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Introducing this Research
This report presents the findings of a survey of over 2,830 HR professionals. The
survey was launched in January 2012, and sent by invitation through LinkedIn.
Running from January to March 2012, the survey gained a valuable insight into the
behavior, attitudes, needs and preferences of HR professionals across the globe.
Intended to test the currency and relevance of the concept and value of ‘team
building’ in 2012, the survey yields a rich vein of information to digest and consider.
It examines if and how the concept of team building spans and varies among
organizations of differing size, location and ethos.

Acknowledgements
Acknowledgments are extended to all research participants for their valuable
contribution to the study.

Note
All percentages have been calculated excluding missing responses. Percentages
have also been rounded and may therefore not total exactly 100.

Respondents from Across the Globe
As shown in Figure 1, the survey has a global reach, with 59% of respondents from
North America; 19% from Europe; 15% from Asia; 4% from Australasia; 2% from
Africa and 1% from South America.
Figure 1
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Survey Findings
A Reach of Over 100 Countries across Six Continents
As shown in Figure 2, survey respondents were most commonly residents of the
United States – with 54% from this country. However, the reach of the survey was
immense, stretching from Brooklyn to Bangalore, and Vietnam to Venezuela, and
totalling 101 countries.
Figure 2
Survey Responses by Country
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Respondents from Small, Medium and Large Organizations
Survey respondents were employed within organizations of a number of different
sizes, ranging from those with under 10 employees, to – more frequently - those
with more than 1,000. (See Figure 3).
Figure 3
Responses by Organization Size
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Roles Relating to Team Development
“I help all the teams in my organization find ways to improve their cohesiveness
and productivity” was the most frequent response to the question of team
development role. (See Figure 4). This was a finding consistent across all continents
and organization sizes.
Figure 4
Team Development Role
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Perceptions of Colleagues Working Together Harmoniously
Many survey respondents felt that their team of colleagues worked together in
harmony as a team at above the mid-point on a 1-10 scale, where 1 equated to
total dysfunction and 10 equated to total harmony. The average score was 6.82.
Figure 5 displays a typical response of 7 or 8 out of a maximum of 10. Very few
survey respondents regarded their team as being totally dysfunctional – just 4% felt
that their team scored 3 or less on the scale of harmony. However, and similarly,
few survey respondents viewed their team as working together in optimum
harmony – just 15% scored their team as a 9 or a 10 on the harmony scale; just 4%
as a perfect 10.
Figure 5
Perceptions of Colleagues Working Together Harmoniously
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How Perceptions of Working Together Harmoniously as a Team Vary
across Continents
This average score of 6.82, showed some variance across continents. As shown in
Figure 6, perceptions of harmonious working are highest in North America and
Asia. However, across all continents the results were remarkably similar, with a
range which spanned only from 6.57 to 6.86.
Figure 6
Average Working Together Harmoniously Scores
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How Perceptions of Working Together Harmoniously as a Team Vary
Across Organization Sizes
Interestingly, showing slightly more variance, the highest average scores for
working together harmoniously as a team are seen in the smallest of organizations
– those with fewer than 50 employees. Furthermore, as the size of the organization
increases, the average harmonious working score declines, with a small peak
among the largest organizations. (See Figure 7).
Figure 7
Average Working Together Harmoniously Scores
Across Organization Size
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Perceptions of the Usefulness of a Tool or Process to Facilitate Team
Agreement and Understanding
Figure 8 displays a typical score of 7 or 8 out of a maximum of 10 with regard to the
usefulness of a tool or process to facilitate team agreement and understanding.
Very few respondents felt that such a tool would have little value, with just 10%
scoring it as 3 or less. The average score was calculated as 6.64.
Figure 8
Perceived Usefulness of a Team Building Tool or Process
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How Perceptions of a Team Building Tool/Process Vary Across the Six
Continents
This average score of 6.64 varies across continents. As shown in Figure 9,
perceptions of the value of a tool or process to facilitate team agreement and
understanding are most positive in both Asia and Australasia. However, across all
continents the results were remarkably similar, with a range which spanned only
from 6.54 to 6.90.
Figure 9
Perceived Usefulness of a Team Building
Tool or Process Across Continents
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How Perceptions of a Team Building Tool/Process Vary Across
Organizations of Different Sizes
Figure 10 shows how medium sized organizations’ regard for a tool or process to
facilitate team working and understanding was highest. This is followed by the very
smallest companies who hold it in high regard. In contrast, largest organizations
viewed it with slightly – but not significantly - less value.
Figure 10
Perceived Usefulness of a Team Building
Tool or Process Across Organization Size
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A Clear Desire to Sustain or Build on Harmonious Working Relationships
It’s also interesting to note that many of those who gave a higher than average
score for their colleagues working together harmoniously, also gave a higher than
average score for perceived usefulness of a teambuilding tool or process.
This suggests that harmonious relationships are highly valued and not taken for
granted. When employees have this, they are keen to sustain or build upon it.

