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In Introduction we presented the research issues and we stafegrjtsseto identify and
assess the synergy effects in team work in terms of behaviors exhibited by members in
carrying out common tasks.

To meet this purpose, we proposed a generic modehich we conceptualized synergy and
main influence factors on the premises that ensutre@art Il), after preliminary notional
clarification regarding the team and its reseaigdrt(l), in part Il being tested and interpreted
relationships anticipated by the hypotheses thatpose the generic model. The paper is structured
in three parts, each having two chapters.

Methodological option is predominantly emic, busaaletic, as far as we resort to formal-
logical component of statistical method. Reseasdnterpretative-constructivist and falls withireth
functionalism since the theoretical model of sygeagd the generic model containing it are built on
functional equivalence between complex adaptiveesysand work team.

In chapter 1, Groups and teams in organizationsve presented a brief history of groups
and teams, their main approaches (psychosociah-sachnical and behavioral), and also the main
differences between them. Then, we treated themrganizational structures, we presented their
typology and we proposed diverse ways of orgarupatiking into account the teams specificity.

In chapter 2, Organizational team building and functioningwe presented the main
viewpoints on work groups development (J.L. Morengociometry and K. Lewin’s group
dynamics), and also the main models of work groepetbpment, models belonging to B.W.
Tuckman, B.M. Bass and E.C. Ryterband, G.C. Hom¥¥es.believe that the transition from the
group status to team status occurs somewhere tewaedend of the norming stage in Tuckman's
model or, according to the model of B.M. Bass andCE Ryterband, in solidarity stage, or,
according to M. Woodcock, in consolidation stagehen are formed and operates the rules and
norms according to which members act and intersicteated that interdependence, both personally
and in terms of achieving the tasks, that diffaegatteam from group.

Also, we pointed out the basic coordinates in téanctioning: organizational context, the
nature of common task, team composition and teaifsprules and, in the end of the chapter, we
emphasized the differences between team work anggrork.

In chapter 3, Team performance and contextual performance — atiag team synergy
effects we first conceptualized the basic pillars in theoretical development of a generic model:
performance and synergy, contextual performancedeard performance.

As an axiomatic definition and according to thedlimnalist approach that we proposed in
this research, team synergy is achieved in sodaha individual effort of members (contextual
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performance in the form of process gains and peotesses) is reflected in team performance in
accordance with the development model of team amplex adaptive system with specific
properties.

The contextual performance is given by the higlqdency of behaviors that denotes process
gains, respectively, by the low frequency of bebes/that denotes process losses. Situations likely
to increase efforts denote ,process gains” andethekich can determine reduced efforts show
.process losses”, and they are basic premisedtfineng synergy effects.

Thus, the individual team member will make additibefforts if he knows what to do and
what is expected from him and from others (cladfyobjectives), if the output at team level is
perceived as essential (social compensation),ribpeance standards are high enough to stimulate
him (social indispensability), if in team work veppmpetent people with experience, true role
models (interpersonal comparison), if there areuemlpromoted in the group with which he
identifies (group identity). At the opposite sidmntextual performance will be given also by the
avoiding of reducing efforts specific to team wanksituations where the individual perceives that
his contribution for group result is not importdfrtee-riding), the contributions of others did not
seem visible to hims(icker effect) and his contribution and efforts can not be eatasld €ocial
loafing).

With regard to team performance, we proposed a hmdelar to Tuckman's model with
respect to names given to stages, but we considergdalitative performance criteria in team work
several variables highlighted in the literaturdhaging a major importance for team functioning and,
in our view, for team development. Thus, team pemonce is given in the forming stage by the
common goal establishment and common expertisghentransition stage, by the individual
responsibility and individual expertise, in the marg stage, by the adaptability and open
communication, and in the functioning stage, byabh®nomy and common responsibility.

On the analogy of the definition of synergism tkatmes from physics and refers to an
intensification of actions which are exerted in fagne direction or an intensification of the action
of two substances through their association, reéflecf contextual performance in the performance
of evolving team can be assessed by a correlatdesign in which the ties between contextual
performance and the performance of evolving tegmiféés the existence of synergy effects. In our
theoretical model, these relationships are getsingnger as the group work evolves, respectively
the process gains increasing and process lossesadety will increase the performance of evolving

team process, i.e. the synergy effects will barath(hypothesis H1 and, respectively, H2).



The most important factors influencing the perfonoe both at individual and team level,
are motivation, social capital and leadership, ey are discussed ichapter 4, The role of social
capital, the importance of motivation and the impgaaf leadership in attaining the synergy effects
According to the proposed conceptualizations, weeldped the hypotheses H3, H5 and H7
involving the existence of positive correlationstvieen process gains, on one hand, and the
dimensions of social capital (structural, relatiomad cognitive), motivation for team work
(intrinsic and extrinsic) and team leadership @farmational, transactional and shared), on the
other hand, and the hypotheses H4, H6 and H8 asguthe existence of negative correlation
between process losses and the above mentionexsfadie also suppose the positive ties between
team performance and the same factors (hypothesedH) and H11).

