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ABSTRACT

Some organizational behavior researchers (Morgan et al.
1986) say that the term “team” is reserved for a set of two
or more individuals who interact interdependently and
adaptively to achieve specified, shared, and valued objec-
tives (p. 3). Some people might say that the most important
term in the definition is the adverb, “interdependently”.
Without interdependence, individuals would go about their
tasks and functions without any collaboration on a common
goal or objective, leaving the concept of the team in ques-
tion and to produce low levels of efficiency and effective-
ness. Team interdependence is defined as the way in which
the members of the team are linked to one another
(Colquitt, Lepine & Wesson, 2009, p. 379). The linkage
between the members can be goal-oriented, task-oriented
or even reward oriented. However, task interdependence is
the most common type of procedure to occur within a team.
The Mouse Game helps colleagues and peers understand
the different types of task interdependence as well as the
importance of team interdependence.

INTRODUCTION

In the corporate world, many people like to think that
they work in a team on a day-to-day basis. To support this
argument, Stewart, Manz and Sims Jr. (1999) believe that
every major U.S. company is currently trying or consider-
ing some form of empowered work teams (p. 7). But the
reality is that some organizations fail to see that their em-
ployees are only working in groups and may not be work-
ing towards a common goal. For example, co-workers who
meet on Fridays to discuss their projects from the past do
not necessarily form or act as a team. We will thus focus on
two significant terms: team and interdependence.

Most organizational behavior researchers differentiate
between the term “team” and group. According to some
scholars, (Morgan Jr., Glickman, Woodard, Blaiwes, &
Salas 1986), a team is defined as a set of two or more indi-
viduals who interact interdependently and adaptively to
achieve specified, shared, and valued objectives (p. 3).
Back to the previous example, these co-workers are not
interdependent on one another since there is no set goal that
these co-workers want to accomplish. Therefore, groups are
interactions among individuals and teams are individuals
who interact with purpose.

In Morgan Jr. et al.’s (1986) definition, one can point
out the important segment in that sentence that distin-

guishes a group from a team: “interact interdepen-

dently” (p. 3). Interdependence is defined as “dependence

on each other” or “mutual dependence” (2010). This
means, in accordance to Colquitt, Lepine & Wesson,

(2009) team interdependence is the way in which the mem-

bers of the team are linked to one another (p. 379). The fact

that every team member’s success, or failure, can be deter-
mined by the contribution of its other peers simply exem-
plifies how important this concept is to a team. Without
interdependence, these work teams would simply transform
back into groups with no goals, no empowerment and no
effectiveness. Interdependence can be classified into three
types: goal-oriented interdependence- which is the linkage
between the individuals through their specifically assigned
goals, task-oriented interdependence-the relationship be-
tween team members through their day-to-day operations,
and reward-based interdependence-the incentives donated
to a team as they accomplish their goals, through team col-
laboration. According to Colquitt et al. (2009), interde-
pendence is most often thought of in terms of the interac-

tions that take place as the team accomplishes its work (p.

379). Therefore, this paper will center on the more common

type of team interaction: task interdependence.

Team work can be considered task interdependence
due to its similar definitions, the way in which teams con-
tribute to work. Task interdependence can be broken down
into four different types of processes: pooled interdepend-
ence, sequential interdependence, reciprocal interdepend-
ence and comprehensive interdependence.

e Pooled interdependence can be defined as team mem-
bers that work independently on tasks and then com-
bine their tasks at the conclusion of their projects.

e  Sequential interdependence requires the team members
to work in prescribed order in order to finish a task. A
common example of this type of interdependence is
that of an assembly line in an auto-manufacturing
plant.

e Reciprocal Interdependence is similar to that of se-
quential interdependence in the fact that specific task
are performed by team members, yet there is no
chronological order to finish the project. The interrela-
tionship is the driving force of this type of interde-
pendence. In short, a team member’s contributions can
become the outputs of another team member. An ex-
ample of this type of interdependence is customized
house designers. The contributions of the general con-
tractor, the architect, the electrician and plumber be-
come the output of the customized house.
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e Comprehensive interdependence exists when highly
empowered team members have high levels of interac-
tion and coordination. Through collaboration, compre-
hensive interdependence eliminates groupthink and
stimulates the team members toward achieving the
goal.

