
Running Header: WEST COAST TRANSIT CASE STUDY 1 

West Coast Transit Case Study 

Anis 

[Institutional Affiliation(s)] 

Author Note 

 

  



WEST COAST TRANSIT CASE STUDY   2 

 

 Team effectiveness is an important goal needed to be achieved to create a team that 

provides work on time and without hurdles. There are three basic criteria to measure team 

effectiveness. These include a team performing its tasks, maintaining member satisfaction, 

and staying viable for future use (Uhl-Bien et al., n.d). A team that performs its tasks well is 

considered effective because this team is successfully converting the input, like materials and 

ideas, into outputs like a decision or a report, or a service. In the case of the West Coast 

Transit Case Study, the team consisting of Denson, Lea, Katarina, and Jon was meant to 

deliver a marketing project in a limited time with limited resources. This team could not meet 

this goal and fell apart in the first meeting. This criterion shows that the team was ineffective. 

The second criterion is member satisfaction, which means that an effective team is intended 

to have members who derive pleasure from the team's success and are, therefore, happy about 

their contribution. Lea is the only manager who came prepared for the meeting, while 

Katarina left midway because she had issues with other members' behavior at the meeting. It 

means that member satisfaction is also missing from this team. Similarly, the third criterion 

for an effective team is that it has enough future viability that members would want to work 

together on future projects. Katarina is not willing to work with Denson even for the current 

project showing that there is no future viability either. Therefore, the team shown in the case 

study fails in all three criteria of team effectiveness. 

 The five stages of group formation include the forming stage, the storming stage, the 

norming stage, the performing stage, and the adjourning stage (Uhl-Bien et al., n.d). Out of 

these, the forming stage is the part where the group first comes together, and the members 

start identifying with other members and with the team project. The second stage, or the 

storming stage, is critical as members agree on task agendas and member roles at this point. 

After the storming stage is done, the norming stage is the part where the members start 

cooperating as hostilities start to fade slowly. The performing stage is where the group begins 
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to deal with the project and intergroup conflicts maturely and moves towards a better-

integrated group that seeks to achieve the original project assigned to it. The final stage is the 

adjourning stage where the group disbands after the goals have been achieved. Considering 

these five stages of group formation, the team shown in the West Coast Transit Case Study is 

still in the storming stage where ingroup fighting based on agendas, roles, and individual 

needs is happening between different members. For this reason, only the forming and 

storming stages are visible in the case study as the group never moves past the second stage. 

 The three behavioral profiles identified by Schein include the objective thinker, the 

tough batter, and the friendly helper (Uhl-Bien et al., n.d). Out of the characters identified in 

the West Coast Transit Case Study, Denson can be identified as the objective thinker who is 

trying to bring the team together and lead them to achieve the tasks set for them by the 

organization. Lea Jing is the friendly helper who is the only other member of the team to have 

reviewed the agenda and is giving positive feedback on the attainability of the goals being set 

for the team. Katarina Tanney is the tough batter with individual needs that are in direct 

conflict with the team's role. Finally, Jon Mahoney is a tough batter at the beginning of the 

meeting as he also fails to review the agenda before the meeting. However, during the 

meeting, he shifts to being a friendly helper by assisting Denson in getting past personal 

differences as described by Katarina.  

 The communication among the team members in the case study was not effective. 

This was because two of the four members did not come adequately prepared for the meeting 

and were simply there to deliver their serious concerns about the feasibility of the task. 

Moreover, even though the team leader kept trying to refocus the team on the task at hand, 

the conversation kept drifting towards individual needs and the general undeniability of how 

difficult the task was going to be. Since one member got up during the meeting and left after 

claiming that she would no longer work with the team manager, this communication was 
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ineffective. The primary communication barriers, in this case, are noise, overload, and 

distractions. Team members cannot properly express their respective concerns and be heard 

by other members because of this. 

 The two types of conflict are substantive and emotional (Uhl-Bien et al., n.d). 

Substantive conflict is the type of conflict that arises because of the nature of the task or the 

different roles which have been assigned to the individual team members. Disputes over plans 

of action come under this category. Since this type of conflict is about objective and solvable 

issues, it is a functional conflict or constructive conflict which can lead to positive results for 

the team by leading the way for creative solutions. The other type of conflict is emotional 

conflict which arises from resentment, mistrust, or anger between the members of the team. 

This type of conflict is usually dysfunctional or destructive conflict because it leads to an 

overall negative impact on the team. Interpersonal differences are more difficult to solve. In 

the West Coast Transit Case Study, the conflict is substantive at the beginning of the meeting 

as the members disagree on the achievability of the goal. As the meeting proceeds, the 

conflict turns emotional as Katarina takes offense to the behavior shown by Denson and 

leaves.  

 Denson should resolve the conflict by using the direct conflict management strategy 

called Collaboration and Problem Solving (Uhl-Bien et al., n.d). This strategy means that he 

should resolve the issue by finding a middle ground between his own individual needs and 

the needs of the other member who is in direct conflict with him. Everyone is meant to gain 

at the end of this conflict management strategy. This strategy is high in both assertiveness and 

cooperativeness. Denson should sit separately with Katarina and work through their 

interpersonal differences by giving her certain incentives. Reaching a middle ground here 

would involve giving her some time off for family while demanding that she cut some of her 

counseling time to focus on the task at hand. Getting Katarina on board for the project would 
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set the tone for the next meeting where the four managers can agree on task agendas and role 

division among the team.  

 Various leadership activities can be suggested for Denson in this specific situation. 

For Denson to make sure that his team makes it out of the conflict, he should employ 

enabling leadership (Uhl-Bien et al., n.d). This type of leadership activity will help him 

resolve the conflict through effective problem-solving by breaking down barriers to 

innovation in the team. Interpersonal conflict can also be resolved in this manner. One 

maintenance activity that Denson should undertake is reducing tension whereby the conflict 

between the individual needs of various team members should be resolved. Emotional 

differences between Denson and Katarina also need to be overcome so that the team can 

focus on the task instead. For this to happen, Denson has to undertake both the leadership and 

maintenance activities needed for this outcome. The disruptive behavior which is happening 

in the West Coast Transit Case Study includes the withdrawal and refusal to cooperate with 

the team and with the task, as expressed by Katarina Tanney (Uhl-Bien et al., n.d). This 

behavior is both antisocial and shows incivility towards the team leader.  

 Various motivation problems are experienced by the various team members of the 

West Coast Transit Case Study. For Katarina, the motivational problem has to do with family 

adjustment. She does not have time for the task because she needs time to spend with her 

family. For Jon, the motivational problem is the unattainability of the task in such a short 

time without extra payment for his staff. For Lea, the motivational problem is that she leaves 

her current position in a month, and the month seems like very little time for the entire team 

to work through their differences and achieve the goal. To provide motivation, Denson can 

use content theories and address the individual needs directly, like giving some time to 

Katarina for her family (Kini & Hobson, 2002). The process theories can also help Denson as 

he can moderate the interactions between Jon and the employees working under him so that 
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the resolution for his problem can also be reached. For Lea, Denson can use reinforcement 

strategies like positive reinforcement for her positive feedback on the task and the 

attainability of said task.  

 Therefore, there are several problems with the team in the West Coast Transit Case 

Study. Team roles, interpersonal relationships, and motivation problems can be solved by the 

team leader undertaking certain activities.  
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