●
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Those who currently score
their harmonious working
highly, also tend to place
high value on a team
building tool of process.
●
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Improving Working Relationships among Teams
In pursuit of improving relationships among teams, and as shown in Figure 11, two
key needs emerged as the top priorities for improving working relationships among
teams-trust and communication. These fundamental requirements were
accompanied by four smaller sub-needs, comprising collaboration, respect,
accountability and understanding. These were values consistent across
organizations of all sizes.
Figure 11
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While trust emerges consistently across all continents, in Asia, Europe and the
Americas this is most commonly accompanied by a need for communication,
while in Australasia this is accompanied by a need for collaboration.
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Understanding these Key Priorities
9

Each of these values can be split into a number of components, beginning with
trust.

“we need honesty and
trust… no game
playing or avoidance”.

“we need true
collaboration rather than
lots of one on one offline
discussions that simply get
ratified when the team get
together”.

“it’s about totally open
communications and sharing of
information that helps everyone”.
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A Real Need for Trust
Trust, despite its lead status - was perhaps ironically the hardest value to expand
upon and analyse. For many HR professionals this was defined by this single word
alone – felt to convey an implicit message which needed little accompaniment.
For others, trust was felt to comprise a sense of authenticity, integrity and loyalty,
often as a result of open door policy, and engendering as a consequence, a real
feeling of comfort. (See Figure 12).
Figure 12
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HR professionals commented:
“Honesty…not to say people lie, however often I hear people say what they think they should
say rather than the actual truth of the matter”.
“Better trust amongst all the business units”.
“More trust. Many people feel insecure about the work they do and its value. Getting people
out of work and into some form of activity where they can learn to rely on each other would be
very helpful”.
“Trust and also feeling comfortable giving feedback to each other. E.g., project managers are
responsible for this but teams are often friends and they find it hard to give constructive
feedback”.
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A Clear Need for Communication
This was a priority which survey respondents found a little easier to expand upon.
Effective communication was clearly felt to also incorporate a need for timeliness,
transparently clarifying both roles and goals; resolving conflicts and issues with
civility and practicing communication which horizontally spanned departments
and vertically spanned hierarchies. (See Figure 13).
Figure 13
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HR professionals commented:
“Stronger communications. Clarify expectations of members, and deal with conflicts rather than
suppress them”.
“I think that our team works well together most times. However, when we are stressed sometimes
things get dropped. We forget to let each other know what's going on and items fall through the
cracks unnecessarily”.
“Clearer communication. Different backgrounds and different training leads to communication
differences”.
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Collaboration
As shown in Figure 14, collaboration was felt to essentially involve co-operation,
commitment, flexibility and team spirit, to create cohesion and speed.
Figure 14
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HR professionals commented:

“Collaboration; true teamwork minus the CSO methodologies of most
management today”.
“There should be no communication barriers...we should be friendly, positive and
always productive, and help each other to improve objectives”.
“Trust and respect and the ability to listen to varying opinions before developing
a collaborative solution”.
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Respect
Respect, as shown in Figure 15, combined a need for balanced discipline and
admiration, with fairness and compassion, in the context of over-arching
professionalism.
Figure 15
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HR professionals commented:

“Respect with no consideration of names or other personal issues”.
“The ability to appreciate all differences”.
“The department manager uses shame and blame to control employees”.
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Accountability
Figure 16 shows accountability was felt to incorporate harnessing focus,
demonstrating leadership and reliability, and taking ownership to optimise
productivity.
Figure 16
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HR professionals commented:

“People taking more responsibility for owning their jobs”.
“Clear accountability for actions. It is accountability and
misunderstanding of roles that drives other issues”.
“Develop courage to be honest”.
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Understanding
Finally, understanding – as shown in Figure 17 - was felt to embody empathy, great
listening skills, perspective, tolerance and mutual sharing, under the umbrella of a
clear vision.
Figure 17
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HR professionals commented:

“Understanding and proactive helpfulness. Don't just say no I don't do that, say I
don't do that, but x might know more...”.
“Understanding who is accountable for which piece of communication and overall
better communication flow, from x to y to z and back up the chain”.
“The understanding of how one function affects another and the risk involved with
failure at any point in the process”.
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Key Messages
 This report is based upon the views and experiences of more than 2,830

HR professionals, to whom we extend our gratitude for their
invaluable participation.
 Findings are current, robust and highly
vein of information to consider and digest.

detailed, producing a rich

 They incorporate the views of HR professionals across
with a span of over

six continents,

100 individual countries.

 HR professionals surveyed were employed in organizations of all sizes
– with good proportions of smaller (42%) and larger (58%) organizations, in
terms of number of employees.
 HR professionals are most likely to regard their team development role as

an over-arching one – assisting all of the teams within their
organization to find ways to improve their cohesiveness and
productivity.
 There is a current feeling that while many teams are perceived as working

above the mid-point on a 1-10 scale of harmonious
performance – with an average score of 6.82 – few are working
in total harmony. Just 4% of HR professionals awarded their team the
maximum, and perfect, score of 10.
 This average harmony score of 6.82 is remarkably

similar across

continents. This suggests that it is less about the geography of an
organization which influences team building, and much more about the

people within it.
 What does appear to influence harmony is organization

size. There is
an almost consistent trend of the larger the organization the
lower the self-attributed harmony score. This suggests that

smaller organizations – in general terms – have more harmoniously working
teams than their larger counterparts.
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 With this in mind, it is perhaps logical to anticipate that those organizations in
which there is perceived to be lower levels of harmonious working would
most value a team building tool or process to improve upon this. In fact, this
does not hold true – with no

clear and consistent trend which
links currently perceived levels of harmony and
perceptions of the usefulness of a tool to enhance it.

 However, note that many of those who attribute a higher than average
score for their colleagues currently working together harmoniously, also
attribute a higher than average score for perceived usefulness of a
teambuilding tool or process. This suggests that, for some, a need to both

attain and sustain harmony is recognised.
 Note also an interesting perceived difference between team
and team

development.

building

Team building that was not tied to a

business initiative was felt to hold less value compared to mingling

events or “self-disclosure” activities that had no transference to
work
 To build teams, two

fundamental values would appear to be key –
those of trust and communication. These are values consistent
across organizations of all sizes and continents, and
indeed levels of perceived current harmony, and are seen as
clear drivers in the road to essential team building.

 These values are very much a part of the TIGERS Success Series aimed at building highly effective, motivated and successful team cultures
via six collaborative principles/values—and identifying behaviors that
support these values. These values comprise:

Trust
Interdependence
Genuineness
Empathy
Risk
Success
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 In ‘TIGERS Among Us - Winning Business Team Cultures and How They Thrive1’,

trust is defined as:
‘having confidence in the integrity, honesty, reliability and fairness of
a person, a group or system. Psychologists say trust in one’s self, other
people, and one’s surroundings is so important that the absence of it
can adversely impact human development...Abraham Maslow, the
founder of humanistic psychology who is recognized for his
conceptualization of a “hierarchy of human needs,” viewed trust as
a basic human requirement.
 Indeed, many of the values identified in the survey are acknowledged in
TIGERS Among Us - from the importance of communication:
‘build positive relationships with open and honest communication’
to understanding:
‘the desire to understand others breaks down “Us” and “Them”
thinking and helps to resolve conflict.... places a high value on
understanding people and giving them what they need to grow and
prosper. Levin believes this is not only important to the catalytic
coaching process, but also to the way he expects people to treat
one another in the workplace. He wants team members to know and
understand fellow teammates’
to respect:
‘behaviors that promote the TIGERS value Empathy include...respect
for diversity.... Respect for the skills each team member brings to the
table’.
 From a survey of few questions, much

information is thus returned. For
many organizations there is self-identified scope for
improvement in terms of promoting harmonious working.
There is also a sizeable slice of interest in a tool or process to achieve
this.

1

TIGERS Among Us - Winning Business Team Cultures and How They Thrive, Dianne Crampton, 2010
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