Each of these interdependences has a different level of dif-
ficulty, and it is often said that teams have to evolve from
the lower levels of interdependence before they can reach
the ultimate comprehensive type of interdependence.

BACKGROUND

To many employees, their creativity is left behind
when they come to work. When they arrive on the job, they
adhere to orders from the top down. Some employees are
forced to park their ideas at the door. This maybe a sign of
ignorant [antiquated or hierarchical] management, but this
might also be a situation where the organizational structure
has left out the lower level employees, often to the detri-
ment of the organization and the individuals excluded. As
stated earlier, groups are individuals who interact, and this
is a common example in the oligarchic and hierarchal or-
ganizational structures. With only a few people making the
decisions and providing the input, downward communica-
tion takes over and team empowerment vanishes. When
only a couple of people at the top of the hierarchal structure
have the authority to make decisions, some problems can
become visible. Executives can sometimes ask for input
from their lower employees to find more efficient and ef-
fective ways to make their company operate better. Some-
times not asking for insight from other employees, could
lead to decision makers failing to see the insight from other
employees and only make decisions that they believe is
right. This process, which is a tendency for groups, such as
upper-management, to ignore alternatives when making
decisions, is called groupthink, which can be ultimately
detrimental to the organization. Subsequently, those em-
ployees will start to see no intrinsic rewards for their per-
formances, which results to them “hiding” within the or-
ganizational structure. So while most companies in today’s
society have an “Eiffel Tower”, or hierarchal/oligarchic
organizational structure, many companies have opted to
become “flatter”. Even the most profitable, forward looking
firms, such as Google and Research in Motion, recognize
the value and interdependence of teams.

Research In Motion (RIM) Co-Chief Executive Offi-
cer, Jim Balsillie, supported the latter by saying his internal
communications were more fluid than hierarchal, which
results in “flattening” his organization: “Formal controls
create a way to hide because you can hide in the system —
there are teams and groups and the transparency and col-
laboration makes it pretty hard to be a rene-
gade...” (Carayannopoulos, 2007, p. 21). Balsillie also un-
derstands that team interdependence becomes more impor-
tant to a company as it expands, like RIM did in 2007 when

the creators of BlackBerry expanded to 6,250 employees
from 1,850 in 2003 (Carayannopoulos, 2007, p. 21). Balsil-
lie states, “They (employees) see how they’re interdepend-
ent and how each part is the other and counting on
it” (Carayannopoulos, 2007, p. 21). By examining the
words of Balsillie, we can make the argument that team
interdependence is a concept that must be cared for and
carried out throughout the organization.

Another very important idea is that of synergy, where
the sum of two plus two equals five, not four. Eric Schmidt,
Chief Executive Officer of Google believes that it is the
interaction within teams that creates synergy. Schmidt
states that, “innovation always has been driven by a person
or a small team that has had the luxury of thinking of a new
idea and pursuing it. There are no counter exam-
ples.” (Manyika, 2008) Ideas are emerging due to synergy,
through strong interaction, at Google. Schmidt (Manyika,
2008), says that at Google, “we try to encourage
[innovation] with things like 20 percent time, and the small
technology teams, which are undirected. We try to encour-
age real thinking out of the box.” Putting teams together
provides synergy, which can create value down the road.
This theory has often demonstrated and depicted success
for Google with innovations such as Google Earth and
Google Chrome, the company’s new intuitive web browser.

It is clear that not all firms are going to be as savvy
about the importance of team skills and relationship devel-
opment, but almost all firms recognize the value that teams
can add to the way they conduct their business. These or-
ganizations also recognize that hierarchical models are dis-
appearing fast in the global marketplace largely because
they are wasteful with regard to talent management, spe-
cifically, management of intellectual and social capital.

According to Colquitt et al. (2009), task interdepend-
ence is the most common type of interdependence to occur
between team members (379). This is a simple assumption
since work is a day-to-day interaction between members.
Many teams operate differently and require different forms
of task interdependence. These forms are explained, in de-
tail, in Appendix A. Some forms of task interdependence
are more effective than others, depending on the size, com-
position and function of the team. However, it is important
that employees (both future and current) understand which
task interdependence works best for their respected teams.

