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Abstract. The accelerating implementation of innovations in business "drags" the enterprise management teams into a chain of constant 

changes which requires rapid adaptation to the process of changes, becoming a routine. Development as an issue of a systemic qualitative 

change and of the increasing internal organisational potential is one of the most important issues in the advancement of modern 

organisations. The article introduces to the opportunities of the management team development as one of the main activity trends seeking to 

ensure the possibility of successful team management, continuous improvement of the members, and increasing competitiveness of the 

organisation. Upon conducting qualitative research in a Klaipėda region furniture manufacturing company, its findings, i. e. the 

opportunities of the management team development are presented: to encourage all the members of the management team to become 

leaders; to identify the goals of the personality and the competences development; to find out which competences each member wants to 

improve and to allow them to undertake additional activities that would enable the improvement of those competences; to set the 

operational goals for the members which would also allow (help) them to pursue their personal goals; to coordinate the values of the 

organisation and the team members on the basis of needs, when the need for self-realisation prevails over their hierarchy; to give more 

responsibility to the team members who wish and seek it; and to authorise each member of the team to resolve comnflicts independently. 
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1. Introduction 

The accelerating implementation of innovations in business "drags" the enterprise management teams into a chain 

of constant changes which requires rapid adaptation to the process of changes, turning into a routine. The 

aspiration of enterprises to exist today and to remain in the future is inseparable from consistent work in the 

formation and development of management teams whose successful performance depends on the potential and 

skills of their members and their desire to constantly improve. Therefore, every member of the team has to be 

encouraged to constantly analyse their experience and prospects and to transform the obtained data to pursue the 

management team development goals. The activity of the management team is related to such outcomes as the 

growth of the income, market share, and profitability. 
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As a rule, researchers agree that the main hindrances in the management team development are inside the 

organisation. If the management team is not developed, there is no use talking about its spontaneous development, 

as the team cannot develop by itself, without an artificial stimulus. It is very importanty to identify and remove 

the hindrances, since the internal potential with a stimulus and without hindrances promotes development and 

helps each member of the management team to reveal their potential. In that way, the potential of each manager 

increases, and the synergistic effect is strengthened among the members of the team; and that is the key to 

success, innovation, and creativity (Smith, 2006). Since most authors have different perceptions of the 

prerequisites and goals of the management team development, the process of the management team development 

has not been sufficiently described, and its further research issues remain relevant. 

Scientific problem: the developmental opportunities of the management team have not been adequately 

addressed in scientific literature and have not been proved in practice.  

Research object: the management team in a production company.  

Research aim: to establish the opportunities for the management team development in a production company. 

The objectives: to identify the key elements in the production team development and to establish the 

opportunities for the management team development in a production company.  

Methodology. In order to identify the key elements in the management team development, the method of a 

systemic analysis of scientific literature was applied, and to establish the opportunities of the management team 

development in a production company, a qualitative research method – a semi-structured interview was chosen. 

The research participants- informants were 8 managers of all levels. The research was carried out in a furniture 

manufacturing company in Klaipėda region in April 2016. 

2. A theoretical model of the management team development  

As defined by V. Diska and A. Marčinskas (2013), a manager is an employee who is able to make decisions 

within his area of competence in different fields of activity of the team entrusted to him, responsible for the 

performance of the entrusted division and exerting influence upon the entrusted team by specific management 

instruments. The situation of each manager in a company is different due to the difference in the number of 

subordinates, the area of management, the position occupied in the structure of the company, and the stage of the 

company's development (Staniulienė, 2008).  

In the performance of management functions by top-level managers, the emphasis on leadership ought to be 

evident, as it is related to having a vision, the ability to model, and a broad approach to the developing 

phenomena. Middle-level managers need more administrative abilities, as they accept the role of mediators, i. e. 

get the tasks formulated by higher authorities and distribute them to their subordinates. In such cases, the 

managers do not need to have any special creativity, and they do not create future visions. They only pass 

instructions and control how these are executed. The role of an administrator ought to be combined with 

leadership: such a manager ought to motivate employers for productive work and increase their involvement in 

the company's activity. A manager-administrator is also necessary at the low level of management, where the 

technical skills are the most important. 