As regards the leadership, we proposed a model hichwwe theorize the different
importance of diverse leadership behaviors in tber fstages of team development. The last
hypothesis, H12, is based on functional analogyéeh complex adaptive system and the team:
shared leadership gives the measure of team gghiation as complex adaptive system which
produces synergy effects naturally. In other worldi® more frequently are shared leadership
behaviors, the stronger will be synergy effectsth& end of the chapter we drafted graphically the
generic model of our research comprising the l4alkbas, respectively, the 12 hypotheses
considered.

In chapter 5, The procedure of empirical research for the assessit of synergy effects in
team work we described the research context (consultanekehand consultancy team task) and
we proposed a theoretical model of overlapping qutojdevelopment stages to team evolution
stages. Then, we detailed the way in which the tquesire was build and applied, as basic
instrument of empirical research, as well the mibgdah which we delineated the variables for
theoretical model testing (through factor analyais) analyzed data (treatment of outliers).

In chapter 6, Applying the generic model for synergy effects assaent in team work in
the case of small and medium entreprises operatingthe field of bussines and management
consultancy we tested and interpreted the 12 hypotheses ajgeelin part II.

To test hypotheses H1-H11, we used correlationyamsalin SPSS having as basis of
assessment of relationship between variable thes®ea&oefficient and for testing hypothesis H12,
we used ModGraph application that is based on fiheggdure of Aiken and West to assess the effect
of moderation. In addition, for results interpreiai we have considered initial variables that
contributed to the consolidation of latent variagbleomposite variables).

In summary, the outcomes obtained as a resultdtheses testing are:
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- Hypothesis H1 is supported almost entirely siadleties are positive and statistically
significant, only the condition of ascendancy inretations size is not fully respected. Hypothesis
H2 is supported only about one tie statisticallgndicant, but the correlations condition of
ascendancy, with one exception, is respected. iF@sissociation between real process gains and
team performance in team evolving model followscept performance in forming phase, the
increasing trend suggested by theoretical casgnefrgy.

- Hypotheses H3 and H4 were fully confirmed. Cageitdimension shows the strongest
relation with process gains compared to other dsioers, and relational capital shows the largest
negative correlation with process losses.

- Hypothesis H5 is confirmed, but hypothesis H&@. Intrinsic motivation can lead to
significant increases in efforts made by membeisokultancy team.

- Hypothesis H7 is confirmed entirely and hypothedB partially. Ties between process
gains and both transformational leadership behademwell as transactional ones are almost equally
strong.

- Hypothesis H9 is fully confirmed. Cognitive capipresent the highest correlations with
performance variables compared to other dimensiexsept norming, in which, however, shows
the highest correlation compared to other stages.

- Hypothesis H10 is confirmed only partially. Magtr reward does not increase
performance, whether it is about individual or grgaerformance.

- Hypothesis H11 is entirely confirmed. Empiricasults regarding the ties between
leadership behaviors and performance in team aveluhodel are generally consistent with the
theoretical model we proposed in chapter 4.

And then hypothesis H12 is confirmed: shared leddprpotentiates relationship between
process gains and team performance, respectivalylifees the synergy effects. Moreover, it is also
respected the magnitude order of increasing caiveksize from one stage to another according to
real synergy model. Catalytic effects of synerglace the other types of synergy effects (additive,
emergent or functional type). Given the confirmatiof hypothesis H12, the catalytic role is
fulfilled by shared leadership because it poteatidhe relationship between contextual performance
and team performance, respectively maximizes syneffgcts specific to stages of small group
work development.

In Conclusionswe pointed out the major implications (theoreticalethodological, and
practical) of our research, and also some finals@®rations, contributions, perspectives and
limitations.



Thus, for reaching the objectives of present resgdrom classic Tuckman's model we have
developed a different model in which we focusedjaalitative performance criteria that mark the
team development and we treat them as emergenéeniexp of team viewed as complex adaptive
system: the eight initial variables, grouped irtarfteam performance variables, are characteristics
of the ,whole” evolving. ,On” this model was poskabto adapt the typology of synergy effects,
following closely the meaning given by their authBrA. Corning, a complex systems theorist. Also
according to evolutionary direction of team perfamoe, we depicted the theoretical model of
synergy, as a basis for comparison, only with daeve power, for real synergy effects.

Thus, before we stated the hypotheses that contpesgeneric model for synergy effects
assessment in team work, we tried to clarify theawdes considered in this research:

- Team social capital is ,social” because thishis tontext of collective work, which does
not mean it can be addressed simply and solelring of social relations in the workplace.

- In the context of collective work, the needssattion of each member must be considered
as anab initio prerequisite for any effort required from membewsg especially when it is studied
contextual performance.

- Leadership behaviors, although theoretically bgiog to different styles, are needed at
different moments in which team is found; furthereyove believe that they can be manifested by
any member on the basis that emergency situationexample, create their own leader.

