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important because research has shown that information has more impact on group choice
when it is known by several group members before the discussion than when it is known
by a single group member. This is true independently of the information’s validity for
the choice (Gigone & Hastie, 1997). Therefore, before a group’s meeting, leaders may
want to send out an bulletin including any decision relevant information. All in all,
researchers agree that groups pool information less thoroughly and rely on prominent
items in making decisions. This increased awareness will also increase decision making
effectiveness.

There is a often a great deal of diversity among team members and team tasks.
As [ stated earlier, there are many levels of an organization who work together on a team
to accomplish a task. According to Magjudka & Baldwin (1991), this within team
heterogeneity in the kinds of jobs held leads to increased effectiveness. If a team is
composed of a variety of people who specialize in different aspects of the company, the
large pool of information available will improve decision quality. Also, within team
heterogeneity in personality, gender, attitude, and experience is positively related to
creativity (Jackson, May, & Whitney 1995). Therefore, diversity within the team is best
when the group is performing cognitive, creativity demanding tasks. With complex
tasks, managers should structure teams that make use of different kinds of people from
different areas of the company. People do not always work best with people who are
exactly like them. There was no available research on diversity within a team and
satisfaction among members. Conflict among members could possibly alter these
findings. A diverse group leads to stronger and more positive feelings toward the group
by its members (Fields & Blum, 1997). However, according to Jackson, Brett, Sessa,
Cooper, Julin, and Peyronnin(1991) diversity is also positively related to turnover.
Dissatisfaction could be the cause. Turnover is not always negative, though. It keeps

groups from becoming too familiar.



Decision Making Techniques

There are many different kinds of techniques groups can use to come to decisions.
Overall, there are many advantages to using structured techniques over making decisions
with no structure at all. According to White, Dittrich, and Lang (1980), structure in
group decision making is positively related to the number of implementation attempts
that are undertaken after a decision has been made. Using structure is more effective. At
the same time, White et al. (1980) points to drawbacks in using structure. First, there is
less social harmony within the group. Most structured tactics make use of conflict.
People may have a tendency to take critiques of ideas personally. This also leads to a
lower group affect. Members may not feel a true sense of cohesion which might inhibit
teamwork. Third, groups that use structure in decision making often have less
confidence in their decision outcomes. The results of the lack of confidence could
possibly be less enthusiasm in carrying out implementations and less trust for the

usefulness of the group.

Consensus
The majority of the research has focused on three major decision making
techniques. The first is consensus. Consensus is when members of a group come to
agreement on a decision or strategy to implement a decision. The overall evidence
indicates that the use of consensus is positive. Structuring of the top management

actually improves performance (Schwenk & Cosier, 1993).

Devil’s Advocacy
A second decision making technique is the use of devil’s advocacy. This is when
a team is split into two groups. The first group has the task of reviewing information,

deciding upon recommendations. The second group argues against those
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promote funding for projects, indicates the work being done is a priority and the workers
also tend to solve problems faster when management in present (Tang, Tollison, &

Whiteside, 1991).

Self-Directed Work Teams

The final work groups I will mention are self-directed work teams. These are
highly trained groups of employees that are fully responsible for turning out a
well-defined segment of finished work (Piczak & Hauser, 1996). These groups take on
responsibilities that are typically assigned to front-line supervisors. The members have a
genuine impact on substantial decisions which affect the business. There are six main
benefits in the use of self-directed work teams. First, they are typically more productive
than other options. Second, the teams tend to work harder because the members do not
want to appear to be underperforming in comparison to other divisions. Additionally,
individuals carry their own weight because they believe they might be otherwise
reprimanded by other team members. All members are required to participate in
regularly scheduled meeting so that production and related issues can be discussed. The
former supervisors are able to work for the teams by obtaining necessary information and
securing additional resources. Finally and most importantly, employees like the concept
of self-directed work teams because of the degree of control they are given (Piczak &
Hauser, 1996). There are many variables which go into the implementation of these
teams. Unions must be addressed. Since unions are often resistant to change, it is
important to include representatives in the design teams. Securing union support is an
ongoing process which is essential to the teams success. Additionally, these teams
require extensive training programs. This may include awarness training to instruct
employees about the structure and functions of the new teams, the reasons for the shift,
new roles and responsibilities for members, compensation and reward structures, team

scope, and job security. Consultants often work better as initial trainers because they are



vIn, . to =xche

an

all, stiv

lev

fer

the



16

References

Behnke, R. R. & Watson, W. F. (1990). Group identification, independence, and
self-monitoring characterisstics as predictors of leaderless group discussion performance.

Journal of Applied Social Psychology, 20, 1423 - 1431.
Bettenhausen, K. (1991). Five years of group reseach. What we have learned

and what needs to be addressed. Journal of Management, 19. 345-381.
Brown, A. & Misty, T. (1994). Group work with mixed membership groups:

Issues of race and gender. Social Work with Groups, 17. 5-21.

Campion, M. A, Medsker, G. J., & Higgs, A. C. (1993). Relations between work
group charicteristics and effectiveness: Implications for designing effective work groups.
Personnel Psychology, 46. 823-850.

Cannon-Bowers, J.A., Tannenbaus, S. I, Salas, E., & Volpe, C. E. (1995).
Defining competencies and establishing team training requirements. Team Effectiveness
and Decision Making in Organizations. San Francisco: Jossey-Bass. 333-380.

Cohen, S. G. & Ledford, G. E. Jr. (1994). The effectiveness of self-managing
teams: A field experiment. Human Relations, 47. 13-43.

Crown, D. F. & Rosse, J. F. (1995). Yours, mine and ours: Facilitating group
productivity through the integration of individual and group goals. Organizational
Behavior and Human Decision Processes, 64. 138-150.

Fields, D. L. & Blum, T. C. (1997). Employee satisfaction in work groups with

different gender composition. Journal of Organizational Behavior, 18 181-196.
Gigone, D. & Hastie, R. (1997). The impact of information on small group

choice. Journal of Personality and Social Psychology, 72. 132-140.
Gordon, J. (1992). Work teams - How far have they come? Training, 29. 59-65.
Hart, P. (1991). Irving L. Janis’ victims of groupthink. Political Psychology, 12.
247-278.



fon

cett

Fre

11SC

I

)SS€

=1 (¥

ass

Qaunol



anmn

/lor . R. 3sb 186

" cott

dir nsi Jouma, 1O Janizauol a1 1aVIOL, 1/



	Groupwork in business
	Recommended Citation

	tmp.1515016676.pdf.LutY7

