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Earlier research on Groups and Health or well-
being 

 
Most studies on Group development and different 
correlates fokus on group performance.  

 
For instance, teams that has reached higher stages of 
development according to GDQ has for instance shown: 

– To have higher performing students in schools (Wheelan & 
Kesselring, 2005) 

– To have more surviving patients in intensive care units 
(Wheelan, Burchill & Tillin, 2003) 



Earlier research on Groups and Health 

Kivimäki and colleagues (Kivimäki et al., 2001; Kivimäki et al., 2007) regarding 
team work and health among health care workers.  

• Their studies has showed that poor team climate is associated with 
depressive disorders in a nationally representative sample and sickness 
absenteeism of hospital physicians  

 

Jacobsson and colleagues (Jacobsson et al., 2014; Jacobsson et al., 2016).  

• Their studies has showed that poor team climate is associated with 
emotional exhaustion, stress-reactions, low levels of work satisfaction and 
a tendency of high levels of short-time sick leave 

 
 

 



Research questions 

The teams were measured before and after intervention 
with respect to how effectively they cooperated and how 
they perceived their job satisfaction, levels of stress and 
emotional exhaustion. The research questions were: 

 

1. To what extent did the teams develop over time 
towards more effective cooperation? 

2. To what extent did team members´ health and well-
being change? 

3. Was stability of membership in the teams a factor in 
this context? 



Measures 
Group Development  
Group Development Questionnaire, GDQ, (Wheelan & Hochberger, 1996) was used for assessing group development or maturity of the 
groups. On the basis of the IMGD, the 60-item GDQ contains four scales that correspond to the first four stages of group development. 
Each scale contains 15 items and each item has a Lickert type response scale from 1 to 5, were 1 is never true of this group and 5 is 
always true of this group. Therefore, the minimum score on each scale is 15 and the maximum score is 75. This study was conducted 
with the Swedish translation of GDQ, GDQ SE3, which is the third revised version. Psychometrical properties (Cronbach´s alpha) for 
GDQ SE3 scale I is 0.77, for scale II, III and IV the values are 0.90, 0.81 and 0.87 respectively (C. Jacobsson & Persson, 2011).  
 

Emotional exhaustion and Perceived Stress 
Emotional exhaustion was measured by means of Copenhagen Burnout Inventory, Subscale Personal Burnout (Kristensen, Borritz, 
Villadsen, & Christensen, 2005). However, after having a response-psychological test panel using the scale it was reduced from 6 to 5 
items (C Jacobsson & Pousette, 2012). Sample items are “How often do you feel tired?” and “How often are you emotionally 
exhausted?”, the scale goes from 1 (never) to 5 (always) and Cronbach’s alpha was 0,88.   
 
Perceived stress was measured by a single item starting with a definition of the phenomena (being restless, tense, nervous etc.), 
following by a question if the respondent felt any of this. the scale goes from 1 (not at all) to 5 (very much). 
 

Work satisfaction 
Work satisfaction was measured with a three-item scale of overall job satisfaction (Wanous & Lawler, 1972), used in an earlier study by 
Jacobsson and Pousette (2012). Sample items are “based on an overall assessment, how satisfied are you with your current work 
situation” and “How well do your company meet your expectations for how you want it in your work?”. The scale goes from 1 (not at 
all) to 10 (to the highest degree), Cronbach’s alpha was 0,91. 
 



The Malmö, Rosengård, Project  

• A project finansed by ESF, European Union. 
• Running time, august 2011 to june 2013 
• 118 groups in schools and pre-schools, divided in 

two halfs, first half (51 groups) year one and 
second the next year.  

• Aprox. 900 teachers  
• 7 psychologists consulting the 118 groups, one 

project leader, Elisabet Graci. 

• External experts supervising internal consultants 
and working with the management teams 



The Design of the Project;  
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The design of the project, Process 
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A group´s development according to IMGD (GDQ) (Wheelan) 
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108 groups, time 1, HT 11 & HT12 
Normerade skalor för I – IV: Procent av grupper i svenska normdata (SE 3, N = 357grupper) som ligger under 

respektive medelvärde (skalan = 15 – 75) (Jacobsson, C)  - 20 dec, 2011 
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108 groups, time 1 (HT11 & HT12) and time 2 (VT12 & VT13) 
Normerade skalor för I – IV: Procent av grupper i svenska normdata (SE 3, N = 357grupper) som ligger under respektive medelvärde (skalan 

= 15 – 75) (Jacobsson, C)  - dec, 2011 
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Research question 1 

• All together, the results indicates that the groups in 
the schools and pre-schools were more developed 
than normal Swedish groups and also that they 
developed across time with regard to two of four 
GDQ scales. They felt more included (stage 1) and 
levels of conflicts decreased (stage 2).  



