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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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Triggers, 201–202
Trust: building, across 

relationships, 15–17; lack of, 
172–173; with mutual learning 
approach, 75; with transparency, 
54–55, 98–99; with unilateral 
control approach, 40–41

U
Unilateral control approach: 
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team, 145–146. See also Unilateral 
control approach

V
Values: aligning structures with, 
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