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Abstract

In this paper, we take a process perspective to induc-
tively theorize how shifting sources of adversity and
subjective experiences of team relationship quality
influence team resilience across time. Building on the
literature, we characterize team resilience as a set of
team-level  processes—anticipation, coping, and
learning—which can support teams to work inter-
dependently to return to, or beyond, pre-adversity
levels of performance. Despite the rising interest, exis-
ting research has tended to be theoretical or explor-
atory in relation to sources of everyday team adversity.
To further understand team resilience, we examine
how the characteristics of team resilience unfold across
time between a crew of sailors during a challenging
multi-day yacht race and competitive demands. Using
video observations and interview data, we explore in
real-time how team resilience processes are (i) shaped
by dynamism in the sources of external (environmen-
tal) adversity and internal team adversity encountered
and (ii) influenced by shifts in the subjective experience
of team relationship quality across time. We make two

contributions: a novel conceptualization of how

This is an open access article under the terms of the Creative Commons Attribution-NonCommercial-NoDerivs License, which permits

use and distribution in any medium, provided the original work is properly cited, the use is non-commercial and no modifications or

adaptations are made.

© 2023 The Authors. Applied Psychology published by John Wiley & Sons Ltd on behalf of International Association of Applied

Psychology.

Applied Psychology. 2023;1-27.

wileyonlinelibrary.com/journal/apps


https://orcid.org/0000-0001-5269-7194
https://orcid.org/0000-0002-0952-9504
https://orcid.org/0000-0002-5696-1252
https://orcid.org/0000-0003-4755-4775
mailto:e.king@nantien.edu.au
http://creativecommons.org/licenses/by-nc-nd/4.0/
http://wileyonlinelibrary.com/journal/apps

N

KING ET AL.

APPLIED
PSYCHOLOGY HE!!

external (environmental) adversity and internal team
adversity affect team resilience processes across time
and a theorization of how relationship quality affects
team resilience in the context of shifting adversities.
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INTRODUCTION

Recent events such as the COVID-19 pandemic (Degbey & Einola, 2020; Thielsch et al., 2021)
and the conflict in Ukraine (Cumming, 2022) have tested teams in the workplace in unprece-
dented ways (Kuntz, 2021). Despite growing interest in resilience as a field of study, limited
attention has been paid to resilience as a team-level phenomenon. Understanding team resil-
ience is important because teams—groups of individuals with shared goals (Devine, 2002)—are
frequently the basic units through which tasks are performed and by which actions are accom-
plished in organizations (Degbey & Einola, 2020). Teams frequently encounter external adversi-
ties which occur outside of the team's system, triggering unexpected adverse events and
frequently requiring immediate actions from the team (van der Vegt et al., 2015). Considering
the persistent levels of external adversity experienced in the contemporary world (Bennett &
Lemoine, 2014; Wenzel et al., 2020), it is perhaps unsurprising that resilience (the process of
managing adversity) has become an increasingly salient area in social psychology. Although
some adversities that affect teams originate extra-organizationally, others derive from day-to-
day within-team processes (internal team adversity) and activities. Stoverink et al. (2020, p. 395)
argue that team adversity can be understood as a combination of “chronic stressors” (e.g., “role
overload”) and “acute shocks” (e.g., equipment failures, disruption to team composition, and
“heated argument among teammates”). Teams often need the capacity to manage both external
and internal team adversity simultaneously, suggesting a need for team resilience research to
encompass both sources of stressors, which are frequently interrelated.

Although resilience is recognized as a complex, multi-faceted and multi-dimensional con-
cept (Ponomarov & Holcomb, 2009), the term is commonly concerned with the characteristics
that enable resilient employees, teams, and organizations to navigate adversity more effectively
than their less resilient counterparts (Linnenluecke, 2017). Resilience can therefore be under-
stood as both an ability (being resilient) and as an outcome that becomes observable once an
adverse event has been experienced (demonstrating resilience) (Stoverink et al., 2020, p. 398; see
also, Britt et al., 2016). Considering this tension, Duchek (2020, pp. 216-217) conceptualizes
resilience as a meta-capability that involves both “defensive responses” (coping) and “offensive
responses” (anticipation and adaptation) to adversity. Our conceptualization of team resilience
builds on this view and focuses on the “processes that reflect the capacity for resilience” rather
than on the demonstration of resilience (Britt et al., 2016, p. 381).

