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Working in Groups or Teams
Slide 1: Tasks for Individual Analysts
· Cease Counterproductive Behaviors: Analysts must immediately stop arriving late, taking extended lunches, and abusing sick leave. 
· Document Workload Data: Individuals in Teams 1–3 must track their specific 55–60 hourly metrics and task durations. 
· Identify Cross-Training Readiness: Analysts in Teams 4 and 5 must identify their current skill gaps to take on healthcare and government projects. 
· Adopt Objective Communication: Shift from emotional complaints about family time to data-driven proposals suited for an ESTJ leader. 
Speaker Notes: 
	To provide a solution to the existing organizational issue, individual analysts will first have to rectify their own behaviors at the workplace. At present, overworked analysts in Teams 1-3 are coming late to the office after lunch, or they are calling in sick, whereas the underworked analysts in Teams 4 and 5 are arriving at the office after lunch. Since Terry Ealy, the CEO, has an ESTJ personality type, rules, structure and efficiency are highly valued by Terry Ealy, the CEO. Such violations of rules will only cause him to become indifferent to their grievances. Rather, the individual analysts should collect tangible data. Team 1, Team 2, and Team 3 analysts must be ready to record their 55-60-hour workweeks, whereas Team 4 and Team 5 analysts need to prepare to be exposed to new industry analytics. Lastly, when asking to have something changed (such as remote working), a person should package the request with an idea of greater productivity and lower overhead, but not on an emotional appeal (such as spending time with a loved one). This is what the ESTJ CEO currently does not appreciate. Rather, they need to be stringent in aligning their proposals with his business objectives and financial measures.

Slide 2: Tasks for the Five Teams
· Form a Cross-Team Task Force: Representatives from all five teams must meet collaboratively to address the resource imbalance.
· Conduct a Capacity Audit: Teams must map the overflow of government/healthcare work against the available hours of Teams 4 and 5. 
· Develop a Peer-Training Program: Teams 1–3 must create onboarding materials to train Teams 4 and 5 on their specific client needs. 
· Propose a Unified Restructuring Plan: Present a formal, logical plan to the CEO for redistributing projects across all five teams.
Speaker Notes: 
	On a team level, the silos between the different industry groups must be broken down. As of now, Teams 1 to 3 are overwhelmed with healthcare and government contracts, whereas Teams 4 and 5 are underutilized with educational institutions and are actively seeking different types of projects. This requires the teams to collaborate to do a capacity audit, to match the surplus workload of the first 3 teams to the time available to the latter 2 teams. Since the company does not have an HR Director and the CEO is handling these functions using software, the teams must assume the responsibility to resolve the issue of workflow themselves. With the creation of a peer-training program, Teams 1 through 3 will be able to train Teams 4 and 5 to handle healthcare and government analytics. Finally, the five teams will have to make a coherent proposal to the CEO. These unresolved workload imbalances are a big barrier to team cohesion and overall performance, and so these structural changes are an absolutely necessary requirement to save the business. Since CEO Terry Ealy is an ESTJ personality, who does not trust emotional complaints and wants strict efficiency, this presentation should be supported by hard data. This critical approach to the strategy will make sure that such necessary organizational changes are approved as soon as possible and then implemented most comfortably.
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