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SAMEVATTING 
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DEPARTEMENT    :        Menslike Hulpbronbestuur 

GRAAD           :  M Com (Menslike  Hulpbronbestuur) 

 

Die huidige besigheidswêreld word gekenmerk deur vinnige veranderings wat die 

toekoms onvoorspelbaar en onseker maak.  Die vinnige veranderings lei daartoe dat 

organisasies sukkel om ‘n kompeterende voordeel te behou om te kan oorleef.  Om 

die rede is dit belangrik dat bestuur moet verseker dat daar volgehoue vaardighede 

en vermoëns beskikbaar is met die doel om gediversifiseerde en gespesialiseerde 

funksies binne die organisasie te kan koördineer. Om laasgenoemde redes word daar 

vandag baie meer klem gelê op effektiewe spanwerk in organisasies.   

 

Die doel van hierdie studie is om die rol van spanleierskap in die effektiwiteit van 

bestuurspanne te ondersoek. Ten einde bogenoemde doel te bereik is daar in die 

literatuurstudie primêr gefokus op spanleierskap. In hoofstuk 2 is die belangrikste 

aspekte wat effektiewe spanfunksionering en  spaneffektiwiteit in organisasies bepaal 

volledig bespreek. Daar is in hierdie literatuuranalise veral klem gelê op die algemene 

faktore wat spaneffektiwiteit bepaal.  In hierdie verband is daar 20 kritiese faktore 

geïdentifiseer. Hoofstuk 3 handel oor spanleierskap.  In hierdie hoofstuk is ‘n 

omvattende literatuuranalise gedoen om die eienskappe van ‘n effektiewe spanleier 

te identifiseer, sowel as die rolle wat hy/sy moet vervul in ‘n organisasie. Die 
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kwalitatiewe literatuuranalise het aangetoon dat daar 17 rolle van mekaar onderskei 

kan word en hierdie rolle is dan ook volledig in die hoofstuk bespreek.   

 

Om die doel van hierdie studie te bereik is daar van kwalitatiewe sowel as 

kwantitatiewe navorsingsmetodologieë gebruik gemaak.  Eersgenoemde metodologie 

is veral gebruik in die literatuuranalise. In die kwantitatiewe navorsing is ‘n steekproef 

van 19 spanne by die studie betrek. Die 19 spanne is uit al die divisies in die 

organisasie gekies. Hierdie spanne kon aan die hand van die kriterium verdeel word 

in nege effektiewe en tien oneffektiewe spanne. Die kriterium is tweeledig van aard 

en bestaan eerstens uit ‘n evaluering van die groepdinamika in die spanne en 

tweedens uit kwantifiseerbare spanuitsette.  

 

Die spanleiers is deur middel van 'n 360° beoordeling aan die hand van 'n vraelys,  

deur die spanhoof, die spanlede en die spanleier self beoordeel ten opsigte van vyf 

dimensies wat spanleierskap beskryf.   

 

Die effektiewe en oneffektiewe spanne is met mekaar vergelyk deur die Mann-

Whitney U-toets te gebruik om vas te stel of daar beduidende verskille tussen hierdie 

spanne bestaan ten opsigte van die volgende vyf dimensies, naamlik:  “management 

of attention" (dimensie 1); "management of meaning and motivation" (dimensie 2);  

"management of trust" (dimensie 3); "management of self" (dimensie 4) en  

"management of empowerment" (dimensie 5). 

 

Uit die vergelyking tussen effektiewe en oneffektiewe spanne het die volgende 

geblyk:   

 

Daar is ‘n duidelike tendens dat effektiewe spanne se spanleiers hulself dieselfde as 

die spanlede beoordeel. Spanleiers van oneffektiewe spanne het egter die 

geneigdheid getoon om hulself oorwegend baie hoër te beoordeel as die spanlede.  