Taking into account the overall results of the etation analysis carried out in part Il of
this research, emerges a seemingly paradoxicalusion: competition is beneficial to functionality
of project team from small and medium entrepris&lglEs) operating in the field of bussines and
management consultancy in Romania and implicitty,attaining synergy effects. But it is a
constructive competition as long as it is benefitdamprove performance at team level: awareness
of members own contribution, but also of othergiteibution in common task accomplishment can
only emphasize primarily a competition with theivropersons which leads to self-actualization and
development.

As demonstrated by confirmation of hypotheses HI ld&2, shared leadership behaviors
are always present in all stages of team developraed moreover, through the effect on process
gains they lead to intensification of synergy efifec

The motivation for team work in terms of intringiotivation (at individual level) has about
the same influence on team performance as proe&ss. J hen, in stage of actual team functioning,
the last stage in our model, process gains havexripmately the same ties with team performance

as the other influencing factors.



Therefore the performance of mature team will becdd mainly by extra efforts made by
members as well as by transformational leaderséifators, the influence of other variables being
much more reduced compared to the norming stage.

Given the results of our empirical research, it ¢@ndraw some courses of action for
management of consulting SMEs from Romania:

- to create contexts in which employees are willognake additional efforts, respectively
circumstances aiming to stress the importance ggatd group task and individual subtasks,
strengthening the body of values accepted at teamwl, lincluding in project team of some people
highly appreciated by others from a professionalwisetting clear objectives both at individual as
well as at team level;

- to maintain their transformational leadership degbrs but also transactional ones since
they are beneficial both for team performance anwdefsuring the premises for attaining positive
synergy effects; especially there must exist tiamsétional leadership behaviors because their
decreasing frequencies lead to process losses;

- to promote an open climate in which members cath@ange information and knowledge
based on which they can form common mental modheiswill facilitate collaborative efforts, and
more, they can to contribute as much as possibléamsactive memory formation since the
cognitive dimension is the most important in relegghe individual efforts, as compared with the
other dimensions;

- to give as much as possible freedom of movemergnployees, respectively to leave
teams to manage themselves; when they will encoutitéculties, these will be known and
communicated tdinking pin (project or company manager), but until there,restideadership
behaviors proved to be the catalyst for other syneffects in consulting teams activity.

Our model for assessing synergy effects may preefuli to the extent that members of
researched teams are competent and involved pessoftisat their more or less efforts are very
important for the outcome at team level, both tgfodirect contribution, as well as through the
effect on other team members.

Although our research has socio-psychological nsigwe sought to translate "borrowed"
concepts and theories in the reality of organiratideams to the extent that they can represent a
theoretical and practical openness for managen@&reglopment of organizations that use teams in
carrying out their activities. Through the proposasmtrelational design, our work is based on
comparisons and trends, but we believe it is atdtep forward from the current state of knowledge
regarding of both the teams functioning as welbfathe topic interest: attaining the synergy efect
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We believe that our research fills the gaps in expg the synergy effects in team work,
contributing to a better understanding of the camphechanisms involved in their attainment and
we consider that the intake brought to teams rebelay present thesis consists of the following
contributions:

- offering a different perspective on team develepmmodel by emphasizing quality
characteristics which must acquire a group in otdgrogress toward the stage of functional team;

- conceptualization and operationalization of psscgains and process losses (contextual
performance) as fundamental premises for attaitiiagynergy effects;

- developing of a theoretical model of synergy,aasomparison basis for real synergy
assessment and identification of synergy effedisgraiies that team can attain;

- analysis and interpretation of relationships lestw employee behaviors that indicate
additional efforts in achieving common task andcfgeteam work variables, respectively team
social capital, motivation for team work and teaadership;

- integration of leadership in team model developirend highlighting the importance of
leadership behaviors in different stages of teaveld@ment;

- synthesizing a generic model for assessing syreffgcts in team work;

- demonstrating the role of shared leadership irimizing the synergy effects;

- justification for overlapping the team developrmemodel with the model of the project
development;

- construction of the research instrument in thenfof a questionnaire in order to obtain the
data needed to test the model for synergy effastsssment.

Considering the entire research design proposethdyresent thesis, we believe that the
following future research directions are approgriat

- developing the research instrument by evaluatargables through more items in order to
increase the internal consistency of constructs;

- fathoming the proposed generic model by followitgy components and detailing the
relationships between contextual performance asuth tpecific variables;

- considering additionally some external factorsnacupon synergy effects, either directly,
by affecting contextual performance, or indirecty,influencing factors which ,put their mark” on
individual performance;

- identifying other contexts which can determiner@ased or decreased individual efforts

made in team work and, on this basis, evaluatiagmergy effects starting from other conditions;



- assessment of differences made by shared ledplestdo in relations between other
variables in generic model (e.g., dividing the skminto two groups according to the shared
leadership level and comparing correlations impbgdhe hypotheses H1-H11 in cases of these two
groups).

Finally, we believe that team work is indeed a wawyard the new organization. It is not a
quick or simple way, but it adds flexibility and tm@rk structures to traditional bureaucratic
hierarchies and as long as organizations evolveraimyent themselves in an environment more

chaotic than ever, the challenges, struggles amérds both in researching teams and their
utilization will increase.