Research on team resilience is distinguished from resilience at other levels of analysis by
attention to factors such as high task interdependence (Stoverink et al., 2020), relational dynam-
ics, and interpersonal social and emotional processes (Stephens et al., 2013). These elements are
reflected in Stoverink et al.’s (2020) definition of team resilience as “a team's capacity to bounce
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back from adversity-induced process loss” (p. 398) by “working interdependently to return to
their pre-adversity performance level” (p. 399). Our conceptualization of team resilience pro-
cesses integrates insights from Stoverink et al. (2020) and Duchek (2020) and builds upon their
previous work. We therefore characterize team resilience as a set of team-level processes—
anticipation, coping, and learning—which under certain conditions can support teams to work
interdependently to return to, or beyond, pre-adversity levels of performance.

Despite the significance of team resilience, there remain significant theoretical and empiri-
cal gaps in our understanding of the concept (Hartmann, Weiss, & Hoegl, 2020). At the theoreti-
cal level, more context-specific and processual conceptualizations of the concept are required
(Britt et al., 2016) to delineate team resilience from closely adjacent concepts, such as post-
traumatic growth (see Bonanno et al., 2011) and team adaptability and effectiveness (Stoverink
et al., 2020). Our improved understanding of team resilience in practice has also been hindered
because research in this area has tended to be conceptual in nature (Stoverink et al., 2020), to
explore the effects of teams on organizational resilience (Bui et al., 2019), or investigate every-
day team resilience, termed “inherent resilience” by Kuntz et al. (2016, p. 458) in workplace set-
tings (for example, see Degbey & Einola, 2020, on virtual teams). Less is known about how
resilience processes unfold in the contexts of external adversity (Cannon-Bowers & Salas, 1998)
and/or within-team adversity (Stoverink et al., 2020). These gaps are significant because with-
out the resilience capacity to manage external and internal sources of adversity, teams may
experience burnout and stress, underperform, or even fail to perform in context (Carmeli &
Russo, 2016; Malinen et al., 2019; Stephens et al., 2013). We therefore aim to explore how team
resilience processes are shaped by dynamism in the sources of external (environmental) adver-
sity and internal team adversity encountered across time.

Processual insights regarding how relationship quality (Carmeli et al., 2009; Dutton &
Heaphy, 2003) influences team resilience remain surprisingly scant. Exceptions include
Stephens et al. (2013) research that highlights how emotional carrying capacity—the capacity of
the team to express positive and negative emotions constructively—and relationship quality
more broadly contributes to team resilience. Carmeli et al. (2009) and Carmeli et al. (2013),
building upon the work of Dutton and Heaphy (2003), emphasize how relationship connectivity
contributes to top management team resilience by, for example, allowing teams to remain open
to new ideas and to deflect close-minded behaviors. Brueller et al. (2019) likewise draw on
Dutton and Heaphy's (2003) work on relationship quality to highlight the importance of rela-
tional tensility—the capacity of team connections to bend and withstand strain despite adver-
sity in the context of inter-organizational resilience. However, to date, limited research and
theorization exist about team resilience and relationship quality in the context of teams that
experience relatively high levels of external and internal adversity.

Considering the gaps in the extant literature, we aim to explore how team resilience pro-
cesses are influenced by shifts in the types of adversity encountered, as well as the subjective
experience of team relationship quality across time. We ask the following questions: To what
extent and how does external (environmental) team adversity affect internal team adversity
(and vice versa) across time? How are team resilience processes influenced by shifts in the sub-
jective experience of team relationship quality across time?

