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contributing to, 31, 69–70; 
demanding solutions to, 114–115; 
solving, as element of team 
process, 160

Processes. See Team processes
Pros and cons, listing, 113–114
Purpose, common, 12
Putnam, Robert, 233–234n6

Q
Questions: about mutual learning 

vs. unilateral control approaches, 
222; about team eff ectiveness, 
1–2; about use of unilateral 
control approach, 32; asking, as 
mutual learning behavior, 89–95, 
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T
Taking stock: by team leaders, 
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elements of, 165–175
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Team design, 143–175; connection 
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Team eff ectiveness: importance of 
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Team leaders: adoption of mutual 
learning approach by, 199–214; 
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218–219, 230–232; preventing end 
runs around teammates, 190–191; 
taking stock, 200–202; talk-last 
discussion strategy of, 181–182; 
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them, 196–197

Team members: changing 
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defi ned roles of, 156–157; 
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behaviors associated with, 33–36, 
200; example of being stuck in, 
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origin of concept of, 233–234n6; 
overview of, 21–22, 25–26; 
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team, 145–146. See also Unilateral 
control approach

V
Values: aligning structures with, 

13–14; core, as part of team 
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