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Many professional papers deal with the phenomenology of team. According to the definition, a team
is a group of people formed, united for the purpose of performing, executing a task, a job [1]. It also
means a group of experts gathered around a joint project [2]. Although teamwork originated from
the study of group work model in the 1960s, it is believed that it appeared in the early 1980s as a new
approach to the management and development of organizations. Teamwork is implemented equally
successfully in great multinational corporations, scientific and research centres, non-governmental
organizations, and without its implementation, the functioning in the organizational units of the Min-
istry of Interior (hereinafter Mol) cannot be imagined.

The establishment of organizational units is done in the Mol in order to perform certain tasks. Team-
work in the organizational units of the Mol provides the possibility of higher productivity, quality and
profitability. The matrix model in the form of the representatives of the organic structuring design
provides the possibility of cooperation within working units, and also better use of resources, mainly
when it comes to human resources. Integral team management belongs to the managers in the form
of an action holder, i.e. a project for solving a certain task. There are two types of responsibilities for
employees: on the one hand, the responsibility towards the head of the functional unit and the re-
sponsibility towards the project manager, i.e. the team for solving tasks, on the other hand [3].
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On the basis of the division of work, it is possible to conclude that the entire task of the organization
is divided into less specific tasks. It is a basic activity of organizational design. The specialization of
narrower organizational units and individuals within an organization is the result of such an activity.
There is direct dependency between the degree of the division of work, on the one hand, and the
form of specialization, on the other hand. In the case of a high level of the division of work, it is a mat-
ter of narrow specialization, while in the case of a low level of the division of work, it is a matter of
broad specialization. The decision of the manager in the organization determines the level of the divi-
sion of work. In the event that the organization's management strives to create such a structure that
will ensure the achievement of high work productivity, the high division of work will be implemented
and narrow specialization. On the other hand, when managers try to increase the motivation and de-
velopment of employees, broader specialization will be represented, i.e. the degree of the division of
work will be lower [4].

"The management of the police organizational units seeks to direct the work of police officers to
achieving high efficiency (productivity, efficiency, profitability), i.e. to achieve the best possible results
in performing the police work (e.g. the number of filed criminal charges, the number of solved crimi-
nal acts) and the high quality of the performed tasks with as few resources (forces and resources of
all kinds) as possible, and all of this in accordance with law and other legal acts [4]." Police officers
perform tasks where the danger to life and health, responsibility and difficulty, nature and special
working conditions largely affect the reduction of work ability and the optimal period of functional
"use" of staff. Therefore, good teamwork and good organization enable their better work.

One of the definitions says that a team is: "at least two male or female athletes who play together, for
one side in the competition" [2]. In the Dictionary of the Serbian language by Matica Srpska, this term
is also related to the field of sports, as: "a group of male of female players who perform as a whole, a
team" [1]. A team means a special type of formal organization of joint work of a larger or smaller
number of people, who are connected by set goals and tasks, planned jobs and the same or approxi-
mately the same interests and motives [5]. From the all mentioned, it can be concluded that a team
can be defined as a group, whose members have complementary skills and are gathered around the
common purpose or set of work goals, and everyone is equally responsible for their achievement.

There are a great number of different criteria by which teams can be classified. According to the task
criterion, there are work teams and problem-solving teams. Literature sources show the determina-
tion of problem-solving teams in the form of leading teams. In some cases, these teams are also called
management teams [6]. "Work teams or teams that perform work deal primarily with the work per-
formed by the organization, such as production or execution of service. Problem-solving teams deal
with solving a specific problem, improving quality, efficiency, work environment. In order to be effec-
tive, these teams should have a clearly defined task and their size is limited (they usually consist of 5
to 12 members)" [6].

Social sciences experts define a working group as a set of two or more individuals interacting, with a
stably established pattern of shared relationships, who have the same goal and who see themselves
as a group. Thus, a working group may consist of at least two persons who influence each other, ei-
ther by verbal or non-verbal communication [7].

