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FIGURE 1

The T7 Model of Team Effectiveness

The five internal team factors include:

 •  Thrust – a common purpose about what needs to be 
accomplished or team goal(s)

 •  Trust – in each other as teammates

 •  Talent – the collective skills of the team members to get the job 
done

 •  Teaming Skills – operating effectively and efficiently as a team

 •  Task Skills – executing successfully or getting the job done

The two external team factors are:

 •  Team-Leader Fit – the degree to which the team leader 
satisfies the needs of the team members

 •  Team Support from the Organization – the extent to which the 
leadership of the organization enables the team to perform

Each of the factors inside the team can be delineated into sub-factors 

or dimensions. For example, “thrust” refers to agreed upon vision, 

mission, values, and goals among members within a team. Moreover, 

members employ a common strategy and tactics to accomplish 

goals. Specifically, thrust consists of the following three behavioral 
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dimensions: (a) thrust management, (b) thrust clarity, and (c) thrust 

commitment. In contrast, “trust” includes the following dimensions: (a) 

trust in truthful communication, (b) trust in actions, and (c) trust inside 

the team. In total, the five internal factors consist of 18 dimensions of 

team effectiveness (see Table 1).

TABLE 1

Inside the Team Factors and Dimensions

 Internal Factor Dimension

 Thrust •  Thrust Management 

  •  Thrust Clarity 

  •  Thrust Commitment

 Trust •  Trust in Truthful Communication 

  •  Trust in Actions 

  •  Trust Inside the Team

 Talent •  Talent Acquisition and Enhancement 

  •  Talent Allocation and Deployment

 Teaming Skills •  Resource Management 

  •  Team Learning 

  •  Decision Making 

  •  Conflict Resolution 

  •  Team Atmosphere 

  •  Managing Process

 Task Skills •  Focusing 

  •  Assignment Flexibility 

  •  Measurement 

  •  Delivering the Goods

All five internal factors have to be present for teams to be high 

performing. However, teams cannot be high performing unless the 

necessary organizational and leadership support also are provided. It 

does not matter how good a team is on thrust, trust, talent, teaming 

skills, and task skills, it must have the support from the organization 

and the leadership fit to be effective (Lombardo & Eichinger, 1995).

Each of the factors inside the 

team can be delineated into 

sub-factors or dimensions. 

For example, “thrust” refers to 

agreed upon vision, mission, 

values, and goals among 

members within a team.
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T7 Model Research

The factor and dimension structure of the T7 Model of Team 

Effectiveness recently was validated. A total of 303 teams and 3,328 

participants were administered the Team Architect® assessment. The 

teams were employed in 50 organizations across a variety of industry 

sectors (e.g., manufacturing, health care, telecommunications, 

finance). Whether the data were obtained from the team leader, team 

members, or were aggregated at the team level, the model was 

supported (De Meuse, Tang, & Dai, 2009).

In addition, the literature on teams was examined recently to 

determine whether any additional factors and dimensions were 

required to capture various components of team effectiveness. Based 

on a comprehensive review of the relevant research, it was found that 

no addition factors or dimensions were needed (De Meuse, 2007).

Other Models of Team Effectiveness in the Literature

Rubin, Plovnick, and Fry Model—The GRPI Model  

of Team Effectiveness

This model by Rubin, Plovnick, and Fry (1977) is one of the oldest 

models of team effectiveness. It is sometimes referred to as the “GRPI 

Model,” which stands for Goals, Roles, Processes, and Interpersonal 

Relationships. The authors present their model in terms of a pyramid 

similar to Maslow’s Hierarchy of Needs Theory (1954). However, unlike 

Maslow’s theory, this model starts at the top of the pyramid. 

According to the model, a team always should begin with a team-

level goal. After the goal is defined, the roles and responsibilities will 

become clearer. As individuals work together (processes), they will 

see that goals and responsibilities often are not sufficiently clear. 

Consequently, team members will need to redefine them. That 

redefinition enables them to adjust and readjust team processes, such 

as decision making, conflict resolution, and work flow. When doing all 

that, they will be developing the interpersonal relationships needed to 

relate to other team members and the team leader. See Figure 2.

The authors provide guidance for defining components of the model.

Goal definition:
 • Clarity about the main purpose of the team

 • Agreement on the desired results

 • Understanding of the main tasks

That redefinition [of goals and 

responsibilities] enables them 

to adjust and readjust team 

processes, such as decision 

making, conflict resolution, and 

work flow.

FIGURE 2

The GRPI Model of Team 

Effectiveness–Rubin, Plovnick, and 

Fry Model (1977)
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 • Agreement on the standards and expectations

 • Clarity of priorities and deadlines

 • Understanding of boundaries

Role clarification:
 • Acceptance of a team leader

 • Understand all members’ roles

 • Individual responsibilities

 • Shared responsibilities

 • Clear boundaries

 • Identify and fill gaps

Processes and workflow:
 •  Team processes – (e.g., how decisions are made, how the team 

solves problems and resolves conflict, communication)

 • Work processes – (e.g., procedures and work flow)

Interpersonal relationships:
 • Relating with the other team members

 • Trust

 • Sensitivity and flexibility with each other

 • Good communication

 • Collaboration in problem solving

 • Effective methods for dealing with conflict

Katzenbach and Smith Model—Focusing on Team Basics

Katzenbach and Smith (1993) assert most people realize the 

capabilities of teams, but there is a natural resistance to moving 

beyond individual roles, responsibilities, and accountabilities. 

Individuals do not easily accept responsibility for the performance 

of others, or cherish others assuming responsibility for them. 

Overcoming this resistance requires that team members understand, 

accept, and apply the “the basics” of team work. Katzenbach and 

Smith depict these team basics in the form of a triangle (see Figure 3). 

There are three overarching goals in the Katzenbach and Smith (1993) 

model: (a) Collective Work Products, (b) Personal Growth, and (c) 

Performance Results. These outcomes are presented in the vertices 

of the triangle and indicate what teams can deliver. In contrast, the 

sides and center of the triangle describe the team elements required 

to make it happen – Commitment, Skills, and Accountability.

According to the model, a 

team always should begin 

with a team-level goal. After 

the goal is defined, the 

roles and responsibilities will 

become clearer.

Overcoming this resistance 

[to move beyond individual 

roles and responsibilities] 

requires that team members 

understand, accept, and apply 

the “the basics” of team work.
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FIGURE 3

Focusing on Team Basics Model—Katzenbach and Smith (1993)

The authors contend that successful teams are deeply committed to 

their goals, approach, and purpose. Members in these teams also 

are very committed to each other. They understand that the “wisdom 

of teams comes with a focus on collective work-products, personal 

growth, and performance results” (Katzenbach & Smith, 1993, p. 9). 

They assert that successful teams always are a result of pursuing 

demanding performance goals at the team level.

Katzenbach and Smith (1993) pose the following series of six 

questions to diagnose the functioning of teams and enhance their 

effectiveness.

 • Is the size of the team appropriate?

 • Do members have sufficient complementary skills?

 • Is the purpose of the team truly meaningful and understood?

 •  Are there team-oriented goals – are they clear, realistic, and 
measurable?

 •  Does the team have a well thought-out, articulated working 
approach?

 • Is there a sense of mutual accountability?

For teams to be effective, all six questions need to be addressed 

satisfactorily.

There are three overarching 

goals in the Katzenbach 

and Smith (1993) model: (a) 

Collective Work Products, 

(b) Personal Growth, and (c) 

Performance Results. These 

outcomes are presented in 

the vertices of the triangle and 

indicate what teams can deliver.