Research question 2 

• To what extent did team members´ health and 
well-being change? 

 

• - No change! 

 



• Was stability of membership in the teams a factor in 
this context? 

 

• One third of the groups in year two were affected by 
structural changes. These groups were split in half's, 
merged or were soon to be dissolved 

 

• Did this influence the results? 

 Research question 3 



Before consultation: year 2:  38 groups with unchanged structure1) 

compared to 19 groups with changed structure time 1 
Normerade skalor för I – IV: Procent av grupper i svenska normdata (SE 3, N = 357grupper) som ligger under respektive medelvärde (skalan = 15 – 75) 

(Jacobsson, C)  - dec, 2011 
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After consultation: year 2:  38 groups with unchanged structure1) 

compared to 19 groups with changed structure time 2 
Normerade skalor för I – IV: Procent av grupper i svenska normdata (SE 3, N = 357grupper) som ligger under respektive medelvärde (skalan = 15 – 75) 

(Jacobsson, C)  - dec, 2011 
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Research question 3  
– membership stability 

 

• The stable groups developed across time and the 
unstable groups regressed. Which influence the 
results on well-being… 



Changes in health in stable and unstable groups 

Well-being Mean value before 
team development 

Mean value after 
team development 

Difference? 

Stress 2,8 2,7 No 

Emotional 
exhaustion 

2,9 2,7 Tendency, 
P<0.10. 
F(1,37)=1,80 

Work satisfaction 5,9 6,3 Yes, P<0.05. 
F(1,37)=-2,15 

Stable groups, n=38 groups 

Well-being Mean value before 
team development 

Mean value after 
team development 

Difference? 

Stress 2,8 3,1 No 

Emotional 
exhaustion 

2,8 3,0 No 

Work satisfaction 5,6 4,7 Yes, P<0.01 
F(1,18)=3,37 

Unstable groups, n=19 groups 



Research question 1. 
• The groups did develop to some extent across time. 

 
Research question 2.  
• No differences on well-being among team members 

across time among 108 groups 
 

Research question 3.  
• However, analyzing stable and unstable (structure) 

groups separately… 
– In the stable groups, the emotional exhaustion had a tendency 

to decrease and work satisfaction increased across time. 
 

– In the unstable groups levels of work satisfaction decreased.  

Conclusions 



Examples of an intervention model used in 

the project. 

 

 

The goal matrix. – enhancing shared mental 

models in the team 

Christian Jacobsson 

3. An Intervention Model in Use; The Goal Matrix 



Goal-taxonomi for work groups – Purpose, members, stakeholders and goals of the group  
                                                                                                                                                                                           (Christian Jacobsson) 
 

A. The purpose of the group is: ….. 
 

Space Time Process goals –  

Now/all the time 

Future results –  

Later 

Visions –  

Maybe later 

B. Internal focus: 

 

Who are members 

& what role do 

they have? 
 

 

 
 
1. Internal standards 

 
 
3. Developmental  
    goals 
 
 

 
 
5. Guiding stars 

C. External focus: 
 

Who has an 

interest in our 

work/ for whom do 

we work? 
 

 
 
2. External standards 

 
 
4. Operative goals 

 
 
6. Vision 



Example from a management team, 6 members, education/labor market 
 

A. The purpose of the group is: Together lead, coordinate and develop the operations/business as a 

whole, being a link between strategic and operative level that gives structure and focus on the 

common questions 

Space Time Process goals –  

Now/all the time 

Future results –  

Later 

Visions –  

Maybe later 

B. Internal focus: 

1 general manager 

3 department 

managers 

2 support functions 
 

 

1. Internal standards 

- Meeting discipline … 

- Follow the issues on the 

road – make sure they 

don’t come back to us 

- Help each other to be 

role models in our 

leadership 

3. Developmental goals 

- Increase the knowledge 

of each other and each part 

of the whole 

- Use the existing structure 

more, such as sort were 

matters belong 

 

5. Guiding stars 

- Goal focused 

- Innovative  

- Challenging 

 

 

C. External focus: 

We work on behalf 

of politicians for 

the benefit of 

residents in 

general, but 

especially students, 

staff and collab. 

partners 

2. External standards 

- Development and  

  results oriented 

- Have a good treatment 

- Collaboration oriented 

- Being present 

- … 

4. Operative goals 

- Secure that the 

implementation plan is 

implemented 

- Clarify how the following 

will be implemented 

- Marketing 

- Empowerment/Med-

arbetarskap 

6. Vision 

- We are a leader in 

meeting future skills 

needs in a lifelong 

perspective 



References 
• Anderson, N., & West, M.A. . (1996). The Team Climate Inventory: Development of the TCI and its Applications in Teambuilding for Innovativeness. EUROPEAN 

JOURNAL OF WORK AND ORGANIZATIONAL PSYCHOLOGY, 5 (1), 53-66.  