The group should also have a stable structure that holds its members together and makes them func-
tion as one body. Then, the members of a group have common interests and a common goal. Thus,
for example, people within a work organization should have a common goal, which is to achieve re-
sults and strive for greater success. And, finally, the last characteristic of a group is that people within
it see themselves as a working group. All groups consist of individuals who consider themselves a
member of a group, unlike some other people who are not its members [7].
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Within organizations, it is necessary to create a favourable organizational climate, strengthen organi-
zational trust and encourage healthy communication, while relying on the principles of openness,
empathy, loyalty, equal opportunities and fairness. In order to develop team spirit in young people, it
is of great importance to evaluate the team result, while emphasizing the contribution of each indi-
vidual, and respect, trust and willingness to share the consequences of potential mistakes. It is neces-
sary to encourage creativity and courage for risk-taking, as well as to create the atmosphere in which
mistakes are allowed, if it aims to innovate. People should be taught to think analytically and syntheti-
cally, in order to be able to understand the present and predict the future and the challenges it brings

[8]-

A team is a form of synergy, and its results are greater than the results of individuals. In order for a
team to be functional, it is necessary that it constantly evolves. Turning a group into a team certainly
requires a certain skill. Constant attention is needed for maintaining healthy relationships in the team
and its development. A group will never become a team if an effort is not made to ensure that differ-
ent persons have good relationships with their colleagues, communicate effectively with them and
sincerely appreciate their contribution.

It often happens that people talk about their groups as teams, even though they are not actually that.
Namely, every group does not represent a team, but every team has members, and can be thus con-
sidered a group. There are several important differences between a group and team:

1. Within groups, performance is conditioned exclusively by the work of each individual, while
within groups, performance is conditioned by individual contributions and products of collec-
tive work;

2. Within groups, each member is responsible to his or her supervisor, while within a team,
members are responsible to each other;

3. The members of a group have a common goal of interest, while teams also have a common
commitment to the purpose;

4. Given that both groups and teams exist within organizations, the difference is often reflected
in the nature of the relationships they have with management. Namely, working groups are
usually required to respond to the set requests, while the management teams are given tasks
that need to be performed, which is the challenge they should provide an answer to, while at
the same time, they are given enough space to do their job without further intervention. In
other words, teams define goals, pace and desired approach to work by themselves [9].

Team solving of complex organizational problems is a necessary requirement of the time in which we
live, mainly when it comes to planning project activities. It is necessary for each manager to be famil-
iar with teamwork, regardless of his function, given that teamwork provides the possibility to make
maximum use of the mental potential of a group of people who work together to solve problems [10].
During the decision-making process for operations, teamwork is considered a constant, continuous
and dynamic process, through which continuous planning and analysis is carried out in order to find
solutions that are optimal and that guarantee the success of the operation [11].

Regardless of the field of human activity in question, teamwork provides a lot greater impact com-
pared to group work or the work of individuals. In contrast to a group made up of individuals who do
some work individually, a team is characterized by a high degree of interdependence, constant inter-
action and interconnection. In order that a team can function as a harmonious whole and have the
ability to self-motivated, it is necessary to provide the following prerequisites:
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— Team members should have the ability to do the work entrusted to them. This means that they are
trained and have knowledge, and also have natural predisposition such as talent, inclination, temper-
ament, character, intelligence, etc. At the same time, it is very important that a person, before taking
a managerial position, stands out as an executor;

— It is essential that all team members are in shape. Namely, through training, personal development
programmes and interactive workshops, an individual has the opportunity to acquire knowledge and
skills that enable him to become a useful member of a team, while taking on his share of responsibility
at the same;

— Team members must not overdo their work. Namely, in order for an individual to be able to provide
maximum contribution to a team, it is necessary to be versatile. Versatility means that an individual is
engaged in various activities during working hours, has enough time for family and free time activities,
professionally improves himself, and also has enough time for socializing and rest. The experiences
show that such individuals are less susceptible to stress, they accept teamwork more easily, have a
higher degree of creativity, a high level of commitment and energy, are much less on sick leave, find it
harder to make decisions about leaving the organization, have better work performance and a rather
higher level of self-motivation;

- Team members should experience success. Namely, it is necessary to identify their personal success
with team success, so that they can be happy for both. A manager who strives to be a good motivator
has to celebrate every success with his team, while pointing out the concrete contribution of each
individual in the team;

- Team members should have the right attitude, i.e. natural self-motivation [12].

"The establishment of a working team and its efficiency depends on the defined tasks and goals, and
also on the composition of the members of a working team, who should have complementary
knowledge, skills and abilities. The establishment and development of a team should start from the
components that every effective team should contain, namely: efficient functioning of a team (based
on roles, available skills and knowledge, responsibilities) and three outcomes (results, joint projects,
learning, personal development and trust)" [7].

