaper. Advantages of

this personality are dynamic character, acceptatibrappeals and successions under
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pressure. As stated above, result of Belbin’s gosaire again proving abilities observed
in real situations of the conference.

Participant no. 3

Again questionnaireDo you use common sense in stressful situatiom&¥ed that even
Participant no. 3 is able to manage stressful s This team member led sightseeing
tour around Zlin. He managed this task well andhetit problems.

“Are you a team player or a soloistuestionnaire and its result testified above nogretd
situation. Result says that this person is suitéblevork in the team but also has great
sense of individuality. Team work abilities weresible at the very beginning of the
conference, when participants of the conferencdestado arrive and this team member
quickly assisted with registration of participants.

Result of the Belbin’s team role questionnaire eatds this team member as a Completer
finisher and a Coordinator character. His abilise®uld be accuracy, usage of common
sense, practitioner and self-confident. These rstés were verified during his
preparation of the sightseeing tour and partiogratn registration of guests.

Participant no. 4

Team member obtained 20 points of 30 possible é“Po you use common sense in
stressful situations?guestionnaire. It follows that this person hadigbto use the sense
in above average, but sometimes he unnecessanlplmating solutions. But observations
showed that Participant no. 4 was able to solve wiakhie problems in simple way.

Gain of 33 points of 72 possible in th&ré you a team player or a soloistfuestionnaire
put Participant no. 4 among team members who avd tgam players but also has some
individual sense. Low point value can signalize th& person is rather soloist than team
player. Work of this team member was rather indigigstic during the preparations of the
conference and during conference itself.

Participant no. 4 had sometimes unbelievable idedsnothing was a problem. He also did
not care about details. These characteristicsegmeesented by the Belbin’'s team role of a
Planter. Second team role which was result of teiB’'s questionnaire is the role of the
Implementer. But characteristic as systematic warlgood paperwork was not verified
and even the statement according to the questieeaaluation that this person should
have problems in assimilation to new opportunitiesfallacious. Participant had no
problem with the assimilation to new opportunit®l was quite careless in paperwork.

Participant no. 5
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In consideration of filling in the questionnair®d you use common sense in stressful
situations? this person has great abilities to work underspuge. He gained 28 points of
30 possible. This behaviour was satisfied in stoéssituations. Participant no. 5 was
always calm and relaxed.

Result of the Are you a team player or a soloistguestionnaire was 40 points of 72
possible. Result shows that this member of the resgéional team is team player with
approach of conscientious responsibility. Partictpzo. 5 always tried to do his task in the
best way.

Moving ideas into reality was the main advantagettof member. He implemented
difficult ideas into reality. Filling in and subsaent evaluation of the Belbin’s team role

questionnaire confirmed these abilities and behavio

5.2.3 Practical Skills of the Team Members
As section 5.2.1 Professional Knowledge of the Téembers mentions whole team was
composed from students. It is obvious that this wr@es of their first opportunities to gain

some practical skills and also the opportunityrmve their theoretical knowledge.

5.3 Communication among the Team Members

During the formation of the organisational teanstfyr occurred e-mail communication
between supervising representative of the Depattroethe Humanities and students of
English for business administration. E-mail comneation was kept throughout the
preparations for the conference. E-mail commurocaand communication arranged via
icq or social networks covered most of the questiamich occurred after meeting or
during task solving.

As regards to individual team members some of thathsometimes problems with timely
reactions on e-mails. They had to be pushed viardipes of communication for their

answers (mostly via social networks of icq).
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Communication methods

M Face to Face Communication - 40%
H Telephone/Mobile - 5%
E-mails - 20%

mICQ-15%

W Social Networks - 20%

Figure no.2.Used Communication Methc during Theories andrBcticeSecond Annual

International ©nference irEnglish and American Studiéswn source

5.4 Meetings
All main meeting were held by the supervising repraatives of the Department of 1
Humanities. Their preparation wawell arranged. Whole schedule and goalsthe
meetingswere known in advance. Al a place of theneeting was set wi according to
the number of participan. Records were not made by one person. Every patitimade
their own notes which were collected after the imgeaind student’s leader de final
meeting record. This record was distributed amdhgradeam membe

Every phase of the meeting was more or less fedf Phase before the meeting v
always well prepared by the supervising represeetatof the Department of tt
Humanities.Phase during the meeting was satisfied by sucdedisftussing of the topic
andin the end of every meeting the goals were remirtdaddividual participant After

the meeting the meeting record was sent to indaligarticipants

5.4.1 Efficiency
Efficiency of meetings could be considered as satisfyAll meetings fulfilled their
purpose and brought interestitask solutionsAdditional information was dealt amol

team members viamail.
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5.4.2 Questionable Points

Considering the questionable points of meetingsetiseeonly one thing which could have
negative impact on meetings. It is a problem witteralance to the meetings. Some
participants came late to the meeting. This problesald be considered as outside
influence. It was mainly problem of individual paipants and meeting leader could not

influence this fact.