Each manager in any enterprise, from the top to the low level, has to have clear aims which should support the 

goals of the managers of the higher hierarchical levels of management (Zakarevičius, 2003). Both the ability of 

the team to realise the possessed potential and the efficiency of the company depend on the optimality of the 

management team of the company. Such a management team has greater interoperability.  
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In order to establish the elements of the management team development complex, it is important to define the 

concept of the team. To quote S. Raižienė, A. Endriulaitienė (2007) and I. Beniušienė, J. Vveinhardt, G. Merkys, 

M. Dromantas (2005), a team is a small group of people whose knowledge and experience complement one 

another in the pursuit of a common goal. In accordance to R. Hirschfeld et al. (2006), a team is a structured group 

of people who interact in the achievement of the goals and certain objectives set for collective performance. The 

team must ensure the implementation of the strategy and appropriate conditions that enable purposeful use of all 

the possessed resources in order to achieve the company's efficiency and success (West, 2012). The members of 

the team must be responsible not only for themselves, but also for the other members of the team.  

Of all the individual's capabilities and qualities, development is the most important. The development of the 

management team is inseparable from the development of the potential of each team member and of the 

relationships between the team members. When the potential of each team member increases, combined with the 

strengthening of the relations between employees and due to the synergy effect, the results of the company's 

activity will increase proportionately. Development is a process which includes self-awareness and self-

observation, identification of strengths and weaknesses, an individual-initiated desire to change, long-term 

commitment to change, the onset of change, and the recognition of a potential failure. Therefore, the following 

formula of the management team members' development can be proposed (Kvedaravičius, 2006): 

P of the management team = ΣP of the team members + ΣR of the team members + ΔS of the management team,  

 
where P is potential, R is relationships, and S is the synergistic effect.  

The resources for manager's development lie in the individual himself, however, a development-friendly milieu is 

necessary, i. e. a team. The management team will only develop when each member of the team develops. A 

manager's desire for development must come from the inside, the team cannot make him change, however, the 

team can provide development-friendly conditions when the members of the management team face new 

challenges, are encouraged to improve, and can reveal their inner potential.  

B. Tuckman in 1965 proposed the first group development model. He said that four phases (forming–storming–

norming–performing) are all necessary and inevitable in order for the team to grow, face up to challenges, tackle 

problems, find solutions, plan work, and deliver results. However, the model proposed by him changed, as the 

development of a management team is an artificially natural process of a sociocultural system where the internal 

qualitative potential is acquired by the team members mastering the new and improving the old competences in 

order to more effectively work in and for the company.  

The management team must first of all have an examplary head of the team, i. e. leader. The mission of the 

management team leader is to get together the best team and help it achieve its goals. He needs to get together an 

effective, hard working team, to be able to promote its creative potential, to skillfully manage the emerging 

conflicts, and to solve problems. The leader must have clear activity goals and evaluation criteria, to promote the 

company's development, and to know and stimulate the team members (Drucker, 2009; Kasiulis, Barvydienė, 

2004). The leader shares the position of leadership with all the team members. In each situation, the management 

team is to have a leader who best performs certain functions. However, the managers' potential of leadership is 

not sufficient yet, and that frequently becomes a significant obstacle to the further development of the company. 

Competences are the basis of teamwork, therefore, the members of the management team have to have different 

competences. Each member of the management team has to share his own competences and to be able to make 

use of the competences of other team members. The "mix" of the competences of the management team members 

is the combination of the pursuit of the set goals (Savanevičienė ir kt., 2008; Žydžiūnaitė, 2003; Robbins, 2003). 

All the forms of activity (knowledge, abilities, and skills) never become values by themselves until the team 

member gives prominence to them, provides them with significance, and relates them to his own experience.  
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The management team ought to choose members who are energetic, enjoy active work, cope with their emotions, 

and are ready to openly express their opinion. The team members are to be highly motivated and seek to improve 

and to be leaders. Every team member has to have a possibility to improve. Innovation formation and 

implementation has to be a continuous and dynamic process (Misevičius, Urbonienė, 2006; Robbins, 2003; 

Dlugoborskytė et al., 2015). It is especially important to promote the creative productivity of activity. Without a 

material "basis", the management team tends to act without any plan and spontaneously respond to the 

requirements of the environment (customers or consumers). Their priority becomes the ensuring of the minimal 

level financial resources needed to maintain the company and its employees, and they move away from the 

implementation of the company's mission and goals. 