According to Belbin's definition, a team role is "a tendency to behave, contribute and relate to others
in a certain way"[9]. Belbin's nine team roles are: coordinator, original thinker/person with ideas,
team worker/team man, judge/evaluator, resourceful organizer/implementer, finisher/perfectionist,
modeller/person of action, researcher/contact person and specialist [13].

Leadership is a process in which an individual exerts influence on a group in order to achieve a com-
mon goal [14]. Leadership behaviour and the role of leaders are of great importance in an organiza-
tion [15]. It is essential that there is a formal or informal leader in each team. The question is who
chooses a leader in an organization (the management or members) and what requirements he has to
meet. A manager does not always have to be a team leader. The leader in a team should be the per-
son who is responsible for the results of a project assignment to the client or the person who is gen-
erally considered to be the most competent for this type of responsibility.

Aleader is thought to necessarily be a visionary and meet the following conditions:
- to have a vision (ideal, awareness of a common goal or the highest achievement);

- to have the strength of will and perseverance in order to do everything necessary to fulfill his vision,
and also patience and persistence;
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- to be able to gain the support of his subordinates, which also means that his vision should deserve
that;

- to be able to do more than members of his team and to act in situations when they cannot;
- to achieve success, but never at the cost of sacrificing members of his team;

- to give the adequate advice at the right time to his subordinates.

The subject of the research in this paper is teamwork in the organizational units of the Mol in accord-
ance with the view that it provides the possibility of higher productivity and quality. The objective is to
determine the attitudes of employees about teamwork in the observed organizations depending on
their academic qualifications. One main and five auxiliary hypotheses have been formulated: H_ :
There are differences in the attitudes of employees about teamwork in the observed organizations
depending on their academic qualifications, but almost all of them have positive attitudes about
teamwork. H, : For employees, teamwork is primarily joint performance of tasks. H, : Motivation is
very important in teamwork. H, : A team can perform a much more complex set of tasks than an indi-
vidual. H, : The diversity of the team composition gives better solutions and results. H, : There is re-

spect and willingness to help in an organizational unit, as well as strong unity and team spirit. The
method of analysis and synthesis, survey method (survey technique using a questionnaire in order to
evaluate the hypotheses that have been formulated) and statistical method have been used in the
research part. For the purpose of the research, a close ended questionnaire containing five questions
has been developed.

The sample included 90 employees in the organizational units of the City of Belgrade Police Direc-
torate of the General Police Directorate, namely the Police Office for Railway Safety and the Police
Office of the Police Station Savski venac. The difference in understanding and practicing teamwork in
various fields in which teamwork in good world practice is presented has been pointed out. Among
the respondents, 45 have a high school diploma, and 45 a university degree at jobs of the police offic-
ers in the City of Belgrade Police Directorate of the General Police Directorate.

All respondents have answered five questions by circling one option. Three answers were offered in
each question, and the respondents were expected to circle only one of the offered options. Moreo-
ver, the respondents were explained that the results of the research will be used exclusively for scien-
tific purposes. The results obtained by the research are presented in a table.

The first question was: what teamwork is. The greatest number of employees with a university de-
gree, i.e. 20 of them (44.4%) said that teamwork is joint performance of activities, 13 (28.9%) believe
that it is joint decision-making, while the smallest number of employees, i.e. 12 (26.7%) believe that
teamwork represents a group of people who, working together, achieve the same goal. On the other
hand, the greatest number of employees with a high school diploma said that for them teamwork is
joint making of the best decision - 19 (42.2%), followed by employees who view teamwork as joint
performance of activities - 16 (35.6%), while the smallest number of employees believe that teamwork
is a group of people who, working together, achieve the same goal - 10 (22.2%), which is shown in
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Table 1. Teamwork for employees implies

Academic Joint Joint making of A group of people who,
ualifications performance of % the best % working together, %

9 activities decision achieve the same goal

;J:gi':'ty 20 44.4% 13 28.9% 12 26.7%

g;g::::oo{ 16 35.6% 19 42.2% 10 22.2%

The second question was: how important motivation is in teamwork (the obtained results are shown
in ). The greatest number of employees with a university degree, i.e. 35 (77.8%) said that moti-
vation is very important in teamwork, followed by employees who believe that motivation is not cru-
cial in teamwork - 10 (22.2%), while there were no employees who believe that motivation does not
affect the results of teamwork. On the other hand, when it comes to employees with a high school
diploma, 27 of them (64.4%) believe that motivation has a very important impact on teamwork, 12
employees (26.7%) believe that it is not crucial in teamwork, while 4 employees (8.9%) believe that it
does not affect the results of teamwork.