To address our research questions, we draw on a unique video observation technique devel-
oped for this study to explore how team resilience processes unfold across time in the context of
an international yacht racing team. The study focuses on this racing team because features
inherent in competitive sailing—such as volatile weather, uncertain tidal systems, and complex
equipment—create ideal conditions to observe a team operating in the context of both external
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and internal team adversity. The studied team is an excellent example of a “high skilled special-
ist team operating in brief performance events that require improvisation in unpredictable cir-
cumstances” (Sundstrom et al., 1990, p. 121). Data were captured by placing digital recording
devices on the top of the boat and below deck in the galley (where decisions are often discussed
and taken). Data collection resulted in approximately 72 h of video and audio footage. We also
collected supplementary data through short-form interviews. From this data, we explored how
the characteristics of team resilience unfold, in real time, between a crew of 11 sailors during a
multi-day international-level yacht race that occurs annually in Australia. By using this combi-
nation of video observation and interviews, we were able to examine the complex interrelation-
ships between the type of adversity, team relationship quality, and team resilience processes
across a multi-day event (Fisher et al., 2019).

The study and analysis of findings make two key contributions. We develop a novel concep-
tualization of the relationship between external team adversity and internal team adversity and
its effect on team resilience over time. We then provide theorization of how relationship quality
affects team resilience in the context of shifting adversities.

We begin by reviewing the literature on team adversity, team resilience, and team relation-
ship quality before presenting the methods and findings of our study. We close with a discus-
sion of the implications for team resilience, highlighting the role of both external and internal
team adversity in shaping interpersonal dynamics, teamwork, and team outcomes.

TEAM RELATIONSHIP QUALITY IN TEAM RESILIENCE

In this section, we outline how the prior literature informs the present study. A growing body
of research examines resilience among teams (e.g., Chapman et al., 2021; Gucciardi et al., 2018;
Hartmann, Weiss, Newman, & Hoegl, 2020; Raetze, 2020), in recognition of the crucial impor-
tance of teams to the achievement of most organizational objectives (Humphrey & Aime, 2014).
Compared to individual resilience research, team resilience research is at an earlier stage of
development, with considerable attention given in recent research to conceptualizing team
resilience and theorizing its processes and antecedents (Hartmann, Weiss, & Hoegl, 2020;
Raetze, 2020; Raetze et al., 2022). Although the nature of team resilience remains contested
(Hartmann, Weiss, Newman, & Hoegl, 2020; Raetze, 2020), an important strand in the litera-
ture characterizes team resilience as involving a set of processes that emerge over time within
teams facing adversities, which reflects inputs and capabilities at multiple levels of analysis in
interaction with the team's environment (Gucciardi et al.,, 2018; Raetze, 2020; Raetze
et al., 2022; Stoverink et al., 2020).

The key factor distinguishing team resilience from resilience at other levels of analysis (indi-
vidual and organizational) is the elevated levels of interdependence and the frequency of inter-
related tasks experienced between team members. In part, this is because resilient teams
regularly need to integrate across divergent views and to engage in “coordination, collaboration,
or compromise” (Stoverink et al., 2020, p. 399). Conceptually, team resilience is also distinct
from adjacent concepts. For example, Stoverink et al. (2020, p. 403) distinguish between team
adaptability, persistence, and resilience, suggesting that they are “distinct” concepts in which
“team adaptability contributes to resilience by giving a team one strategy for overcoming adver-
sity.” Persistence is when the team continues with existing processes regardless of the challenge
presented at the moment. Such persistence is akin to a predictable performance demand which
may put a team or mini-team into a state of flow (Csikszentmihalyi et al., 2021; Nakamura &
Csikszentmihalyi, 2002) which, in turn, supports resilience.
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Empirical team resilience research has examined how teams and their members experi-
ence resilience and seek to build team resilience in a range of contexts, including military
training (Chapman et al., 2021), sports teams (Decroos et al., 2017; Morgan et al., 2017), top
management teams (Carmeli et al., 2013), virtual teams (Degbey & Einola, 2020), and project
teams (Amaral et al., 2015). The relatively limited amount of empirical research on team resil-
ience is striking (see Chapman et al., 2021), as is the emphasis within prior empirical work on
developing inventories to measure team resilience attributes and contributors (e.g., Decroos
et al., 2017). It is accepted that adversity of some form is necessary for the experience and
observation of resilience (Alliger et al., 2015), and that adversities of various kinds are becom-
ing increasingly widely experienced in organizational life (Bonanno, 2004; Chapman
et al., 2021).

