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March 28, 2008 Discussion Re-Cap
Getting Things Done:  
Understanding Your Co-workers/Employees to Build Dynamic Teams
Highlight of the Discussion:

Our discussion focused on getting the right people in the right roles and the various ways in which to accomplish this effort during the hiring and performance evaluation process as well as understanding team dynamics.

The movie BIG (with Tom Hanks) was used as an example of how many hiring/selection processes may be superficial and do not lend themselves to making sure the right person is hired for the right position.

During the Hiring/Selection Process, we determined the following elements to consider: 
· Clearly defining the roles and responsibilities for the desired position

· Understanding the necessary knowledge, talent, skills, expertise, etc. required for the position.

· Using assessments to benchmark high-performers existing within the company when hiring for similar positions.

· Using assessments as an objective tool during the selection process once candidates have been narrowed down from their initial interviews.  This will help to assist in determining if there is a right fit and dig deeper during a 2nd interview.
· Planning ahead to allow enough time for the hiring/selection process.
· Avoiding traps such as adapting a position based on the qualities of an interviewees resume vs. the requirements of the advertised position.  (Based on case studies shared during our “Hires Gone Bad” segment.)

· Spending adequate time during the interview in getting to know the person.
· Having other members of the team interview the potential hire and sharing their feedback.

In understanding Team Dynamics, the four stages of teaming were also discussed which include:

· Forming – During this stage, team members begin working together and determining what they will be doing.  A major concern with individuals may be whether or not they fit in and how they will make significant contributions.  Exchanges tend to be polite and guarded.  Decisions and direction may be deferred to the team leader at this stage.



· Storming – Now that the work of the team has begun, conflict and chaos may arise.  This is a normal phase of teaming and can be a healthy phase leading to creative solutions and innovation.  However, the team leader will need to determine what the root of the storming is.  This phase can be lessened by putting into place official rules of conduct that the team can help create during the forming stage.  Otherwise unofficial/unspoken rules which can lead to such negative actions as gossip and even bullying (work violence) can occur.

· Norming – Team members build confidence as they work together and learn how to interact with one another constructively.  There is a tendency to focus on issues inside the team.  However it is important to foster relationships with other teams if within a larger organization to ensure integration and coordination of efforts.

· Performing – As the team overcomes challenges, meets milestones and collaborates, they will notice periods of synergy.  However it is important to listen for wellness and signs of discord that can threaten derailment.  Create and seize opportunities for renewal as burnout can also occur if teams are nearing final deadlines.    

During the Performance Evaluation Process, we determined the following elements to consider: 

· Performance reviews create an opportunity to foster communication with employees.

· Formal Annual Performance Reviews are important when done correctly.

· Regular Informal Check-Ins help to ensure staff are on track with their goals as related to the overall organizational mission in between the annual reviews.  (Also an important piece to effective delegation)

· Annual Performance Reviews alone leave too much room to get off track wasting valuable time, energy and resources.

· Understanding the strengths of the staff, especially as the organization shifts due to various factors in the business landscape, in order to move them into positions that play to their strengths.

Our next roundtable is on April 18, 2008 from 12 – 2 p.m.  During our next session, we’ll discuss developing a process and rules to define expectations, measuring results and accountability.
We look forward to having you join in on the discussion!
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