• Burke, Ronald J., & Greenglass, Esther. (1995). A Longitudinal Study of Psychological Burnout in Teachers. Human Relations, 48(2), 187-202. 

• Demerouti, E., Bakker, A.B., Nachreiner, F., & Schaufeli, W.B. (2001). The Job Demands-Resources Model of Burnout. Journal of Applied Psychology, 86(3).  

• Gil, F, Alcover, C-M, & Peiró, J-M. (2005). Work team effectiveness in organizational contexts: Recent research and applications in Spain and Portugal. Journal of 
Managerial Psychology, 20 (3/4), 193 - 218.  

• Jacobsson, C, & Pousette, A. (2012). Psykosocial arbetsmiljö i vård och omsorg - Bakgrund till Indikators medarbetarenkät. Institutet för kvalitetsindikatorer. 
Gothenburg.  

• Jacobsson, C., & Persson, O. (2011). Group development; what´s the speed limit?- Two cases of student groups. Paper presented at the The individual and the group - 
Future challenges, Proceedings from the 7th GRASP conference, Gothenburg: University of Gothenburg. 

• Jacobsson, C., Pousette, A., & Thylefors, I. (2001). Managing Stress and Feelings of Mastery among Swedish Comprehensive School Teachers. Scandinavian Journal of 
Educational Research, 45(1), 37-53.  

• Jacobsson, C., & Wramsten Wilmar, M. . (2009). Increasing Teacher Team Effectiveness by Evidence Based Consulting. Paper presented at the 14th European Congress 
of Work and Organizational Psychology (EAWOP), Santiago Compostela, Spain.  

• Kivimäki, M , Sutinen, R , Elovainio, M , Vahtera, J , Räsänen, K , Töyry, S , . . . Firth-Cozens, J (2001). Sickness absence in hospital physicians: 2 year follow up study on 
determinants. Occup Environ Med, 58, 361-366.  

• Kivimäki, M., Vanhala, A., Pentti, J., Länsisalmi, H., Virtanen, M, Elovainio, M., & Vahtera, J. (2007). Team climate, intention to leave and turnover among hospital 
employees: Prospective cohort study. BMC Health Services Research, 7, 170-178.  

• Kristensen, Tage S., Borritz, Marianne, Villadsen, Ebbe, & Christensen, Karl B. (2005). The Copenhagen Burnout Inventory: A new tool for the assessment of burnout. 
Work & Stress, 19(3), 192-207. doi: 10.1080/02678370500297720 

• Maslach, C., Schaufeli, W.B, & Leiter, M.P. (2001). Job burnout. Annual Review of Psychology, 52(1), 397-422.  

• Parker, Christopher P., Baltes, Boris B., Young, Scott A., Huff, Joseph W., Altmann, Robert A., LaCost, Heather A., & Roberts, Joanne E. (2003). Relationships between 
psychological climate perceptions and work outcomes: a meta-analytic review. JOURNAL OF ORGANIZATIONAL BEHAVIOR, 24(4), 389-416. doi: 10.1002/job.198 

• Proudfoot, J., Jayasinghe, U.W., Holton, C., Grimm, J., Bubner, T., Amaroso, C., . . . Harris, M.F. (2007). Team climate for innovation: what difference does it make in 
general practice? International Journal for Quality in Health Care, 19(3), 164-169.  

• Roberson, Loriann. (1990). Prediction of job satisfaction from characteristics of personal work goals. JOURNAL OF ORGANIZATIONAL BEHAVIOR, 11(1), 29-41. doi: 
10.1002/job.4030110106 

• Wanous, J.P, & Lawler, E.E. (1972). Measurment and meaning of job satisfaction. Journal of Applied Psychology, 56(2), 95-105.  

• Wright, T.A, & Cropanzano, R. (2000). Psychological Weil-Being and Job Satisfaction as Predictors of Job Performance. Journal of Occupational Health Psychology, 5(1), 
84-94.  

• Wheelan, S.A. & Hochberger, J.M. (1996). Validation Studies of the Group Development Questionnaire. Small Group Research, 27, No.1, 143-170. 

• Wheelan, S.A. & Kesselring, J. (2005). The Link Between Faculty Group Development and Elementary Student Performance on Standardized Tests. The Journal of 
Educational Research. 98, No.6, 223-230. 

• Wheelan, S.A. (1994). The Group Development Questionnaire: A manual for professionals. Provincetown, MA: GDQ Associates. 

• Wheelan, S.A., Burchill, . & Tillin, F. (2003). The Link Between Teamwork and and the Patients’ Outcomes in Intensive Care Units. Amarican Journal of Critical Care. 12, 
527-534. 