5.5 Analysis of the Leader and the Leadership

Analysis of the leader behaviour was also madébygtiestionnaireWould | be a zealous
boss, or a cautions oné?

Participant no. 1 was a student who organised wbiither members of the team and at
the beginning of preparations for the conferencdliv@ed individual tasks among the
team members. On the basis of this questionnairigcipant no. 1 should be a visionary
boss. His characteristics are individuality, cragti and ability to inspire others. His
weakness should be that he does not care too ninaeht planning and order. Advantages
described in the questionnaire were confirmed du¢hé observations. He was really
precise in delegating tasks among the team memideck were discussed at the meetings.
He was creative in solutions. But on the other hdrdwas also exact in matters about
time schedule and time planning. Observations disgd the assertion of the questionnaire
that he does not care about planning.

All final meeting records were made quickly andainvell arranged manner. This fact
supports the idea of effective leadership. Evenglwas clearly explained at the meetings
and participants did not leave confused. Becausgtings were not too big as regards to
the number of participants there was no need tmléiparticular roles at the meetings. All
duties of these team roles were covered by lealdéfreomeeting. Participants made notes
which were collected and leader of students mé&debrecord from them.

During the discussions of the particular topicsjntyathe method of brainstorming was
used. This method was quite natural for team mesnbed brought plenty of ideas and

solutions.
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6 RECOMMENDATION

Following my analysis based on questionnaires amdgmal observations, now 1 will
mention recommendations which could be useful fanagement of future teams.
Personally | appreciate approach of team leaderthéo teams. Mainly non-material
motivation was used in good way. Also they triedutwlerstand needs of particular team
members. But only non-material motivation is nobwgh. | will try to mention more types

of motivation below.

6.1 How to make team members more enthusiastic
| think there are two possible ways how to impréive work of team members. The first
way is connected with the material motivation. Setonethod deals with application of

coercive means.

6.1.1 Make Them Happier
Sometimes only non-material motivation is not erffoagd team leaders could consider
another type of motivation. According to familigrivith team members needs team leader
may choose some extra motivational bonuses. Camsidehe age, gender, social
classification or hobbies of the particular teammber the leader could award him by
some extra bonus.
By now are popular these types of material motorati

- extra pay

- free tickets to the cinema

- free tickets to the theatre

- free football or ice hockey tickets

- vouchers to the restaurant

- discount vouchers

- paintball actions

- water park permanent pass

- weekend hotel stay

- holiday vouchers etc.
The team leader could make a reward chart and @iogpto this chart he can reward team
members due to their successes. Younger team membetd prefer entertaining type of
bonuses, while team members with family and childseuld appreciate bonuses as extra

pay etc.
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6.1.2 Apply coercive means

Some people, especially young people could haveerb@n life style. Mostly, these
people are not interested in bonuses such as viauete Or maybe some people are
phlegmatic, indifferent to their work. These peoptelld work harder when they will feel
from personal penalization. Most common mean otsams is financial recourse. But
only financial recourse or things like that are safficient. These persons have to feel
sense of loss. When they will be “in danger ofithi&” it could force them to work harder
and fulfil their tasks in time.

This approach should be the least possible solliianto people force to the work.
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CONCLUSION

The aim of this thesis was to summarize team managebasic theoretical knowledge
which should be used by companies in processesrofation of teams. Terms as team
management, team and team principles were clari@ednpanies and people responsible
for formation of teams must be aware of particylanciples during the selection of team
members and setting the team objectives. Next itapbrthing is to maintain certain
degree of team independence, to keep team crgatRairticular team roles of study Dr.
Meredith Belbin were concisely explained. Basioiniation how to arrange a successful
meeting were summarized.