Table 2. The importance of motivation in teamwork

Academic Very o Not 9 Motivation does not affect the o
qualifications important ) crucial ) results of teamwork 0
University degree 35 77.8% 10 22.2% 0 0%
High school 0 0 9
diploma 29 64.4% 12 26.7% 4 8.9%

The third question was whether a team could perform a much more complex set of tasks than indi-
viduals. According to , when it comes to employees with a university degree, the results ob-
tained by the questionnaire showed that most of them answered positively - 39 (86.7%), followed by
employees who believe that it depends on the situation and that sometimes an individual can solve a
task better than a team - 6 (13.3%), while there were no employees who did not agree with this state-
ment. On the other hand, the greatest number of employees with a high school diploma answered
positively - 29 (64.4%), followed by employees who believe that it depends on the situation and that
sometimes an individual can solve a task better than a team - 12 (26.7%), while the number of employ-
ees who did not agree with that statement is the smallest.

Table 3. A team can perform a much more complex set of tasks than an individual

Academic qualifications Correct % Incorrect % Depends on situation %

University degree 39 86.7% 0 0% 6 13.3%

High school diploma 29 64.4% 4 8.9% 12 26.7%
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The fourth question was whether the diversity of team composition gives better solutions and results
( )- The results obtained by the survey showed that the greatest number of employees with a
university degree agrees with this statement - 40 (88.9%), 4 employees (8.9%) that this is not always
the rule, while only 1 employee (2.2%) does not agree with this statement. On the other hand, the
greatest number of employees with a high school diploma also agrees with this statement - 33 (73.3%),
followed by employees who believe that this is not always the rule - 9 (20%), while 3 employees (6.7%)
did not agree with this statement.

Table 4. The diversity of team composition gives better solutions and results

Academic qualifications Correct % Not always the rule % Incorrect %
University degree 40 88.9% 4 8.9% 1 2.2%
High school diploma 33 73.3% 9 20% 3 6.7%

The fifth question was whether the employees believe that there is respect and willingness to help,
strong unity and team spirit in their organization. The results obtained by the survey are shown in

. It has been shown that the greatest number of employees with a university degree agreed
with this statement - 36 (71.1%), followed by employees who said that respect, unity and team spirit
are not always present - 5 (11.1%), while 3 employees (6.7%) said that it depends on the situation. On
the other hand, the greatest number of employees with a high school diploma also agrees with this
statement - 33 (73.3%), followed by employees who said that respect, team spirit and unity are not
always present - 7 (15.6%), while 5 employees (11.1%) said that it depends on the situation.

Table 5. In the organizational unit there is respect and willingness to help, as well as strong team spirit
and unity

Academic qualifications ~ Correct % Not always present % Depends on situation %
University degree 36 71.1% 5 11.1% 3 6.7%
High school diploma 33 73.3% 7 15.6% 5 1.1%

When it comes to the first auxiliary hypothesis that for employees teamwork primarily represents
joint performance of activities, it has been found out that the greatest percentage of employees an-
swered that they fully agree with the statement, thus proving this hypothesis. As many as 36 employ-
ees (40%) pointed out that they agree with the formulated hypothesis. The smallest part of employees
- 22 (24.4%) gave the answer that teamwork is a group of people who, working together, achieve a
goal. It is obvious that there is the difference in the attitudes of employees to teamwork in accord-
ance with their academic qualifications.