Taking these observations as our point of departure, we explore how teams navigate adversi-
ties of two kinds—external (environmental) adversity and internal team adversity—paying par-
ticular attention to how team relational quality intervenes in a team's resilience processes. We
visualize the study's conceptual framework in relation to our research questions in Figure 1.

In the following sub-sections, we situate this study within the extant literatures on team
adversity, team resilience, and team relationship quality.

External and internal team adversity

Teams need to make decisions despite imperfect and incomplete information, operate in con-
texts that change rapidly, undergo reconfigurations to team composition, and experience dis-
ruptions (Stoverink et al., 2020). Yet, although all teams address issues, problems, and
challenges, only some of these phenomena experienced are technically characterized as adver-
sity. Fikretoglu and McCreary (2012) propose that understanding what constitutes adversity
involves determining whether the adversity is acute or chronic, objective or subjective, or

Internal Sources of RQ1 Extcrnfl

Team Adversi i
cam Adversity of Team Adversity

Team Relationship Quality

RQ2

Team Resilience Processes
Anticipating, Coping. Adapti

&

FIGURE 1 Boundaries of the study.
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uneven combinations of both. For, Britt et al. (2016), the key dimensions of adversity include
the following: intensity, frequency, duration, and predictability. These generic categories high-
light important variations in the type and consequentiality of adversity that may be experienced
by a team. Prior research has highlighted the importance of the resilience of variations in the
severity of adversity faced, its temporality (whether acute, chronic, how frequently encountered,
etc.), the intensity of its effects, and its origin (especially whether adversity originates within, or
outside, the system or unit of observation) (Kuntz et al., 2016; Olekalns et al., 2020). Adverse
events can therefore cause disruption to team functioning (Cronin & Bezrukova, 2019; Wright
et al., 2013).

Stoverink et al.’s (2020) conceptualization of adversity in the context of team resilience
builds on the work of Morgeson et al. (2015). Drawing from systems theory (Berrien, 1961; von
Bertalanffy, 1950). Morgeson et al. (2015) argue that understanding adverse events requires sen-
sitization toward (1) event strength as concerning the level of novelty, disruption, and critical-
ity; (2) event space as relating to where an event originates from and how its effects spread; and
(3) event time as capturing when an event occurs and how long it remains impactful. Thus, in
considering the impact of adverse events upon teams it is useful to notice levels of novelty (dif-
ferent from the past, new, and unexpected), disruption (amount or degree of discontinuity or
change), and criticality (important, essential, or a priority requiring greater and unusual atten-
tion and action).

The types of adversities that a team encounters are therefore likely to be heterogeneous. Of
particular importance here is the origin of adversity, especially whether adversity originates
within the team or comes from the team's environment (Hartmann, Weiss & Hoegl, 2020;
Kuntz et al., 2016; Olekalns et al., 2020). Teams are affected by external (or environmental)
adversity when factors outside of the team (e.g., weather systems and terrorist threats) cause
unexpected events that require rapid action (van der Vegt et al., 2015). In contrast, internal
team adversity emerges from the team operating in their internal environment. Stoverink
et al. (2020, p. 395) distinguish that internal team adversity can take the form of “chronic”
issues that persist across time (e.g., specific roles becoming overloaded with work) or “acute”
events that may emerge unexpectedly (e.g., equipment failures, permanent or temporary
unavailability of a key team member, or sudden interpersonal conflict). Stoverink et al. (2020)
also note that individual team members can be a source of adversity for the team (e.g., social
loafing, a lack of reflexivity about work overload, and antagonism) that can adversely impact
team dynamics. Teams therefore need to develop and sustain the capacity to manage both exter-
nal (environmental) adversity (Hillgren et al., 2018; van der Vegt et al., 2015) and internal team
adversity (Stoverink et al., 2020). Because positive interpersonal dynamics are crucial to team
level performance (Beauregard, 2010; Liu & Boyatzis, 2021; Shefer et al., 2018), these dynamics
suggest (i) that internal team adversity is likely intensified by external (environmental) adver-
sity and (ii) that internal team adversity might distract a team from anticipating or responding
to external (environmental) adversity.

These observations from prior research suggest that how a team handles both external and
internal adversities might be influenced by team relationship quality.