The management team members have to understand the team's goals and to seek their compatibility. Well-

balanced goals bring positive results to the team amd team members. The goals of the team members have to be 

clearly defined and comply with their competences (Diska, Marčinskas, 2013; Jezerskytė, Žydžiūnaitė, 2005; 

Yuen, 2004). The goals and objectives of the company keep changing, and depending on that, the roles of the 

management team members may change, too. The management team is characterised by unity, as only interrelated 

team members affect one another; the presence of all the team members is necessary for the implementation of a 

common goal and for meeting individual needs of each member. The failure to properly convey the goal may lead 

to a number of management problems. The ambiguity of the goal causes the employees' tension, uncertainty, 

dissatisfaction, and confusion. A poor result is obtained when the goals of the company change, and the 

employees' expectations do not; when the goals of the company do not change, and the employees' expectations 

do; or when the goals of the company and the employees' expectations do not change or change too late. 

The compatibility of the leader's personal values with the values and standards of other team members and the 

company as a whole has a positive impact on the employees' emotional commitment to the company and 

stimulates their wish to stay in it. The compatibility of the values of the company, team, and each team member is 

possible when the chosen behaviour leads to internal satisfaction (Hamid, Yahya, 2011; Meyer ir kt., 2010; 

Gregory ir kt., 2010; Turnbull, 2005). In the dissemination of values in the management team, it is important to 

have a strong interrelationship between the team members. It depends on the ability of the management team 

members to create a system of values. The value is closely related to the search of the meaning of human life and 

its ultimate purpose. The management team ought to demonstrate a moral commitment, understood as self-

identification with the goals and organisational values.  

J. Albrechtas (2005), P. R. Scholtes et al. (2003), W. Bennis, B. Nanus (1998) argue that there has to be a clearly 

defined individual and joint responsibility of the management team members and clearly distributed areas of their 

responsibilities. The most important thing is to cherish respect, mutual understanding, and responsibility. The 

members must assume responsibility for respective decisions and to use efficient ways of activity. The leadership 

responsibility ought to be shared between all the members. Active participation of the management team members 

in decision making increases their responsibility, gives more energy and desire to implement the goals set by 

themselves, and helps to better understand the meaning of the work being dome. The responsibility for decision 

making of each manager, independently on the level of management in the company, "melts" in the efficient (or 

inefficient) activity of the management team.  

Effective communication between the management team members is a must. The members of the management 

team commit themselves to open and honest communication. Objective assessment of the activity of each 

management team member and mutual trust is a necessary condition for cooperation, as only then the ideas and 

alternatives are freely expressed (Loureiro et al., 2009; Teresevičienė, Gedvilienė, 2003; Menshikov et al., 2017). 

The roles performed by the team leader are related to the leader's relationships with the team members, which 

should be based on the humaneness principles. To have effective interaction between the management team 

members, mutual assistance is emphasised as the assessment of abilities and opportunities, recognition of 

achievements and mistakes, and the result of motivation and the efforts made, of the possibilities to develop 
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competences and the self-realisation. Only good and strong interrelations between the management team members 

create a synergistic effect, therefore, the company has to improve its communication processes.  

When looking for the best decision, small conflicts often occur in the management team. Due to them, one can 

make the right decisions and to create a communication-friendly atmosphere. To reduce the number of conflicts, 

the psychological climate in the management team is improved. The best outcome of the conflict resolution is 

openness, reduction of tension, normalisation of relations, and increasing confidence (Komskienė, Birbalas, 2013; 

Ivančikaitė-Ustinovienė, 2009; Kvedaravičius, 2006; Ignatjeva et al, 2017).  

In order to resolve conflicts more effectively, one first needs to identify open and hidden conflicts between the 

members of the company. The willingness and the ability of the team leader to successfully control his own and 

the team members' behaviour has a huge practical and economic value. The members of the management team 

have to share not only the achievements, but also the bitterness of defeats.  

The theoretical complex of the elements necesssary for the management team development, based on the systemic 

analysis of scientific literature, is presented in Figure 1. The complex of the elements of the management team 

development is understood as a construct of the team understanding and special efforts of the team members.  

