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Part 1: Team Behaviour and Team Success
Introduction
Several factors determine a team’s success. These factors may inherently not rely on the team leader but exploit individual roles in the team. This is the reason why teams consisting of talented and excellent performers often exceptionally succeed or drastically fail. A team’s success depends heavily on individual characteristics of participants. Regardless of the setting, be it in the soccer field or in a management office, the participants in a team must challenge one another towards a common goal to succeed, however difficult it may be. Individual behaviour in a team is the core of success or failure in teams.
Team Characteristics that Could Sink a Boat of Talented Individuals
Uncertain or weak accountability is a characteristic that can sink a boat of talented individuals. This characteristic is based on individual perceptions where team members do not appreciate efforts cultivated in the team by one another. They are all super players and therefore require no point of correction from peers. Lahiri et al. (2019) discuss that this organizational behaviour is often attached to the absence of commitment and trust among the teammates. It becomes more like everybody for himself. They do not have established productive norms and a working approach (Iorhen, 2019). When everybody runs from taking required team accountability, the boat of talented individuals subsequently capsizes.
Lack of effective leadership in a team can submerge a great team. Whereas it is not entirely dependent on the team leader, his initiating roles in strategic knowledge and critical skills are embodiments of a team’s success as shown by Hawkins (2018). The skills, knowledge and team coordination can prove to be such uphill tasks if they are not properly implemented (Lahiri et al., 2019). Team leaders require exemplary skills that work to improve the coexistence between the team members and the tasks they are made to perform.  Without this coordination, nothing works even for a great team.
Factors That Accounted for Army Crew Team JV Boat Beating Varsity Boat
Adaptation of group sense of responsibility made Army Crew Team JV Boat to often beat the perceived strong and talented eight members of the Varsity crew. The Army Crew was known to be weak. That is the very reason why coach Preczewsky divided the original team into two, one weak and the other stronger. The eight talented Varsity team did not require elaborate coordination for they had the game in them. They had overconfidence. They, however, had no accountability or trust in one another (Iorhen, 2019). The Army Crew took advantage of this and unified their efforts towards a common goal. They utilized individual strengths from each team player and eventually triumphantly thwarted the Varsity Crew.
Army Crew also realized the sense of forming team cohesion. This factor united them as a single item and impacted momentously each time they thrashed Varsity team. Army Crew had invested their efforts on safe backgrounds marked by openness, joint trust, and a willingness to prove worthwhile and change history on team cohesions. Army Crew members were keen to sharing information and rooted out emotional individual blames which led to becoming a cohesive group. They dropped the emotions characterized by weakness labeling and fronted frequent victory after another against the disunited Varsity side.
Personal Opinion on Allocating Rowers and Alternative Option
I would allocate the rowers the same way coach Preczewsky did. Having served as a coach with long years of experience, I would definitely do the same arrangement. Being a coach means knowing individual team players and their abilities in the sports at hand. If coach P as he was frequently called, realized some disorganized and boastful practices in the behaviours of his team members and proceeded to group them according to their strengths, it is succinctly because he knew the merits (Baldwin, Bommer & Rubin, 2012). He had to change the two teams’ perceptions of the organization’s behaviour based on their results. This is exactly what I would do to my team.
Alternatively, it is also motivating to mix the weak performers in the team of great achievers. The psychological motivation of top achievers relies on issuing constantly challenging tasks to the team. When it happens that a weak performer is in their midst, the weak performer will often strive to be useful to the rest of the team. Conversely, the top performers will coach the weak performer in order to sustain their excellent performance ratings.  This practice ensures individual motivation is sustained at all times in the team. The same case also applies to mixing the top achievers with the average group. According to Černe et al. (2017), the end results may, to some degree, improve the tenability of at least average team performance.
Other Examples of Best Individuals Have Low Performance than Talented Teams
In the year 2006, during a world championship basketball march involving United States champions against the weak and not-known team from Greece, a replica of a weak team beating a tough team with NBA stars was recorded. It was all expectations from crowds and basketball fanatics from all over the world that the American side would win it all. Characterized by the best coaches and reputable players in the National Basketball Association, NBA, the majority of the spectators and radio commentators thought and were proven wrong. The United States finished third in the world games, losing to Greece, the weaker and less applauded team. Consequently, studies conducted on “celebrity” leadership have frequently concluded that workings with super-performers at one go is a contradiction to performance expectation outcomes. The elite team members have habitually shown disregard to having accountability towards a common goal as explained by Černe et al. (2017) and Baldwin, Bommer & Rubin (2012). This is the reason why a small team from Greece without a superstar player thwarted out the United States from the top position.
Explanation of Herb Brook’s Perception of Teams
Herb Brook’s perception of having “20 right guys and not 20 best guys” was implying to his team’s behavioural characteristics. Having twenty better and well-behaved members in a team means, Brook’s team was typically formed on creative chemistry necessary for their success, as stated by Connelly et al. (2019). It means the team had worked on complementing each other’s skills and mindsets. With this, they embarked on pursuing a common goal that was well understood by everyone in the team (Baldwin, Bommer & Rubin, 2012). Using this explanation as the absolute winning reason for the team, the opponent from the Soviet Union described as the strongest team did not harmonize its constituents for accountability and appreciation of one another in their team.
Equally, Herb Brook’s team knew each other professionally and personally. This provided the team with significant working behavioural attributes that cultured their success. Knowing every team member on personal and professional levels improves trust and respect among teammates. Herb Brook’s team thereafter converged in focusing on achieving their individual and team efficiency goals. Scholars and business moguls have described public relations as a huge hindrance to achieving the most in results. In the Soviet Union, the opposing team that Herbs Brook sent parking must have wounded all corresponding challengers in performances. As discussed by Kerns (2020), that is a big deal enough to confuse a team of superstars in world championships.
Variables for Team’s Success
Efficient team success is dependent on communication. Actual communication bears a big percentage on teamwork’s success. It involves consistently informing each team player without having assumptions that each member of the team has the same information (Martens & Carvalho, 2016). Periodic systems of convening meetings and providing orientations and training inform the team members on necessary innovative procedures that positively impact on their results. Training and frequent meetings should aim to improve communications at all times as it compels teams to look into one direction towards a goal. Communication serves as a support mechanism to the team members.
Accountability from the team is an important variable to a team’s success. Every member of the team needs to realize how individual roles are important and effective to the entire team’s results. Each member of the team must carry out his duties and obligations accordingly so that set objectives and goals are met as elaborated by Martens & Carvalho (2016). Accountability will lead to the formation of cohesion, efficiency and innovative ideas that will take the team steps ahead of the others in the same organization.
Conclusion
Responsibility and collaboration of team members are thresholds that separate losing and winning teams. Like Army Crew Team JV and Herb Brook’s team in their Olympic games, team behaviours need to be managed by appreciating individual skills and abilities. That is the distinguishing concept that determines a credible reputation. This paper has analyzed the impacts of organizational team behaviours in comparison to the case study results. Individual behaviour in team members is the core of success or failure in all teams.
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