Spanleiers van effektiewe spanne het dus ‘n realistiese selfbeeld ten opsigte van hul 

vermoëns as spanleiers. Daar was verder beduidende verskille ten opsigte van 
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dimensie 1 (“management of attention”), dimensie 3 (“management of trust”), 

dimensie 4 ("management of self”) en dimensie 5 (“management of empowerment”).  

Die grootste verskille was ten opsigte van dimensie 3 en dimensie 5.   

 

Bogenoemde resultate het dus daarop gedui dat leiers van effektiewe spanne ‘n 

realistiese selfbeeld het ten opsigte van hul eie vermoëns; dat hul die vermoë het om 

doelgerigte leiding aan die spanlede te gee; dat hul die vermoë het om vertroue by 

spanlede in te boesem; dat hul in staat is om hulself effektief te bestuur en dat hul 

ook die spanlede op alle terreine bemagtig.   
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SUMMARY 
 

THE ROLE OF TEAMLEADERSHIP IN THE EFFECTIVENESS OF MANAGEMENT 

TEAMS 

 

by 

 

CARIKA MAGDEL BREYTENBACH 

 

LEADER    :        Prof J S Basson 

DEPARTMENT   :   Human Resource Management 

DEGREE    :       M Com (Human Resource Management) 

 

The business environment is currently typified by rapid and ongoing change, which 

causes the future to be increasingly unpredictable and unsettled. Companies are 

struggling to maintain their competitive edge and to survive. It is therefore important 

that management should ensure that the necessary competencies and abilities are 

available to enable the coordination of both diversified and specialised functions 

within the company. This underlines the importance of effective teamwork in 

organizations. 

 

The purpose of this study is to examine the role of team leadership in the 

effectiveness of management teams. In order to attain this goal, the primary focus of 

the literature study was team leadership. Chapter 2 comprehensively discusses the 

most important aspects determining effective teams and team efficiency in 

organizations. The analysis of the literature was focused specifically on the general 

factors determining team efficiency and twenty critical factors were identified. In 

chapter 3 team leadership is discussed. A comprehensive literature study was done 

in order to identify the characteristics of an effective team leader, as well as the roles 

he/she is expected to play in the team. Qualitative analysis of the literature indicated 

17 discernable roles which are discussed comprehensively in this chapter. 
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Qualitative as well as quantitative research methodologies were used in order to 

achieve the objective of this study. Qualitative methodology was used mainly to 

analyze the available literature. Quantitative research involved a random sample of 

19 teams, which were selected from all divisions of the organization. A dual criterion, 

consisting of an evaluation of the group dynamics in the teams and also of 

quantifyable team output was used.  On the basis of the criterion these teams were 

divided into nine effective and ten ineffective teams.  

 

The team leaders were assessed by means of a 360° questionnaire. The head of the 

team, team members and the team leaders themselves were required to do the 

assessment according to five identified dimensions describing team leadership. 

 

The effective and ineffective teams were compared using the Mann-Whitney U-test to 

determine whether any significant differences between the teams exist in terms of the 

following five dimensions: "management of attention" (dimension 1); "management of 

meaning and motivation" (dimension 2); "management of trust" (dimension 3); 

"management of self" (dimension 4) and "management of empowerment" (dimension 

5).  

 

From the comparison between the effective and ineffective teams the following results 

were apparent: 

 

There is a clear tendency to indicate that in the case of effective teams, when 

assessing the team leader, the assessment by team members and team leaders 

coincide. In the case of ineffective teams, leaders tend to rate themselves 

considerably higher than the team members do. This leads to the conclusion that 

leaders of effective teams have a realistic view of their ability as team leaders.  

Significant differences were also discernable in the following dimensions:  

"management of attention" (dimension 1); "management of trust" (dimension 3); 

"management of self" (dimension 4) and "management of empowerment" (dimension 

5).  The most significant differences were found in terms of dimensions 3 and 5. 
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Results indicate that leaders of effective teams have a realistic concept of their ability; 

that they have the ability to purposefully lead their team members; that they can 

inspire trust in their team members; that they manage themselves effectively and that 

they empower their team members in all areas and aspects. 
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