There are many ways to teach team and task interde-
pendence. However, experiential activities and simulations
are the most effective ways to help the participants under-
stand different concepts through an interactive experience.
By monitoring the participants’ actions and conversations,
professors or facilitators can give feedback and communi-
cate the relationship between the topic (and/or theory) at
hand and the simulation. Many participants have trouble
absorbing all of the pertinent information out of a class
lecture, staff meeting or training session due to the im-
mense amount of dialogue and the lack of peer to peer in-
teraction. By pursuing in an activity or simulation, concepts
and theories are relayed to participants with ease with less
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time being used. Thus, we now focus on the implementa-
tion of The Mouse Game.

PURPOSE

This game demonstrates organizational behavior as
different types of team task interdependence. By delivering
instructional material as a game, participants can experi-
ence the importance of depending on other team members
and put the different types of task interdependence into
practice in a creative, non-threatening situation. The game
is simple and concise and keeps participants engaged in the
activity. The purpose of The Mouse Game is to teach the
participants the importance of team interdependence as
well as task interdependence.

Since organizations are trending toward “flatter” struc-
tures, companies need their employees to function effec-
tively and efficiently as possible, often in teams. Conse-
quently, a higher level of interaction and coordination is
needed throughout the organization so that all team mem-
bers continue to stay on the same page towards reaching
the organization’s goals. Therefore, team and task interde-
pendence are the vital tools and trends that build today’s
organization’s intellectual capital, the collective knowledge
of the individuals, and its social capital, the connection
between the people who work in the firm. The following
game is designed to teach the relevance of these skills at
the undergraduate and/or organizational level.

THE MOUSE GAME

The goals of the game are: to enhance the learning
experience of team and task interdependence; to demon-
strate the different types of task interdependence and stress
the importance of interaction and coordination between
team members. The game allows the teams to work in four
different ways to create four drawings of the same charac-
ter ( At the end of the game, the facilitator/instructor should
discuss with the participants what kind of lessons, concepts
or ideas did the participants observe from the game.

TEAM SIZE

Any manageable size group of participants who may or
may not know each other well will work in this exercise.
These participants then must be divided into sub-groups of
three to four people.

TIME REQUIRED

Thirty-five to forty-five minutes, based on the number
of participants. (Time variations might need to be altered
depending on the size of the group as well as the composi-
tion of the group, refer to Variations section for specific
time requirements).

MATERIALS

e  Permanent marker for each participant

e One blank sheet of paper for each participant

e One Instruction Packet for each team. Instruction
packet includes: Introductory page, Doodle pages that
are number one to four (with specific instructions on
each of the four pages), and a final assessment page.

e One pair of scissors for each team

e One glue stick (or supply of glue) for each team

e One picture of the mouse character that the teams must
copy. This picture or image can be displayed via pro-
jector or can be on a print source.

PHYSICAL SETTING

Any area large enough for participants to be seated
comfortably as well as ample drawing/writing surfaces for
participants.

PROCESS

1. Distribute materials in advance to each team. The
instruction packet should be distributed last (face
down) to each team. The distribution of the instruc-
tion packet can be altered in order to reduce confu-
sion among teams and team members (Refer to the
Variations Section for this matter).

2. The instruction packet provided gives ample instruc-
tions and details about how the game will take
place. Read the introductory page of the packet. The
instructions will state that these teams are the new
employees of the “The Mouse Doodling Company”.
Before the teams can begin work, they must com-
plete the mouse workshop (the game) first in order
to tests their team’s abilities to recreate a drawing,
or “doodle”, of the mouse.

3. Explain to the teams that there are four different
ways to recreate a doodle of The Mouse (Note: each
of these “different ways” will make a team exhibit a
different type of task interdependence). Display the
picture of The Mouse to provide a visual benchmark
for these subgroups. All teams: must have interac-
tion from all of its team members (meaning they
must participate in every doodling process); must
partake in all four of the different processes, not just
some; and should submit their best mouse doodle
for a supervisor evaluation when they are finished.