When it comes to the second auxiliary hypothesis, it has been found out that the sample of employ-
ees who were surveyed thinks that motivation is very important in teamwork, which also proved the
second auxiliary hypothesis. Namely, as many as 64 employees (71.1%) of the Mol believed that moti-
vation was very important, while only 4 employees (4.4%) believed that motivation did not affect the
results of teamwork. It is obvious that there is the difference in the attitudes of employees about the
importance of motivation in teamwork in accordance with the level of academic qualifications they
have.
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The third auxiliary hypothesis that a team can perform a much more complex set of tasks than an
individual has been proven. Namely, the greatest number of employees, 68 of them (75.6%) said they
think that a team can perform a much more complex set of tasks than an individual, while only 4 em-
ployees (4.4%) did not agree with this statement. It is obvious that there is the difference in the atti-
tudes of employees about the possibilities of a team to perform a much more complex set of tasks
than an individual in accordance with the level of academic qualifications they have.

The fourth auxiliary hypothesis, according to which the diversity of a team gives better solutions, can
be confirmed after the obtained results, because as many as 72 employees (80%) said that this as-
sumption is correct. It is obvious that there is no great difference in the attitudes of employees re-
garding the claim that the diversity of a team provides better solutions, although among employees
with a high school diploma there is a greater number of those who believe that this is not always the
rule (20%) and that this statement is not true (6.7%) in comparison to employees with a university de-
gree (8.9% and 2.2%).

On the basis of the conducted survey, it can be concluded that there is mutual respect, will and strong
team spirit in the mentioned organizational units, which implies that the last hypothesis is correct.
Namely, as many as 77.7% of respondents agreed with this statement. It is obvious that there is the
difference in the attitudes of employees depending on the level of their academic qualifications, given
that among those ones with a high school diploma there are more persons who believe that it de-
pends on the situation (11.1%) and that respect, team spirit and unity are not always present (15.6%) in
comparison to employees with a university degree (6.7% and 11.1%).

On the basis of the analyzed results, it can be concluded that the main hypothesis, formulated at the
beginning of the research, according to which there are differences of employees on teamwork in the
observed organizations depending on their academic qualifications, has been confirmed, but all em-
ployees mainly have positive attitudes about teamwork.

Despite the fact that teamwork has a lot of positive effects, there is the possibility of certain short-
comings of this concept. One of the greatest shortcomings of teamwork is the tendency to make
riskier decisions, given that the responsibility is not individual but collective. At the same time, there
are challenges that arise from the lack of personal conflict or communication, and also an overempha-
sis on the relationship between taking and giving. There are often situations in which an individual has
a difficulty with integrating into a team, which can be conditioned by his very nature, but also by the
behaviour of other members of a team. This can lead to the alienation of some employees, and ulti-
mately cause job dissatisfaction, workforce fluctuation and/or reduced performance. There is not a
single legal remedy for this problem. In this case, training and frequent change of positions within the
organization can be useful, if there is a possibility for such an action [6].

Prof. Ichak Adizes, PhD, says that for successful teamwork we "need behaviours in the decision-
making process that nurture respect and trust. We also need people who are mature and well-
balanced, as well as a properly formed organizational structure." He also emphasizes that "conflict is
the reality that accompanies change. We would like it to be constructive. That is why we need to have
the right people, the right decision-making process and the right organizational structure" [16]. Do we
have people?

Teamwork is an imperative of modern organization. In recent years, teamwork is considered to be
one of the application techniques for achieving optimal results in fulfilling the mission of an organiza-
tion. Teamwork is continuously studied, monitored and developed in the world. In the Republic of
Serbia, each work in a group has long been considered teamwork whereby the main advantages of
teamwork and its role in the field of human resource management have not implied consideration of a
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wide range of various aspects. Team development and their management contribute to a better de-
gree of understanding, cooperation, consultation, decision-making, as well as team spirit and higher
quality of work in organizations. One of the most recognizable characteristics of modern organiza-
tions is the intensification of team activities. A team concept is a process in which people work to-
gether in order to achieve the set goals. On this occasion, team members transfer and share their
knowledge.

During the research of teamwork in the organizational units of the Mol, we have dealt with the ques-
tion: What do employees mean by team work? It has been concluded that a greater percentage be-
lieve that teamwork implies joint work, i.e. joint performance of activities (40%) and joint decision-
making (37.8%). Teamwork is joint solving of a complex problem. A team consists of individuals who
have to constantly be affirmed and motivated in order to develop team spirit and spread trust among
team members. The diversity of a team gives better solutions, which means that a team in practice
depends on its structure. In organizations, in addition to teamwork, great importance is given to
communication, which is the essence of business. Open and honest communication and opinion ex-
change are important for teamwork because if communication is inadequate, it can lead to team
breakdown. The modern world views teamwork and high quality communications as a significant
factor in improving business, since today's world is not governed by individuals, but by strong teams.