Another thing to think about is meetings and tlee@mposition. Are the meetings always
necessary? Is the composition of meetings usetiibaen’t they only waste of time? These
questions depend on team leader, the person wpangrand call meetings.

The practical part applied questionnaires and safdyeredith Belbin on particular team
members of two conferences. Results together withparsonal observations stated that
organisational teams were well composed. All teaeamivers were able to cooperate in
teams without difficulties. This could be deterndniey the fact, that most of the team
members were students of branch of study Englislbdsiness administration. They have
theoretical knowledge from economical, managemal psychological fields gained at the
university so they could apply their knowledgeealrsituations.

Meetings were mostly arranged by experienced werked achieved high efficiency. If
some questionable points occurred they were ndt édthe team leaders, but the fault of
team members and their indiscipline.

| believe that | gave compact overview among teaemivers of the organisational teams
and their characteristics based on the results udstgpnnaires and my personal
observations. Also | tried to cover meeting analysid suggest recommendations how to

improve team members’ work.
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APPENDICES
= Do you use common sense in stressful stns®
Pl Are you a team player or a soloist?

P I Would | be a zealous boss, or a cautious one?



APPENDIX P I: DO YOU USE COMMON SENSE IN STRESSFUL
SITUATIONS?

Instructions
Respond for each statement whether you agree or not
Individual points add up.

1. Compared with other people | can better controletiys

Yes 1 point

No 0 points
2. | like order. When things are not in place, seizzanxiety.

Yes 0 points

No 1 point
3. Nothing is so acute that | could not think in peagkat to do.

Yes 1 point

No 0 points
4. 1 often rediscover that | could solve any problérdon’t run scared.

Yes 0 points

No 1 point
5. Alot of people get upset and make problems whHezeetaren't.

Yes 1 point

No 0 points
6. Sometimes | cannot seem to affect anything in fey li

Yes 0 points

No 1 point

7. Before | make foolishness, | seek advice from ath&hen | will consider carefully

the next steps.

Yes 1 point

No 0 points
8. The need for rapid response completely paralyze me.

Yes 0 points

No 1 point

9. 1 like to solve problems that require creativity.
Yes 1 point
No 0 points



10.Emergency situations are better solved by emotian teason.

Yes 0 points

No | point
11.1think that in the case of some natural disasteitlltry to save the rest, as | can.

Yes 1 point

No 0 points
12.Responsibility ties me, | become fearful.

Yes 0 points

No 1 point
13.When | am frightened, | have black spots in frohtrty eyes and | cannot solve

anything.

Yes 0 points

No 1 point
14.No porridge is eaten as hot as it is cooked.

Yes 1 point

No 0 points
15.1 am not racking my brains over difficult problenhsvouldn’t solve them anyway.

Yes 0 points

No 1 point
16. Each situation can be solved after due consideratio

Yes 1 point

No 0 points
17.1 am accustomed that people turn to me for advice.

Yes 1 point

No 0 points
18.1 will let the others influence me only when it'geo, it will occur to me what | had

to do.

Yes 0 points

No 1 point
19.1t happens to me that | cannot use my knowledgenwhe upset.

Yes 0 points

No 1 point

20.1 hate it when someone regrets, instead to refledtorganize your life.

Yes 1 point



No
21.While others panic, | keep cool mind.
Yes
No
22.1 like the entertainment in which | have to streng head.
Yes
No
23.Sometimes | behave as if | cannot count to five.
Yes
No
24.There are no impossible situations.
Yes
No
25.1 hate changing of plans.
Yes
No
26.1 am a pushover. Then it occurs to me.
Yes
No
27.1 was always worth to follow my sense so far.
Yes
No

28.In complex situations, and I'm losing my head anduse yconfusion.

Yes
No

29.People who are just looking for faults in othera@nme.
Yes
No

30. Tests incapacitate me, | shouldn’t know normaldkin
Yes
No

0 points

1 point
0 points

1 point
0 points

0 points
1 point

1 point
0 points

0 points
1 point

0 points
1 point

1 point
0 points

0 points
1 point

1 point
0 points

0 points
1 point



EVALUATION

Points 25-30

Think about your intellect

Congratulations, you probably will never lose ybsaiad. Hopefully, the outcome of your
actions corresponds to it. It is possible that ymtronality is influenced by very high
intellect - you can see a solution where more ligett individuals have a mess because
they have several solutions on their mind.