4. Instructions are listed for every doodle for how the
doodle is to be completed (Refer to Appendix B for
specific team doodling processes). These teams are
to create their doodles of the mouse on the back of
each corresponding instruction sheet (this helps the
facilitator record how the team went about creating
each of their doodles).
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5. Allow ample time for teams to finish their doodles
in order for the full effectiveness of the game to take
place. Once the ample amount of time has expired,
ask the team to finish their doodles and to turn in
their best recreated doodle of the mouse.

6. Once all the proposed doodles are submitted, have
the facilitators chose a winner (See Variations sec-
tion for further details).

7. Debrief the teams by asking what did they experi-
ence, observe or notice during the course of the
game. Discuss the effects of Team and Task Interde-
pendence on The Mouse Game (Refer to Appendix
B for the correlations between the different types of
task interdependencies and the team doodling proc-
esses). Sum up the game by explaining the impor-
tance of task interdependence in a team setting and
how this experiential learning activity can be ap-
plied to real-world team situations.

VARIATIONS

e A suggestion might be to alter the distributing of the
instruction packet. In an effort to race against other
teams, and race against the clock, teams might rush
their team doodling processes by undertaking all four
doodles at once, which can cause ultimate confusion
among team members and the doodling instructions
might not be followed correctly. To simplify the flow
of paper, facilitators can hold back on giving out the
entire packet at once and only hand out doodle instruc-
tions to teams when they need it. For example, there
may not be a need for a team to receive the instruction
paper on how to create doodle #3 when the team is not
even close to finishing doodle #1.

e The time allotted for the team doodling processes is an
important aspect of the game. It is important that par-
ticipants have enough time to complete their doodles.
At the same time, it is also in the best interest to not
keep teams hung up for a long period of time the doo-
dles to the point where they loose focus on the activity.
Facilitators want to find a happy medium of time for
this activity. Since the participants of the game are
unknowing to the methods which the Mouse doodles
must be recreated, a fair suggestion might be to seg-
ment the times allotted for working on the different
doodles, especially for younger participants (ages 19
and under). The new time requirements might look like
this, for example: “Every team starts on doodle #1 and
has five minutes to work only on that doodle. Once
those five minutes have expired, all the teams must
move on to doodle #2 and they have 5 minutes to com-
plete doodle #2. Teams can not go back to work on
doodles after their times have expired. And so on...”

e Step 7, the “choosing a winner” step, can be left out of
the game. No objective has to be met or winner has to
be chosen for this game. However, to add the competi-
tive edge to the game, facilitators can choose to imple-

ment a winner to the game or not. The winner also
does not have to have “the best doodle”. The winning
team could be decided by which team finishes all four
doodles first, demonstrating the relationship between
task interdependence and efficiency.

CORRELATIONS BETWEEN TASK IN-
TERDEPENDENCIES AND THE TEAM
DOODLING PROCESSES

One of the main points of the experiential learning
activity was the demonstration of task interdependencies in
the team doodling process of the game. By having the
teams draw four doodles of the mouse, the game is able to
implement all four processes into the teams’ doodles.

Doodle #1 process represents the pooled interdepend-
ence relationship within a team. By doing individual work
and team members barely interacting during their doodles,
pooled interdependence best reflects the team’s process
during this doodle. Colquitt et al. (2009) best explains it,
“Consider what pooled interdependence would be like on a
fishing boat. Each fisherman would bait his or her own
pole, drop the baited line into the water...At the end of the
day, the boats production would be the weight of the total
fish caught.” (p. 381) The doodling teams experiences the
same type of situation by drawing their own body parts of
The Mouse, only meeting at the end of the doodle to put the
pieces together.

Sequential interdependence should be experienced in
doodle #2. By drawing the Mouse character in a sequential,
step-by-step form, the team reaches its end goal of a fin-
ished The Mouse doodle. All team members participate by
adding their contribution to the doodle in a chronological
method until the doodle is finished. Similar to an assembly
line, the product moves down the chain with each member
adding their body part (ears, nose, face, shoulders, arms
etc).

By having the team members interact with each other
by instructing them to draw different parts of the cartoon
shows the reciprocal interdependent function within the
team. As stated earlier, reciprocal interdependence basi-
cally takes the contributions of one team member and
makes it an output via another team mate. This can be dem-
onstrated in doodle #3 with the audio instructions of one
team member (the contribution) and the corresponding
drawing of the other team member (the output). This re-
quires a high amount of interaction and coordination
among team members since everyone has to give audio
instructions as well as draw.