 

Figure 1. A theoretical model of the management team development  

To summarise the above-discussed opportunities of the management team development, one can argue that 

management teams, being open, develop their competences, reflect on their experiences, change the environment 

by expanding the opportunities for activity, and initiate qualitative changes in a team. Thus a possibility appears 

to more flexibly and accurately respond to the changes in the environment and the organisation itself. The 

developing team of managers enrich the intellectual resources of the organisation, as, when collaborating with 

collegues, the competences acquired by a team member become a joint asset of the company. Therefore, we argue 

that the management team can develop when: it has a leader; the selected team members have additional 

competences and a great desire for improvement and leadership; when the activity is based on matching goals and 

harmonised values and on common and individual responsibility; and when the team is able to constructively 

resolve conflicts. By developing in accordance with those elements, the management team is maturing.  
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3. Research methods  

The research was conducted in a medium-sized furniture manufacturing company in Klaipėda region. The main 

buyer of the company's products is the Swedish concern Ikea.  

The methodology. The aim of the research was to establish the feasibility of the management team development 

in a manufacturing company. As the disclosure of the phenomenon required an in-depth approach to the problem, 

qualitative research was chosen. A qualitative method allows the researcher to focus on the individual experience 

of the investigated subject which best reveals the subjective reality. Most importantly, qualitative research enables 

the researcher to more flexibly obtain exhaustive data and provides him with better opportunities to formulate the 

main conclusions of the research, based on the real-life entrepreneurial experience. The qualitative research 

sought to find out each manager's of the team subjective understanding of the development experience.  

The data collection methods was a semi-structured interview to find out how the management team members 

behaved in different management situations and what development opportunities existed at the individual and 

team levels. The questionnaire included the informants' demographic data (age, education, and work experience) 

and the questions related to the eight main elements of the management team development. The data were 

recorded by a voice recorder. The recorded interviews were later transcribed, the keywords marked, and the 

environment was described as much in detail as possible; moreover, the emotions of the respondents were 

observed. During the research, we sought to keep the question formulation and the process of the interview of 

each informant uniform, as the same phenomenn was investigated. 

Table 1. Demographic data of the informants  

Level of 

management  

Age (in years)  Education  Work experience (in years)  

25–35 35–45 > 45 Higher  Higher non-university  5–10 10–15 > 15 

TOP   2 2    2 

MIDLE 1 1  2  1 1  

SUPERVISOR 1 3  2 2 1 2 1 

The data processing method was a content analysis method. The method is used to analyse the answers to the 

questions, to select certain meaningful units from the text, to calculate the frequency of their use, etc. (Kardelis, 

2005; Tidikis, 2003). The method is divided into stages: 1) reading of the text in accordance with identified 

categories; 2) the division of the category content into subcategories; 3) interpretation of the categories and sub-

categories and justification by the text. In the analysis of the obtained resarch data, one looks for meaningful units 

that would reflect different aspects of the informants' experience and views related to the research object. The 

empirical indicators (statements) were grouped into sub-categories by notional similarity and calculated.  

Selection of interviewees. In the research, a criterion-based selection was used, when the informants were selected 

in accordance with a certain researcher-established criterion (Rupšienė, 2007). The research participants were 

selected, based on the following criteria: 1) the manager's competence; 2) the manager's work experience (no less 

than 5 years); 3) a full-time position. The informants and their demographic data: the research participants 

included representatives of all management levels, including 2 top-level, 2 middle-level, and 4 low-level 

managers.  

4. Analysis of the findings  

On completion of the qualitative reseach in accordance with the compiled questionnaire, which sought to identify 

the behaviour of the management team members in management situations and the possibilities of the team 

development, meaningful statements were selected from the managers' answers and the frequency of their use was 

calculated. The summarised research findings are presented in Table 2.  
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Table 2. The findings of the qualitative research 

ELEMENTS SUBCATEGORIES AND NUMBER OF STATEMENTS 

1. Leadership Be able to hear (10 statements); be able to constrain the members to take care of their matters (9 statements); 

to show example (9 statements); be vigorous (8 statements); to cope with emotions (8 statements); have own 

opinion (8 statements); don’t be afraid of other opinions (5 statements); to initiate the development (5 

statements). 