Points 15-24

You unnecessarily complicating solutions

Your ability to use the sense is above average,rgalize the pitfalls of fast and simple
solutions. Keep in mind that such solutions mayatetys be bad.

Points 6-14

Don’t decline in mind

It could be better, but the sense is not all. Aobitinease and anxiety in difficult situations
may mean that you are empathetic and sensitiveopescepting the complexity of the
world.

Points 0-5

Start to use common sense

Don’t you by chance a bundle of nerves? The stnemg make panic even genius, but
when you have had your mind set, start to use reroften (Test: Pouzivate ve stresovych

situacich rozum? 2008).



APPENDIX PIl: ARE YOU ATEAM PLAYER OR A SOLOIST?

Instructions

List the following statements in order of preferenplacing the one you agree with the
most first and the one you agree with the least \&site your answers into the evaluation
table and count up your points.

1.
a. each team member should be managed or oversesmsone
b. it is more important for team members to have learty assigned
responsibility, rather than be under supervision
c. forward-looking team leaders are supposed to igeovsuch working
conditions, which motivate their subordinates
d. a capable team leader needs to be charismatimamgdult inspiring to the
other members of the team
2.
a. a team is the most efficient, when the goalsiaraccordance with the
individual members’ needs and interests
b. a team is the most efficient, when its activéyproperly monitored in each
department
c. ateam is the most efficient, when the goalschrarly established
d. a team is the most efficient, when at first, @stablished goals seem to be
too difficult to achieve
3.
a. | focus all my endeavor on the fulfillment of theeds and realization of the
plans of our team
b. 1 am ambitious and | spend lots of energy on beng the team leader
c. an exciting challenge is one of the strongestudii
d. 1 want to become a manager
4,

a. a capable team leader helps the other team menfigeraware of their
strengths

b. the most successful team leaders are not re@lple when the team is
working efficiently and they only intervene, whepr@blem occurs

c. a good team leader supports a friendly atmosghdris or her team



. a good team leader is a catalyst of motivation

. responsibility motivates both the whole teams aheé individual team

members

. co-workers should aware of the consequencesofpbtential errors
. work teams should never be afraid of change

. colleagues should continuously evaluate and @eash other’'s work

. I 'am confident that my contribution will help ttesam for the good
b. all team members should be sufficiently competenbrder to be able to

substitute for each other

. | believe it to be of considerable importancettmy colleagues can ask for

my help at any time

. regular conferences are absolutely essentialobpective evaluation and

possible re-evaluation of the original goals

EVALUATION

Evaluation table

Cross out the corresponding cell for each of thmdations.

Group of
formulations| apposite

the least
apposite

the most

apposite | less apposi|[e points

1.

a)

b)

c)

d)

a)

b)

c)

d)

a)

b)




Fill in the corresponding number of points.

You get 3 points for each a) formulation crossetimthe most appositecolumn, 2 points
in the apposite column, 1 point in thdess appositecolumn and O points in thieast

appositecolumn.

You get 0 points for each b) formulation crossetliothe most appositecolumn, 1 point
in the apposite column, 2 points in théess appositecolumn and 3 points in thieast

appositecolumn.

You get 2 points for each c) formulation crossetlinthe most appositecolumn, 3 points
in the apposite column, 1 point in thdess appositecolumn and O points in thieast

appositecolumn.

You get 0 points for each d) formulation crossetliothe most appositecolumn, 1 point
in the apposite column, 3 points in théess appositecolumn and 2 points in thieast

appositecolumn.



Count up your points.

48 to 72 points

Not only you fit perfectly with your team, you alkaow how to make others perform at
their best. As a result, you could become a sutdetesam leader, provided you are not
one already.

A capable team leader needs to fully understanddlm’s purpose, the importance of
challenges and at the same time make sure to nmaiatdriendly atmosphere and a
sensible stance toward growth.

The best team leaders know how to create and nmaitita optimal conditions necessary
for team motivation.

If you are a team player and not a leader, you tnigdmt to try being a little bit more
ambitious, provided it goes well in hand with ydite goals.

24 to 47 points

You fit well with your team and you might make aogdeader. Responsibility motivates
both work groups and their individual members: yame apparently a person, who
approaches responsibility conscientiously. You krtmaw important it is to unify work
endeavour in order to reach the established goals.