Comprehensive interdependence requires team mem-
bers to solve problems, if they arise. Though there was no
problem in the game, the teams are allowed to use their
own creativity and imagination on doodle #4. This situation
forces team members to collaborate on a common method
to reach their common goal. Some groups came to a con-
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sensus that they all should have an input on the doodle,
while others evaluated that one team member was a better
artist than the rest of the group. The basic idea on this doo-
dle is that there is no one right way to design the task as-
signments of a doodle.

FURTHER RESEARCH

Team and task interdependence can be demonstrated
through the team doodling processes in The Mouse Game.
However, the game provides multiple paths for develop-
ment. Some research that can help enhance the effective-
ness of the game is through testing it with diverse popula-
tions. By testing the game on diverse groups in a variety of
organizational contexts, the Mouse Game can be examined
with regard to its impacts on individual, team and organiza-
tional performance. Implementing the game as part of cor-
porate training curriculum or in a class of adult learners,
could demonstrate improved team performance. Although
the game is still in early stages of development, variations
are being considered. By monitoring the evolution of the
game, facilitators and participants alike can eventually in-
novate the best ways to teach to their group about team and
task interdependence.

CONCLUSION

Work teams appear in almost every aspect of the busi-
ness and management functions of late. Understanding how
and why teams interact is essential for developing empow-
ered individuals who are part of interdependent teams that
add value to an organization. The Mouse Game is one tool

that can help us harness the power of team interdependence
and can open our eyes to the endless possibilities individu-
als can reach when they are involved in teams. Through
intervention, coordination and interaction, we too can har-
ness the magic of the Mouse.
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APPENDIX A
The Team Doodling Processes

The following instructions are the team doodling process which the team members must read prior to beginning the
doodle. Each team member must participate in every doodle and can not sit out or take turns with other team mates. Team
members must pay close attention to the details of the processes and should follow the instructions as they are written.

Doodle #1:

In this doodle, each member of the team is responsible for drawing a certain body parts of the Mouse on the blank piece of
paper provided to each team member.

For Example:

If your team has a group of 4, the team’s responsibilities should look like this:
e Team Member 1: Draw the head and face of the Mouse
e Team Member 2: Draw the upper body (chest, arms and hands) of the Mouse
e  Team Member 3: Draw the lower torso (shorts) of the Mouse
e Team Member 4: Draw the legs and shoes of the Mouse

If your team has a group of 3, go by these responsibilities:

e Team Member 1: Draw the head and face of the Mouse

e Team Member 2: Draw the Body (chest, arms, hands and shorts) of the Mouse

e Team Member 3: Draw the legs and shoes of the Mouse
Once your team members have finished their parts on their own separate pieces of paper, cut out the parts and as-
semble the mouse doodle on the back of this instruction paper. Assign one person to assemble the parts together.
Once your team has finished, advance to Doodle #2.

Doodle #2:

In this doodle, each member of the team is responsible for drawing a certain body part of The Mouse. Your team members
should use the same responsibilities they had in Doodle #1. This time, draw each part of The Mouse sequentially.

For Example:

Team Member 1 starts with the paper and draws the face and head of The Mouse. Then Team Member 1 passes the
paper to Team Member 2 who then draws the Upper Body of The Mouse, etc. Draw your doodle on the back of
this instruction paper. It is important that you draw this doodle sequentially (draw from the head down to the toes,
or vice versa). Once your team has finished, advance to Doodle #3.

Doodle #3

In this doodle, each member of the team is responsible for drawing a certain body part of The Mouse. Your team members
should use the same responsibilities they had in Doodle #1. Except this time, each member will be told how to draw their
respected body part of The Mouse.

For Example:

Team Member 2 starts with the paper. Team Member 1 will tell Team Member 2 how to draw the Upper Body of
The Mouse. 2 will then pass it on to Team Member 3 once they are finished. 2 will tell 3 how to draw the lower
body of The Mouse. 3 will then pass it on to 4 and instruct them how to draw the next part, etc. Continue process
until your team is finished with the drawing of The Mouse. Draw your doodle on the back of this instruction paper.
Once your team has finished, advance to Doodle #4.

