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1. The Dynamic 
Nature of 

Interpersonal 
Conflict and 

Psychological 
Strain in 

Extreme Work 
Settings 

Somaraju, A. V., Griffin, D. J., Olenick, J., Chang, C.-H. (D.), & 
Kozlowski, S. W. J. (2022). The dynamic nature of interpersonal 
conflict and psychological strain in extreme work settings. Journal 
of Occupational Health Psychology, 27(1), 53–73.

• 32 participants operating in ICE conditions over the course 
of 30-45 days

• Drawing on conservation of resources (COR) theory, we 
investigated reciprocal relationships between different 
forms (i.e., task and relationship) of conflict, and between 
conflict and strain 





Measures

Task conflict: “I had conflicts with other people on my team about how to perform tasks”

Relationship conflict: “I had conflicts with other people on my team that were personal 

in nature” 

Strain (example):“To what extent did you experience health difficulties today?” 

Workload: “How hurried or rushed was the pace of your work?”



Results

Resource threat feedback loop: 
current-day task conflict            next-day relationship conflict 
current-day relationship conflict             next-day task conflict

Resource loss feedback loop:
current-day relationship conflict            next-day strain
current-day strain           next-day relationship conflict



Results

Current-day relationship conflict Next-day task conflict

Next-day workload

Current-day relationship conflict Next-day strain

Next-day workload





Conclusions

● Workload plays a critical role in weakening the effect of these spirals over time

● Targeted interventions (e.g., recovery days) can help buffer against the negative 
impact of relationship conflict on strain and decrease the extent that relationship 
conflict spills over into task disputes



2. Helping 
healthcare 

teams to 
debrief 

effectively

Kolbe M, Grande B, Lehmann-Willenbrock N, Seelandt JC. (2023). 
Helping healthcare teams to debrief effectively: associations of 
debriefers' actions and participants' reflections during team 
debriefings. BMJ Quality and safety. 32(3):160-172. 

Background: Debriefings help teams learn quickly and treat patients 
safely. However, many clinicians and educators report to struggle with 
leading debriefings. The aim of the study was to evaluate the potential 
of specific types of debriefer communication to trigger participants’ 
reflection in debriefings.

Methods:  Researchers observed clinicians in healthcare team 
debriefings following three high-risk anaesthetic scenarios during 
simulation-based team training. 
• Video-recorded debriefings 
• INTERACT coding software
• DE-CODE, a coding scheme for assessing debriefing interactions. 

The relationship between what debriefers and participants said was 
analyzed. 
Hypothesis: combining advocacy (ie, stating an observation followed 
by an opinion) with an open-ended question would be associated with 
participants’ verbalisation of a mental model as a particular form of 
reflection.











Conclusion
When debriefers pair their observations and 
opinions with open-ended questions, 
paraphrase participants’ statements and ask 
specific questions, they help participants 
reflect during debriefings. 



Recommendations
1. Focus on a few but
effective debriefing 
behaviours: advocacy–
inquiry, open-ended
questions, paraphrasing
participants’ statements
and asking for conclusions
and specific action plans. 



Recommendations
2. When immediate
reflection of participants is 
the desired objective, 
debriefers should refrain
from using stand-alone
appreciation without
asking any follow-up
questions; instead they
may use advocacy–inquiry
for in-depth exploration of
desired behaviours. 



Recommendations
3. Debriefers are advised to 
allow participants to 
engage and remain in 
reflective patterns by 
initiating participants’ 
reflection and anecdotes, 
paraphrasing and listening.



Recommendations
4. Successful reflection
does not hinge exclusively
on debriefers; rather, 
participants themselves
have the ability to maintain
reflection during
debriefings, which can be 
fostered through training
as well as through raising
debriefers’ awareness of
this team potential. 



3. Deep level 
team 

composition

• Authors: Qu, J., Huang, L., Jiang, Z., Zhang, Y., Orning, R., & Schmidt, 
A. M., (2023). A Meta-analysis: Deep-level Team Composition Predicting 
Teamwork and Team Outcomes [Poster]. Society for Industrial and 
Organizational Psychology Annual Conference, Boston, MA

• Authors examined the relation among team inputs (i.e., intelligence, 
personalities), teamwork, and team outcomes with a meta-analytic 
database of 50 papers reporting 710 effect sizes based on 53,241 
teams.

• Findings show that team mean cognitive ability and 
conscientiousness positively relate to team task performance. 

• Team mean agreeableness, conscientiousness, and emotional stability 
are positively correlated to team affective states 

• Team mean conscientiousness is positively correlated to team 
motivational states.



4.  Diversity 
and 

knowledge 
integration

Unpacking the Effect of Alternative Team 
Functional Diversity Conceptualizations
Yichen Tang, Alyssa Davenport, Christopher W. Wiese
Georgia School of Tech Psychology

Openness to experience and knowledge integration 
in knowledge diverse teams
Muflahi, Z. A., Zalewski, J. M., Khan, Z., & Brown, S. G. 
Wayne State University 



Unpacking the Effect of 
Alternative Team 
Functional Diversity 
Conceptualizations

• Key Findings in this meta-analysis:
• Functional diversity has a 

positive effect on performance 
and creativity across boundary 
conditions. 

• The effect of functional 
diversity is more positive when 
effectiveness is assessed 
based on creativity

• Some characteristics make 
teams more able to take 
advantage of functional 
diversity: the team expects to 
be a team for a longer period of 
time, tasks include both 
behavioural and cognitive 
coordination.



Openness to 
experience and 
knowledge integration 
in knowledge diverse 
teams

• Individuals measuring high on openness 
to experience are more likely to 
consider unique information. 

• Individuals measuring high on openness 
to experience are more likely to 
assimilate and accommodate unique 
knowledge shared.

• Knowledge consideration is positively 
related to knowledge transformation 
(the creation of new knowledge).

• Knowledge transformation is positively 
related to decision quality. 