2. Competence 

expansion 

New roles (15 statements); additional skills (12 statements); adjustment of features (10 statements); to seek a 

career (8 statements). 

3. Improvement Important position (10 statements); increased responsibility (10 statements); self-confidence; appreciation (10 

statements); professional sophistication (6 statements); self-realisation (5 statements); 

4. Goals 

compatibility 

Purpose oriented goals (60 statements); realised goals (19 statements); long-term goals (13 statements); goals 

for giving sense to subsistence (5 statements). 

5. Value 

compatibility 

The most important individual values (22 statements); manager’s responsibility for spread of values (19 

statements); company’s system of values under construction (15 statements); identification of the company 

values with the values of employee (6 statements); 

6. Responsibility Manager-leader is the delegate of powers (19 statements); monitoring of responsibility (18 statements); limits 

of responsibility (5 statements). 

7. Openness for 

communication 

Effective communication between team members (37 statements); empathy (17 statements); correlation of the 

members (10 statements); constrictive relations (8 statements). 

8. Conflict 

management 

Often critical situations (28 statements); effective solutions (17 statements); certified methods of conflict 

solution (15 statements); rapid solutions (10 statements); compromises (7 statements). 

1. A management team needs a leader. The team leader's status makes an impact on the activity of all the team 

members. The management team leaders are empathetic, communicative, and able to take care of the remaining 

team members. As proved by the research findings, the leadership potential of the company managers was not 

sufficient, and that frequently became a serious barrier to further development of the team. The manager-leader 

has to match the capabilities of each individual member with the requirements set for them, given the strengths 

and weaknesses of each member.  

2. The members of the management team seek to obtain additional competences. The research findings suggested 

that good financial reward was the most important thing for the team members. Even though the managers 

understood that in the present-day reality there were constant changes in the environment, their resolution to 

improve themselves was insufficient. It is necessary for the management team members to understand the 

personality improvement through individual needs, given the objectively limited possibilities. The management 

team brought together managers with different competences and different attitudes who were consciously 

pursuing the common goals of the company, who interacted in decision-making, and assumed responsibility for 

the manufactured product or service.  

3. The striving of the management team members for excellence and a strong desire to be a leader. The 

management team members in the investigated company were communicative and ambitious executives (team 

members), planning to work in a desired position and seeking for a high status. The managers were well aware 

and appreciated the importance of will-power. Some of the management team members were worried about their 

future in the organisation.The statements illustrated the self-realisation aspect when the professional activity 

became an integral part of their identity. It could also be associated with the specialty idealisation which was 

undoubtedly caused by the pleasant feelings related to a managerial job. The attitude was evidently presupposed 

by a permanent pursuit to be the best, the leader, and win at all costs. The needs of the management team 

members activated the internal forces of a person and unconsciously awakened his activity. That was the need for 

success and achievement, the desire to do for the team all that one was able to.  

4. The management team sought the compatibility of the company and personal goals. In the context of the 

present research findings, a career was defined as the pursuit of the managerial goals and satisfaction of personal 

ambitions. That suggested that a clear understanding of the goals mainly resulted in their successful realisation. 
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The managers found the goal realisation to be complex and problematic, as it was necessary to find a trade-off 

between professional aspirations. There might have been a shortage of knowledge and skills. The team members 

understood professional development as a way of the life goals implementation leading to a successful career and 

material well-being. Frequent dimensions of the informants were a good job, good income, and a high social 

status. The activity of the management team members had to be coordinated and harmoniously focused on the 

pursuit of the corporate goals and the implementation of strategic plans. The management team members made 

decisions together, planned their implementation together, and were interested in the pursuit of common goals.  

5.The compatibility of the members' values sought by the management team. As suggested by the research 

findings, the management team members pursued their values, and that was their direct development dimension. 

The following values were identified: sensitivity, goodness, caring, a wish to help, and tolerance. The conditions 

that formed in the interaction of the management team member with the environment formed a favourable context 

for the development of values. The analysis of individual indicators led to the conclusion that some members of 

the team felt a lack of economic and (or) spritual values. Those informants related their wishes and plans to the 

finding of meaning. The development of values of the management team members is especially topical as it 

predetermines the values that the team members justify their goals with and the conceptions that guide them in 

decision making. 

