We’ve all heard or used the term “team player” when describing
ourselves, another staﬀ member, or co-worker. Yet very little
thought is given to what this term actually means or entails
beyond its time-worn, sports-oriented, clichéd interpretation. To
be fair, that is because the cliché is to a large degree accurate.
We all know that a team player is someone who places the
success of the team ﬁrst and is willing to make personal
sacriﬁces. And who wouldn’t want that quality in an employee?
Of course there is more to being an eﬀective team player than
simply a desire or willingness to be one. Which attributes or
qualities constitute an eﬀective team player? Are there diﬀerent
types of team players?

As any professional sports coach will tell you, there is more to
this task then simply choosing the most talented people and
throwing them together.

The answer to the latter question is a simple one…there are as
many diﬀerent types of team players as there are people. People
bring their own unique personality, set of abilities, perceptions
and quirks to a team situation. The former question is a little
more diﬃcult to answer. And for managers, the issue does not
end there. Once you have determined who among your staﬀ has
the requisite abilities to function well in a team, you must
determine how to go about assembling the best team possible.

To simplify matters, we may think of teams as being divided into
two distinct types: homogenous teams (teams comprised of
similar or like-minded individuals) and heterogeneous teams
(teams comprised of dissimilar personalities with decidedly
varied perspectives). Many managers almost instinctively opt for
forming homogenous teams based on the simple underlying
theory that similar types will get along and therefore, yield good
results. This view does have merit. Individuals of similar
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Still, one must be aware of the potential pitfalls of the
heterogeneous team as well. Reaching a consensus is commonly
a longer process, and without good leadership, these groups may
become bogged down by an overwhelming amount of ideas and

The combination of personality traits that
translate to successful job performance can
vary depending on the type of position.
The best way to avoid these drawbacks is to construct a well‐
balanced team consisting of members who possess key
competencies ‐ communication and conflict resolution skills,
knowledge about goal‐setting, planning and organizational
abilities, and so on. If the members of the group possess a variety
of different personality and work styles, they can capitalize on
the strengths of each style and compensate for any limitations.
So which model should you use for your team? This will be
determined in part by the kind of goals being set, the skills
required and, of course, the people available. Also, bear in mind
that to favor one model exclusively over the other is probably a
mistake. In all likelihood, your team will be a hybrid of the two,
of varying ratios, depending on the task at hand. Whether you
are building a heterogeneous or homogeneous team, evaluating
team skills and team roles is not only beneficial; it is essential.
The process is in many ways similar to that of a director casting a
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Since its members are all on the same page, homogenous groups
may tend to ignore alternative solutions and perspectives. So
while their decisions or approaches might be adequate and
sound, they will not necessarily be the best choices possible. This
is not to say that homogenous groups cannot achieve optimal
results (as they often do) ‐ only that to ensure a wider variety of
viewpoints and potential resolutions, heterogeneously formed
teams often outperform homogenous ones. Complex and
difficult problems sometimes require complex and difficult
solutions ‐ and this is why heterogeneous teams are better
suited. Conflict, in the sense of civilized disagreement, is not
necessarily a bad thing, and, like necessity, is frequently the
mother of invention.

options. There is the potential for personal conflicts, which can
take the focus away from the common goal, cause the group to
get entangled in petty politics and, at worst, contribute to
disintegration of the team.
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backgrounds, interests and viewpoints do tend to work easily
and well together. Friction resulting from personality conflicts is
usually minimal and a consensus is often quickly formed,
allowing for rapid progress and completion of a project. Thus,
homogenous teams are ideal for tasks where a speedy resolution
is a priority. Unfortunately, there is a downside to the
homogenously assembled team.

film. By carefully selecting a cast that offers a diverse range of
talents and approaches, you can ensure that your team always
has a cast member who is just right for the role.
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For information on PsychTests’ Team vs. Individual Orientation
Test and Team Roles Test available in ARCH Profile, visit
http://corporate.psychtests.com/

PsychTests AIM Inc. has been the top provider of online
assessments since 1996, offering convenient testing solutions
to HR managers and researchers worldwide. With pre‐
employment and job fit assessments based on job‐specific
competency models, PsychTests has taken the guesswork out
of hiring and staffing, helping HR managers find the right
person for the job the first time around. Their career
development, employee development, and team building
tests help managers retain talent, reduce turnover, and
ensure that all staff members work to their fullest potential.
PsychTests has a solution to maximize all of a company’s HR
processes and needs. Click here to download ARCH Profile’s
Assessment Catalog or contact us for a free demo of our tests.
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