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The performance of the workgroup, more or less well defined, is a target for many organizational 

change ambitions. The theories and methods for the development of performance behaviors and 

outputs from workgroups are plenty, but how (if at all) are they connected to principles of behavior 

analysis? 

The focus of this seminar is to discuss and reflect upon the ways OBM consultants can contribute to 

the effectiveness of work output in teams, in order to find some core dimensions and procedures 

useful for behavior-based development of workgroup performance. We might also within a 

constructive (not necessarily critical) context look at team performance from perspectives other than 

the behavior analytical. Participants are invited to share their experiences from working with 

improving team performance or participating in efforts aimed at improving team performance.



Rodriguez & Biagi (2017) Inside Organizational Behavior Management: Perspectives 
of the field 37 years later. OBM-Network newsletter

How big a thing is Team Development within OBM?



1. Select the right team members (e.g., understand BBS, communication)  

2. Clarify the assignments (e.g. general missions, understanding of team) 

3. Establish a team charter (e.g., mission statement, ground rules, roles) 

4. Develop Action Plan (e.g., goals, task responsibilities, time lines)  

5. Engage in the Process (e.g., feedback)  

6. Evaluate Team Performance (e.g., results: process, product) 

7. Disband, restructure, or renew the team 

Geller’s seven steps for team success

To you consultants: If you have customer and find 
yourself about to panic, check this out and you find 
inspiration… not only for BBS



if no bias in original results is assumed, combining original and replication results left 68% with statistically significant effects.

The Science of Psychology at 
large have a problem. 



Beware of data handling and p-
values in case you would like to 

buy in some ”findings”



The results suggest the need to clearly delineate real team membership in 
order to advance scientific understanding of the processes and outcomes 
of organizational teamwork.

data from 62,733 respondents from 147 acute hospitals

Lyubovnikova, et. al., (2014)  
Eur J Work Org Psychology

”Customer”

”Staff”

Correlational research yet 
interesting, the coordination 

among workers seem to be of 
importance



If OBM:ers are about to steal and 
borrow we might as well steal 

things that matter



Team performance

Team behaviors

avoid ”education”



Important, mostly uncontroversial, 
and not unique to OBM  

Goal setting  

Feedback

Two variables that have a stable and 
fairly large impact. Don’t forget if you 

are to improve a team.



Three levels to understand, and influence 

Organizational   

Group 

Individual

Bring the appropriate type 
contingency to each  level (3-
term, 4-term, meta-, macro-, 

whatever…- 



This ”taxonomy of teams” brings 
us useful categories to 

development and communicate



I. Transition processes 
1 Mission analysis formulation and planning

2 Goal specification

3 Strategy formulation


II. Action processes 
4 Monitoring progress towards goals

5 Systems monitoring

6 Team monitoring and backup behavior

7 Coordination 


III. Interpersonal processes 
8 Conflict management

9 Motivation and confidence building

10 Affect management 
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incl. feedback

Check original article for details



”processes”… member’s interdependent acts that convert inputs 
to outcomes through cognitive, verbal, and behavioral activities 
directed toward organizing taskwork to achieve collective goals. 

Input (I) 
Processes (P) 
Output (O)

Add behavior analysis 



Just add behaviors, and you will be alright!



How to handle time, and multitasking?  
Could it be too time consuming to analyze all this…?  

Coordination demands  
How do we map this?  

Reflection: Probably a large amount of behaviors that 
should activate broader blocks of behaviors (activities), 
e.g., making sure after-action reviews are frequent, 
and effective (a ”transit” procedure).  

Reflections on team development 



Mathieu, J. E., et al., (2015). Team Role Experience and Orientation: A Measure and 
Tests of Construct Validity. Group & Organization Management, 40(1), 6–34.

Doer Innovator

ChallengerTeam Builder

Connector

TEAM ROLES…
Organizer

Six roles that might be practical  
if you  need a frame to work 
functionally with a team (or 
skip… and move straight to 

behavior analysis)



Mathieu, J. E., et al., (2015). Team Role Experience and Orientation: A Measure and 
Tests of Construct Validity. Group & Organization Management, 40(1), 6–34.



We had small group discussion 
exchanging ideas and methods.  

– Small group discussion –  