Team relationship quality

It is well established that positive interpersonal dynamics are crucial to team performance
(Fredrickson, 2013; Liu & Boyatzis, 2021). Teams, like the individuals that form them, the
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organizations of which they are a part, and the environments in which they are situated are
complex adaptive systems (Stacey, 2011). In exploring the importance of team resilience in han-
dling the challenges of such systems, team relationship quality is, arguably, significant (see
Dutton & Heaphy, 2003) because the quality of these relationships interacts with the processes
of resilience to influence outcomes. For example, research suggests that “relationship strength”
(i.e., friendship and voluntary interdependence across time) (Carmeli et al., 2009; Dutton &
Heaphy, 2003; Stephens et al., 2013) as an element of team relationship quality might support
resilience across levels of analysis.

Research to date has identified several aspects of relationship quality that appear to support
resilience. Marotto et al.’s (2007) focus on how the ability of individuals to subjugate themselves
to a higher level of purpose in the context of adversity can contribute to resilient team perfor-
mance. Brueller et al. (2019) explore the relational underpinnings of interorganizational resilience
and the tensility of relationships (relational tensility). Relational tensility involves the ability of
strong relationships to endure under pressure despite the strains placed upon them by adversities
across time. Stephens et al. (2013) contribute to the analysis of such relationships and processes
by applying the concept of emotional carrying capacity within teams to explain the role of the
constructive expression of emotions in relational connection quality. In the face of adversity, they
note, teams that can constructively express both positive and negative emotions and maintain
relational connections despite strain are more likely to ease collectively felt stressors (Knight
et al., 2018) and sustain team cohesion (Alliger et al., 2015), characterized here by a sense of team
belonging, unity, and harmony (Razinskas, 2021). Building on the work of Dutton and Heaphy
(2003), Carmeli et al. (2013) explore how relational connectivity—the openness of the tie between
team members to consider new ideas and to deflect behaviors that would close down openness,
generativity, and creativity—in the context of top management team resilience.

Despite some recent attention in the resilience literature, relationship quality continues to
play a surprisingly limited role in conceptualizations of team resilience. For example, the influ-
ential conceptual model of work team resilience put forward by Stoverink et al. (2020) concep-
tualizes interpersonal processes primarily as a source of social support or conflict management
rather than in relation to the numerous roles and effects played by relationship quality. Addi-
tionally, little is known about the importance of high-quality relationships when teams experi-
ence different types of adversity across time.

We summarize the key concepts that we use to situate this study within the extant literature
in Table 1.

RESEARCH SITE AND METHODS

Data were principally collected through video observation of the team and their interactions
during a 72-h yacht race (Morgan et al., 2013). Video observation (composed of visual and audi-
ble data) draws attention to the embodied nature of experience, highlighting how internal and
external sources of adversity were experienced and responded to in real time by the observed
team, here referred to as a crew. We adopted a qualitative approach because it enabled us to
examine the types of adversity experienced by the crew during the race, the unfolding quality of
relationships, and the processes that enabled team resilience (Britt et al., 2016; Duchek, 2020;
Stoverink et al., 2020). We proceed, therefore, from an interpretivist paradigm whereby we
understand that the world is multi-layered and complex and that a single phenomenon can
have multiple interpretations (Bell et al., 2022). A process perspective emphasizes the centrality
of time and timing to teams and their resilience (Langley et al., 2013). Process research
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TABLE 1 Key concepts from the extant literature.

Key concepts

External
(environmental)
adversity

Internal team
adversity

Organizational
resilience
characteristics

Anticipating,
coping, and
adapting

Team resilience

Bouncing back

Team relationship
quality

Definition

“These adverse events are caused by factors outside
the system, are unexpected, and require immediate
action”

“Chronic (i.e., long-standing, cumulative) stressors,
such as role overload, collective fatigue ...” “Acute (i.e.,
sudden, often high intensity) shocks, such as team
equipment or technology failure, a heated argument
among teammates ...”