Doodle #4:

Now be creative. Your team can now use whatever method you like to recreate the doodle. Use any method that your team
chooses and create a doodle of The Mouse. This method may be one your team did previously (like doodle #1, #2 or #3) or
it may be a completely different process. Draw your doodle on the back of this instruction paper.

Page 206 - Developments in Business Simulation and Experiential Learning, volume 38, 2011



	Table of Contents
	Volume 38, 2011
	Simulated Tabletop Exercise for Risk Management - Anti Bio-terrorism Scenario Simulated Tabletop Exercise
	From Business Games to Simulations - Simuworlds & Microworlds
	Demand Equation Redux: The Design and Functionality of the Gold/Pray Model in Computerized Business Simulations
	Managing Client-Based Learning: Insights from Successful Teaching Project Courses in Marketing
	Tracking Forecast Error Type, Frequency and Magnitude with the Forecast Error Package
	Responding to Facilitate Collaboration
	Simulating Sudden Change and the Value of Timely Information
	Managing Human Resources Simulation
	A Study on Collectivism and Group Decision-Making: An International Comparison of Japan, China, and Russia Using a Gaming Simulation
	The Use of Management Games in the Management Research Agenda
	Gaming On-Line: A Simulation Application
	Positioning and Performance in Simulated Networks
	Supply Chain Management: A Simulation Application
	Simulation as a Teaching Method in Strategic Management Distance Studies
	Entrepreneurship: A Game of Risk and Reward Phase II: The Start-Up
	Return to the Paradise Islands: From Confrontation to Cooperation
	Effect on Market Performance of Displaying Supply and Demand Curves in a Business Simulation
	Appreciating Complexity: The Chief of Staff of the Army Game
	Managing Organizations: Experiential MBA Course Teaches Alternatives to the Machine Model
	A Simulation Model for Analyzing the Night-Time Emergency Health Care System in Japan
	The Continuing Evoluation of Assessing Project Management as an Academic Learning Outcome (ALO)
	Should College Instructors Change Their Teaching Styles to Meet the Millenial Student?
	The Mouse Game and its Effects on Team Interdependence
	Learning from the Gulf Oil Spill to Prepare for a Brighter Future: A New Game Engaging Stake Holders in Triple Bottom Line Accounting & Strategic Planning
	Video Killed the Biblio Star: The Impact of Digital Media on Student Learning Outcomes
	Exploring Motivation: Using Emoticons to Map Student Motivation in a Business Game Exercise
	An Alternative to PC and Internet Based Simulations: The Internet Integrated Mode
	MiddleState University -- A Crisis in Education
	Complexity Avoidance, Narcissism and Experiential Learning
	Examining the Cognitive, Affective, and Psychomotor Dimensions in Management Skill Development Through Experiential Learning: Developing a Framework
	A Situational Leadership Exercise Based on the Biology of a Starfish
	JOGAI CEFET -- The Industrial Administration Undergraduate Game
	Would You Take a Marketing Man to a Quick Service Restaurant? Modeling Corporate Social Responsibility In A Food Service Menu-Management Simulation
	Use of a Simulation in a Large Class Environment for a Marketing Principles Class: A Qualitative Analysis of Whether Learning Objectives were Met
	A Team Based Information Literacy Exercise
	ABSEL Marketing Communications Plan
	An Interdisciplinary Study of the Impact of Playing a Marketing Simulation Game on Student Knowledge of Management Accounting/Finance Principles
	Analyzing Construction Planning of Interiro Finish Work of Apartment Building by Simulation
	Doing Murder One Again
	The Simple Business Game and Simulation Transfering the Knowledge of Middle Management to Novices
	Infectious Disease Simulation Model for Estimation of Spreading
	Understanding the Relative Influence of Several Factors in ERP Simulation Performance: An Exploration of Ecological Validity
	Tragedy of the Commons: An Exercise Using Clickers to Illustrate and Teach a Key Concept in Negotiations
	The Meaning of Firm Demand in Business Simulations
	If the Games Work, Why Aren't More Faculty Willing to Play?
	Those Who Do and Those That Don't: A Study of Engaged and Disengaged Business Game Players