A team of individual members can only achieve tlesitd result when they all stick
together.

23 points and less

It seems you prefer a soloist approach over beitgaen member. You therefore prefer
putting your own individual approach to good useromutual cooperation in a group as
well as individual sports over team sports.

Perhaps you don’t appreciate being a subordinatsotoebody or even being bossed
around. Perhaps you are allergic to people in mamalgposts, especially when you are
certain you could do their work better. Perhaps jystidon’t like people in authority.

The score you have reached indicates that you wouéder self-fulfillment as an
independent worker, who doesn’t need to be comleatesupervised at their job.

We should, however, take objective reality intocast: life is like a collective game; a
friendly cooperation usually bears more fruit th@mfrontations or isolationism. Team-
growth reflects on the growth of its individual mieens: we can more easily improve
ourselves by getting ourselves acquainted with cemcepts, improving our qualification,
broadening our horizons and utilizing powerful &g of inspiration (Carter and Russel
2004, 62 - 66).



APPENDIX PIlIl: WOULD | BE A ZEALOUS BOSS, OR A CAUT 10US
ONE?

Instructions

For each statement, choose which ending best rédsgmbur own attitude and mark the
score. Once you are finished, the total numberoafitp will tell you what kind of a team
leader you are.

1. There is a controversial topic being discussedcatrderence. You:

[0 form your own opinion on the topic and try to emi®it 3 points
[ try to take the best out of various opinions oihfs
[ side with the most persuasive person 1 point

2. Wearing a company shirt:

[0 increases loyalty 2 points
1 is a major intervention into individuality 3 mbs
[l It depends on what the shirt looks like 1 point

3. Competitiveness and a certain amount of rivalry mgnao-workers, which is

supposed to stimulate their performance:

1 is rather malignant for the team 1 point
[1 is the propelling force behind any and all improeens 3 points
L1 is one of many kinds of motivation 2 points

4. Your conflicts with your high-school teachers were:

[0 occasional, but within the boundaries of decency 2 points
] severe 3 points
[0 practically non-existent 1 point

5. When you and your colleagues are coming up witraadnew procedure:
[0 you are usually the one with new ideas 3 points
[0 you think about how to thoroughly finalize somelwé ideas 1 point
[J make sure the ideas stay realistic and feasible poirits

6. With respect to important matters, taking risks:

[] is sometimes necessary 2 points
[ is irresponsible 1 point
L] is attractive to you 3 points

7. To keep an entrusted secret:

[0 is natural and a not a problem for you 2 points



L1 is a little problematic when in good company o
1 It depends on who or what the secret is about oidtp

8. The books in your library:

[0 are arranged by subject matter 2 points
[ are arranged by size or alphabetically 1 point
[ are not arranged in any particular order 3 oint

9. You praise those, who:

1 really deserve it 3 points
[ need it at the moment 2 points
L1 It depends on the circumstances 1 point

10.1 keep my appointments book:

[0 very thorough and precise 1 point

L1 brief, not too precise, for the sake of lucidity 2 points

[ for a maximum of two weeks, then | give up 3 p®in
EVALUATION

A total of 10-16 points

A visionary boss

You take pride in your individuality, creativity drnyour thoughts that can inspire others
and it is up to them to grapple with your ideas.ul¥dohemianism makes you ignore
everyday routine matters and you don’t care toohmalwout planning and order. You can
be a good team leader, provided your co-workerstlaeee to support you. You need
people in your team, who will ground your ideasré&ality and carry them through to
successful realization. You should hire a strisigtant to organize your time.

A total of 17-23 points

Boss — a mediator

You obviously have a personal predisposition fadlag people — at least as far as your
role in a team is concerned. You have your owniops) but you let others express and
discuss theirs. You know how to utilize their ideasl take the best out of every one of
them. Even though you do not plan every single efdphe process, adhering to a schedule
Is not a problem for you. You know how to improveiging a crisis.

A total of 24-30 points

A cautious boss

The options you have chosen alone point out that ywain problems are indecisiveness

and hesitance. An unexpected situation or quesfi@m take you by surprise and you need



some time to react. You are used to orderlinessyandhave trouble with situations that
require improvisation. You should hire two reprdaémes — a creative person to help you
forget about reality and someone pragmatic to fonas an intermediary between the two

of you (Test: Budu horlivgi opatrny $éf? 2008).