“Inherent characteristics of those organizations that
are able to respond more quickly, recover faster or
develop more unusual ways of doing business under
duress than others”

“An organization's ability to anticipate potential
threats, to cope effectively with adverse events, and
to adapt to changing conditions”

“A team's capacity to bounce back from adversity-
induced process loss”

“Members work interdependently to return to their
pre-adversity performance level, or beyond”

Relational tensility. “The capacity of the connection to
bend and withstand strain and to function in a
variety of circumstances”

Emotional carrying capacity. “One aspect of
connection quality, and refers to the relationship's
capacity to express more emotion overall, both
positive and negative emotions, and to do so in a
constructive manner”

Connectivity. Openness of the tie between team
members to considering new ideas, combined with
the ability to deflect behaviors that would closedown
openness, generativity, and creativity.

Source

Van der Vegt et al. (2015,
p. 972)

Stoverink et al., 2020,
p- 395)

Linnenluecke (2017, p. 4)
Duchek (2020, p. 220)

Stoverink et al. (2020,
p. 398)

Stoverink et al. (2020,
p. 399)

Dutton and Heaphy (2003,
p- 266) in Brueller
et al. (2019, p. 6)

Dutton and Heaphy (2003)
from Stephens et al. (2013,
p- 15)

Dutton and Heaphy (2003)
and Carmeli et al. (2009)

questions immerse researchers in a “conceptual terrain of events, episodes, activity, temporal
ordering, fluidity and change” (Langley et al., 2013, p. 10). Video observation is well suited to
collecting process data because it allows for the examination of adversities, relationships, and
actions across time (Langley, 1999). The ontology taken originates from an understanding of
the world, which is viewed as made up of processes, actions, and interactions rather than
objects or things. From this perspective, entities (such as a team) are “temporary instantiations
of ongoing processes’ (Langley et al., 2013, p. 5) continually in a state of becoming (Tsoukas &
Chia, 2002).

Research site

This empirical study involves a yacht racing crew who participate in elite multi-day ocean races
in the Asia-Pacific region. We focus on a yacht racing crew because of the numerous and varied
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adversities such teams face (Cannon-Bowers & Salas, 1998), and the unique opportunity to
observe the relational underpinnings (Brueller et al., 2019) of team resilience as it unfolds in
the field in real time. In addition to operating in a risky context, which provokes concern for
crew safety (Hillgren et al., 2018), elite yacht racing is often characterized by the need for high
levels of financial investment and intense competition. Privately owned, the 12-m-long
(Australian) yacht operates with 11 crew members (aged between 25 and 65 years) to compete
in high-profile yacht races that attract media coverage and provide opportunities for the promo-
tion of sponsor brands. The leadership team on board is called the “afterguard.” No one outside
of the afterguard gives commands on the yacht. The afterguard is made up of skipper (captain),
navigator (strategist), and watch captain. The watch captain role comes into play in the multi-
day event observed because he is in charge when the others in the leadership team are asleep/
at rest. The navigator is one of the most experienced and high-achieving navigators in Australia
having won multiple elite races over the last three decades. The other team members each have
a clearly designated role for which they are trained and experienced (e.g., trimmer, a role
involved in maneuvering the sail sheet). Only one member was paid, as he is a professional
sailor. Most of the crew have trained and competed together at an elite level over several years,
typically involving one to two weekly training sessions in the 4- to 6-week period prior to a
major race and three to four races per year. The composition of the sample is summarized in
Table 2.

All members of the yacht crew consented to video and audio recording during the race and
to being interviewed. However, to protect the anonymity of individual team members, we do
not provide photographic stills or video footage that could reveal how individuals responded to
specific adverse events.

Data collection

Capturing video footage during a yacht race is not a standard procedure. Some sailing enthusi-
asts use GoPro cameras to stream or capture film for personal reasons, but film is not frequently
used for research purposes. The yacht was furnished with two cameras, one attached to the star-
board aft rail on deck (where the sailing is done) and one attached to the portside rail of the
cabin below (where plans are made). No cameras were attached to either people or personal
areas of the yacht (e.g., heads) for reasons of privacy. For the below deck activity, cameras cap-
tured video and audio data. For the on-deck activity, much of the audio is unclear so this foot-
age was used primarily at the visual level. Nord and Fox (1999, p.164) note that “research will
be most valuable if it is reported in ways that permit readers to locate the research in the full
context in which it is collected.” The captured footage shows how the team responded to the
tasks, challenges, and adversities they faced during the race. We implicitly foreground the “rela-
tivity of embodied behaviors and especially spatial manoeuvres” (LeBaron et al., 2018, p. 246)
in our study. For example, the footage allows us to identify facial expressions and gestures and
to observe how team members relate to one another across time. Video observation allowed us
to view participants in their natural settings, reduce observer bias, and access a hard-to-reach
context (Smets et al., 2014). These advantages are particularly important for studies involving a
dangerous context like competitive yacht racing.

