Self Management Strategies – Honouring Yourself and the Team
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Shared Values
One of the catalysts for effective team behaviour is trust. Trust between team members comes from believing in the same things (only the things relevant to the team performing so you don’t have all support the same football team, unless you’re in one!), that means for instance, if the team requires that for a period you all have to put in long hours to get a project completed, you all believe that the value of meeting those deadlines and obligations is non-negotiable. Teams with a strong sense of shared values use their behaviour to set standards. 
Meaningful/Common Purpose – collective endeavour
This seems obvious but many teams do not have it. They are a collection of individuals who say they are trying to do the same thing. We see many sales teams who don’t have any overarching team target or team incentive scheme but are expected to share best practice. The common purpose should also be more than a set of numbers; it should connect to the organisation’s vision and the strategy for delivering it. Every sports team common purpose is to win (the numbers), it’s the ones that have a common purpose that includes the way they are going to win that more often succeed, especially if you are looking for repeatable success.

Mutual/Individual Accountability
People like to know what is expected of them. In teams it’s critical to get the balance right between what the person is expected to do on their own and what that are expected to do for each other. This should never be reduced to a binary decision of one or the other. Sometimes there has to be trade-offs, but they should be rare, individual and team accountabilities must be aligned otherwise the team will pull against itself. Accountability, or ownership as it’s sometimes called, needs to be one of any team’s shared values. A great by-product of being comfortable with high levels of accountability is the desire to offer team leadership. 

Clear Performance Goals
Teams (as distinct from individual members) have to know when they are succeeding or failing. There has to be up-side benefit and down-side risk attached to team performance. This clarity allows a consequences model to be established. One of the fastest ways to destroy team morale is to not recognise success and not deal with failure. If the team’s success/failure can be traced to one individual then it should be dealt with accordingly. When a team is failing collectively it can be more complicated. The first test should be has the team demonstrated steps to resolve the problem? Then has the manager of the team taken steps to resolve the problem? Then is the manager of the team the problem? 

Complementary Skills
There is no such thing as a perfect individual, but there is such thing as a perfect team. This is what makes team building so fascinating. Creating the perfect team requires assembling a set of differing capabilities that add value to each other (synergy), where the sum is greater than the parts. A lot of work has been done to identify the different roles people can play in teams. A team made up of the same kinds of people (we’re not talking technical capability here, obviously a sales team will need to contain salespeople, a finance team, finance people etc.) will see problems, challenges and opportunities in the same way. It will also work in the same way in solving them. Generally (but not exclusively) salespeople are really good at suggesting new ideas, and notoriously bad at implementing/completing them. A salesperson who can complete things, showing real attention to detail would be a valuable team member to have! 

Well Defined Working Approach
How teams organise should not be left to chance. For instance, a simple principle about what are rules and guidelines can be enormously helpful. Take meeting attendance, is it a rule that everybody should be there, except for enforced absence? Or it is a guideline, if you can avoid holidays fine, if not also fine? These simple things can make the world of difference to a team’s effectiveness. Getting work in on time, is that a rule or a guideline? Also expectations should be clearly set about how much (if any) additional to the core job teamwork is required? And if team tasks are required, how are they distributed? We often see in change processes that the work is done by a few team members, others being ‘too busy’ to contribute. 

Manageable/Small Numbers
An obvious point, but the larger the numbers the more productivity, communication and decision making suffer. Try to keep the team in single figures and the closer to 5/6 the better. Having said all that, if all the elements are in place as previously outlined, then larger numbers can work. Equally the opposite is true, without these ingredients even a team of two will struggle
The Individual within the Team  – what are your thoughts?
A great athlete is more than just the sum of their attributes. A great athlete brings something beyond the average
No substitute for hard work

The first major conclusion is that nobody is great without work. It's nice to believe that if you find the field where you're naturally gifted, you'll be great from day one, but it doesn't happen. There's no evidence of high-level performance without experience or practice. 

Practice makes perfect

The best people in any field are those who devote the most hours to what the researchers call "deliberate practice." It's activity that's explicitly intended to improve performance, that reaches for objectives just beyond one's level of competence, provides feedback on results and involves high levels of repetition. 

An article by L.J Maile highlights the following non-physical

attributes that contribute to success as an elite athlete:

1) high motivation and commitment; 

2) an optimistic and positive perspective;

3) a positive perfectionism; 

4) strong ability to focus; and 

5) high stress tolerance and capacity to cope with adversity. 

6) a high degree of sport intelligence.

According to an abstract from the Journal of Applied Sport Psychology,

the attributes that make up the "mental toughness" ascribed to elite

athletes include:

1) self-belief

2) desire/motivation

3) dealing with pressure and anxiety

4) focus (performance-related)

5) focus (lifestyle-related), 

6) pain/hardship factors.

After an extensive review of the literature, Williams and Krane

(2001) identified a number of psychological characteristics of highly

successful athletes, as well as the mental skills these athletes used

to achieve optimal psychological states. Characteristics included

self-regulation of arousal, high confidence, better concentration and

focus, an in control but not forcing it attitude, positive imagery and

self-talk, and high determination and commitment. Skills used to

achieve peak psychological states included imagery, goal setting,

thought control strategies, arousal management, well-developed

competition

plans, well-developed coping strategies, and pre-competitive mental

preparation plans. The quantitative and qualitative results collected

with these Olympic champions paralleled these results almost exactly.

Specifically, as a group these Olympians were found to be

characterized by:

The Ability to Focus

Mental Toughness

Hope/Goal Setting Ability

Sport Intelligence

Ability to Cope

Competitiveness

Confidence

Coachability

High Drive

Intrinsic Motivation

High Optimism

Adaptive Perfectionism

Automaticity: The Ability to Click into Automatic Performance

Emotional Control: Ability to Relax and Activate