6. All the management team members sought individual and shared responsibility. As proved by the qualitative 

research, most of the informants unambiguously advocated the sovereignty of the team members and the 

harmonisation of the powers and responsibilities. The empowered members of the team assumed responsibility 

for the efficient use of resources and the pursuit of an appropriate result. By reflecting, the team leader could 

evaluate how well the team members were prepared to assume responsibility for the roles assigned to them and 

how conscious their perception of the assumed responsibility was. The team members' personal responsibility had 

to be permanently strengthened, as it was the basis of overall management. 

7. The aspiration of the management team members to openly communicate and collaborate. The research 

findings proved the informants' efforts and the ability to empathise with other person's feelings and their state. 

Empathy is a necessary element of all the management team members' communicative abilities that leads to open 

and sincere communication. The disharmony between the team and personal relationships means a mismatch 

between the personal goals and the ability of the team to satisfy them. The management team has to collaborate 

and to exchange information, knowledge, and experience both among themselves and with other staff members. 

Each member of the management team has to understand another person’s situation, feelings, and motives.  

8. The management team seeks to constructively resolve conflicts. The findings of the research proved that the 

members of the investigated management team were best at the resolution of the conflicts arising due to different 

ideas and preconceptions, as well as due to the experience, reflection, and meta-cognition. The attitudes of some 

informants suggested their gratitude and indebtedness to their colleagues for their moral support in conflict 

resolution. For the effective functioning of a management team, a positive conflict is beneficial, since it promotes 

openness, the reduction of tension, normalisation of relations, and increased confidence. Successful use of self-

regulation skills in conflict resolution can help to handle day-to-day business problems more efficiently and 

improve the performance of the company. 

To sum up the findings of the conducted qualitative research, we argue that the management team's leader must 

encourage each member of the team to look for the meaning of development (meaning-oriented goals: 60 

statements), i. e. the identification of one's own strengths and weaknesses in development in order to effectively 

function in professional activity. It is necessary to create appropriate conditions for the management team to 

develop by communicating in a defined and/or chosen direction (effective communication of team members: 37 

statements). Particularly great attention ought to be paid to the development of team members in a crisis situation 

(frequent modeling of emergency situations: 28 statements). Crises emerge due to the lack of knowledge how to 
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behave in a newly encountered situation. Therefore, management teams members have to develop: critical 

thinking, the ability to justify decisions, application of the monitoring possibilities, problem identification 

possibilities, empathetic experience, and conflict management abilities.  

Conclusions 

The development of the management team is an artificially natural process of the socio-cultural system in which 

the internal qualitative potential is acquired by the team members' mastering of the new and improving of the old 

competences when seeking to more effectively work in the company. The set of elements of the management 

team development, based on the analysis of scientific literature, helps the management team to timely respond to 

the changes in the environment, makes them flexible, and requires continuous development in order to achieve 

efficiency. The participation of the management team in a development programme enables the development of 

the team members as personalities and as professionals: in that way, conditions are created to increase their 

performance first at the individual, and then at the team level. The development of the management team focuses 

on greater future oportunities, aspirations, and goals.  

Upon conducting qualitative research in a furniture manufacturing company – a semi-structured interview (8 

informants), we can propose the guidelines for the management team development: to enacourage all the member 

of the management team to become leaders; to identify the goals of the personality and the competence 

development; to find out which competences each member wants to improve and to allow them to undertake 

additional activities that would enable the improvement of those competences; to set the operational goals for the 

members which would also allow (help) them to pursue their personal goals; to coordinate the values of the 

organisation and the team members on the basis of needs, when the need for self-realisation prevail over the 

hierarchy; to give more responsibility to the team members who wish and seek it; and to authorise each member 

of the team to resolve conflicts independently.  

It is necessary to make not only the head of the team – its leader, but also the team members be interested in 

identifying the hindrances that interfere with their individual and team development and constantly search for new 

opportunities to disclose their inner potential. Only when developing in such a way the managers at all levels of 

the company can function as one harmonious team of managers pursuing a common goal: the development of the 

managers, the management team, and the potential of a manufacturing company. 
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