Although there are certain shortcomings of the conducted research, it can serve as a starting point for
improving the existing situation in the observed organization by taking the next concrete steps. It is
important to build mutual trust in a team, and motivation for work, regular information and objectivi-
ty are also important. A concrete proposal for improving the detected condition, first of all, would be
getting acquainted with the theoretical bases and training in the implementation of teamwork. Train-
ings can be related to problem solving, communication and negotiation skills, conflict management
skills, group work skills in processes, as well as skills and knowledge related to the work that a team
performs. Thus, the people involved in teamwork would be selected - not only by their preferences
and expertise, but also by their ability to work in a team and contribute to its success.
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TUMCKM pag, y OpraHu3ayMoHnM jeauHmuama MmMHUCTapCTBa
YHYTpaLlHMX NOC/10BA

CaxeTak:

Ynpae/amy /bYACKUM pecypcMma U TUMCKOM pagy npuiaje ce Be/IMKM 3Ha4aj, jep HoBe
KOHLenuuMje nocnoBarba yBaxKaBajy 3Ha4aj U y10ry TUMCKOr pajga Kao jeAHOr 04, BaXKHUX
cermeHara yCrnewHoCcTi opraHmsauuje. lipegmeT nctpaxusarba OBOr pada je TUMCKU pag,
y OpraHu3auuoHum jeanHuntama MYI-a, y ckaagy ca YMbeHULoMm 4a OH mpy»ka moryhHocT
Behe NpoAYyKTUBHOCTU U KBasnTeTa. MoCTaB/beHa je jefHa OCHOBHA M NeT NOMOhHMX XUMO-
Te3a. OCHOBHa XMNOTe3a rnacu: NoCToje pas/IMKe y CTaBOBMMA 3arn0C/1IeHUX O TUMCKOM pa-
Ay Y NOCMaTPaHUM OpraHmsaumjama y 3aBUCHOCTU Of, UXOBe CTPY4YHe Cripeme, a/v rexHe-
Pa/ZiHO CBM 3an0C/1€HN MMAjy NO3UTUBHE CTaBOBE O TUMCKOM pagy. Lin/b nctparkmusama jec-
Te yTBpHUBarbe CTaBOBA 3aMOC/IEHUX O TMMCKOM PaAy Y O4HOCY Ha FUXOBY CTPYYHY Cripe-
My. Y OKBUpY paga UCTpaxuBare je 06aB/beHO NMpUMEHMBAHjeM BULLE MeToaa: MeToae
aHa/M3e U CUHTe3e, MEeTOAE UCMUTUBAA (TEXHUKOM aHKeTUpara NnyTem YNUTHUKA pasu
npoBepaBarba XMNoTesa Koje Cy MoCTaB/beHe) U CTAaTUCTUYKE MeToge. Y30paK UCTpa-
KMBara 06yXBaTHMO je 90 3amoC/IeHUX Y OPraHU3aUMOHUM jeanHuLama MY 3a rpag Beo-
rpag v 1o YN MY 3a rpag beorpag, Moanumjckoj ncnoctasm 3a 6e36e4HOCT Ha XKene3HuUm
n MW TNC CaBcku BeHal,. Ha 0CHOBY aHa/AM3MpaHMX pesyaTaTta 3aKk/bydyje ce ga je noTsp-
heHa ocHOBHa xMnoTe3a NoCTaB/beHa Ha MOYeTKY UCTPaxKMBakba Npema Kojoj Cy npucyTHe
pas/vKe y CTaBOBMMA 3aMOC/IEHUX O TUMCKOM pagy y NOCMaTpPaHUM OpraHM3aLuoHUMm je-
AVHMLAMA y 33aBUCHOCTM Of HUXOBE CTPy4yHe Crpeme, a/M 4a OHU Yr/1aBHOM UMajy
NMO3UTMBHE CTAaBOBE O TUMCKOM paay.

K/byuHe peun: TUM; TUMCKU pagd; OpraHv3aumoHe jeguuuue; MUHUCTApCTBO YHYTPALLHbUX
Nnoc/10Ba; Inaep TUMa; pagHa rpyna
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