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1. Professional familiarity in geografically
dispersed (virtual) teams

M. Travis Maynard, John E. Mathieu, Lucy L. Gilson, Diana R. Sanchez, and
Matthew D. Dean (2019). Do I Really Know You and Does It Matter? 
Unpacking the Relationship Between Familiarity and Information 
Elaboration in Global Virtual Teams. Group & Organization Management, Vol. 44(1) 3–37 



The study explores

• the link between personal familiarity and professional familiarity
and teams’ effectiveness and viability

• how these links are moderated by the degree of virtuality

• And how these links are supported by information elaboration in 
global virtual teams

• 63 global virtual team in an international tech-company





Measures
Questionnaires to measure personal and professional familiarity
Interviews about communication methods (digital) to measure degree of

virtuality. 
Questionnaire to measure information elaboration. 
Questionnaires to measure team effectiveness (manager) and team 

viability (team leader)





Conclusions
Professional familiarity correlates positively with information elaboration

in teams.

information elaboration in teams correlates with manager rated team 
effectiveness and team leader rated viability in teams.

Virtuality enhances the effect of personal familiarity on information 
elaboration, but dampens the realtionship somewhat between
professional familiarity and information elaboration. 



Implications
Knowing each other professionally is more important than knowing each

other personally in global virtual teams. 

This means that leader of GVT’s should work on strenghening the 
memebers’ realtionships based on knowledge, skills and abilities. 
Build and support professional relationships. 



Possible explanation
Bierly, Stark, and Kessler (2009) suggested that the effect of familiarity

partly can be explained by ”fear of the unknown”. When people don’t
know their colleagues’ work they may hesitate to be completely open
with their information since they don’t know how it will be received
and used. 



2. Psykological safety in teams 
over time

Speaking Candidly Over Time? A Longitudinal Examination of
Psychological Safety , Jacqueline Marhefka, Susan Mohammed, Abby 
O’Connell, Courtney Cole, Scarlett Miller, Kathryn Jablokow



Background

Team members feel psychologically safe (PS) when they believe they can
take interpersonal risk without fear of rejection or ridicule.

Although PS is a dynamic construct, most PS research has been cross 
sectional.

A longitudinal examination of PS is essential to understand how to 
improve PS over time and the impact of predictors on its development..



Sample: 69 teams, 3-4 M, engineering undergraduates
Team task: Design and build a prototype

Measures: 
- Team PS – Edmondson (1999) seven item team PS scale
- Composition and communication comments – count of positive and 
negative comments from qualitative analysis of open-ended comments
of team interactions

Procedure:  
- Measured predictors at the first team meeting
- Measured team PS after team meetings at five time points throughout
the conceptual design process







Results
• On average, team PS increases slightly over time.
• The rate of PS growth slows over time.
• Positive and negative communication comments did

not significantly relate to PS trajectory.
• Negative team composition comments influenced

PS trajectory:
- PS had a positive trajectory when there were low numbers of negative team 
composition comments (few concerns about other members after first meeting) .

- PS had a slight decrease over time when there were high numbers of negative team 
composition comments (complaints about teammates after the first meeting).



Conclusions
Given that PS takes time to develop and that the rate of growth slows

over time, we suggest that interventions to improve PS should
especially be targeted at the outset and “refresher” instructions
provided toward the end of the team’s task cycle.

Results indicate the importance of attending to negative team 
composition perceptions during team formation for team leaders.



3. The link between perceived similarity
between members and team 
performance



The study examines the extent to which a novel approach for assessing
interpersonal compatibility - focused on interpersonal perception and 
perceived similarity between dyads - predicts the viability of
relationships and team performance over time in simulated space 
crews.



Predictors
• Perceived similarity (the Personal Self-Perception and Attitudes [PSPA])
• Team composition based on perceived similarity

Outcomes
• Who would you go with on a future 3-year mission
• Team performance on an operationally relevant virtual reality-based , 4-

person task



Data was collected from 9 four member teams



Conclusions
Perceived similarity between dyads, after just over a week of interaction, 

predicts relationship viability well into the future. 
Provides empirical evidence that the presence of an isolate, as detected

by configurations of perceived similarity, detrimentally impacts team 
performance.

Perceived similarity can be used to assess the interpersonal compatibility
of potential space crews.

Provides a unique approach for assessing interpersonal compatibility in 
space crews and potentially key organizational teams such as top
management teams.



4. Shared process models

Relationship between Team Task Efficacy, Shared Mental Models
and Team Performance. Jacqueline Boggs Josh Royes Anupama
Narayan







Results
SMMs focused on team dynamics and interactions completely mediated the impact

of average initial team task efficacy on team performance.

Teams with high initial levels of average task-based efficacy focus on building a 
shared understanding of cohesive and cooperative team interactions, which
improves team performance.

Teams that do not begin with high average task-based efficacy may spend time
trying to understand the task operations instead of teamwork-based dynamics.

Form teams with high levels of initial task-based efficacy for improved team 
performance!



5. Does team orientation matter?



INTRODUCTION

• Organizations are increasingly using interdisciplinary teams.
• One construct of interest is team orientation (TO), which

typically refers to an individual’s preference to work in a 
team rather than individually.

• Team orientation is conceptualized at the team and 
organizational levels.

• This effort aims to synthesize/meta-analyze the literature
and shed light on the implications that team orientation has 
for team performance



DEFINITIONS 

Individual-Level Team Orientation: An individual’s orientation or propensity
to work in a team, given the choice.
Team-Level Team Orientation: The perceived attitudes and behaviors that a 
team displays that indicate that they as a group value teamwork and prioritize
team goals over individual goals.
Organizational-Level Team Orientation: The perceived value that an 
organization places on teamwork, such that it considers teamwork an essential
foundation to



RESULTS

Significant positive correlations with
- extraversion, 
- task interdependence
- communication
- coordination
- cooperation
- trust
- shared mental models
- backup behaviors
- cohesion
- innovation
- satisfaction
- leadership
- team performance



RESULTS Cont.

Significantly negative correlations with team conflict and individual
performance.

Only team-level TO is significantly correlated with team processes such as 
communication and coordination.

Only organizational-level TO is significantly correlated with outcomes such
as innovation

Age and gender does not correlate with an individual’s level of TO, but
extraversion does significantly correlate



CONCLUSIONS

Results suggest that overall team orientation has a 
positive impact on team processes, team 
performance, and reducing team conflict, but may
negatively impact individual performance.

It may also be the case that team-level TO impacts
team-level processes (e.g., communication, 
coordination) more than individual- level TO.