Video observation was also supplemented with pre-race and post-race semi-structured inter-
views that took place with all team members (n = 11). Short interviews (approximately 10 min)
were conducted both pre-race and post-race by the research assistant and longer post-race
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interviews (approximately 45 min) were conducted by the lead author. Pre-race interviews were
conducted immediately before the race and sought to understand how the team was planning
to mitigate the adversities that might emerge during the race and to get a sense of pre-race team
relationship quality. Post-race interviews focused on understanding how the team responded to
the adversities they encountered during the race (resilience processes) and the influences such
adversities had on the relationships between team members. Interviews were therefore a useful
supplement to and integrated with the audio-visual evidence collected because they allowed us
to explore participants’ accounts and reflections about what was happening throughout the race
and to use these accounts as a counterpoint to our own observations and interpretations during
data analysis.

Data analysis

The aim of our data analysis was to provide “temporal progressions of activities as elements of
explanation and understanding” (Langley et al., 2013, p. 1). We therefore began by individually
watching (and re-watching) the video footage to identify the key discontinuities and events that
unfolded across the race. In a pre-coding stage, we used a qualitative memo technique (Miles
et al., 2020) to capture rough thoughts about what was puzzling or surprising in the video foot-
age. The memos were then circulated between research team members and discussed in a series
of data analysis meetings.

In a temporal bracketing stage, we drew upon Langley's (1999) approach to strategies for
theorizing from process data (see also Langley et al., 2013; Lerman et al., 2022). Because this
approach looks at how events, activities, and decisions are structured across time, it is a good fit
for looking at the relationships between adversity type, team relationship quality, and team
resilience processes. In this approach, you undertake a comparative analysis of the phases in
your data to identify “temporal brackets.” Temporal brackets do not necessarily have any “par-
ticular theoretical significance” (Langley, 1999, p. 703) but rather emerge because there “are
certain discontinuities at the frontiers” of the data (Langley, 1999, p. 703; see also Langley &
Truax, 1994). As such, through multiple viewings of the video data, we were able to identify sev-
eral segments of the footage, or temporal brackets, that appeared to show a significant transi-
tion or discontinuity in relation to what the team was experiencing. For example, we noted
when the team moved suddenly from inaction to action and from routine/no dialog to more
heated dialog. Eventually, these two transitions in the video data became temporal brackets
relating to the “calm in the chaos” and the “chaos in the calm” respectively. Our data therefore
consist “largely of stories about what happened and who did what and when—that is, events,
activities, and choices ordered over time” (Langley, 1999, p. 692). Similar multimodal data ana-
lytic approaches have been used in studies of military teams operating in the context of adversi-
ties (see Fraher et al., 2017) and in studies of leadership in extreme contexts (Buchanan &
Hillgren, 2019). We took this approach because splitting the video footage “... into successive
adjacent periods enables the explicit examination of how actions of one period led to changes in
the context that will affect action in subsequent periods” (Langley, 1999: p. 703).

Subsequently, we created an Excel spreadsheet organized by temporal brackets, which com-
bined both the visual (team movement and activities on the yacht) and audible data (dialog,
monolog, vocalizations, and background noise) from the video footage with relevant interview
extracts. This step allowed us to bring together the multimodal aspects of the video observation
data with excerpts of the interview data, which enabled both (a) a form of triangulation
between data collection methods and (b) a basis for writing the vignettes that are included in
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our findings section. The authors had a series of meetings to discuss the emerging themes and
to begin to relate them to our research questions. Finally, in a process theorizing stage, we
restarted the memo procedure to capture and discuss thoughts about the ways in which our
temporal brackets, as well as the data within them, might be inductively interpreted. In line
with our understanding of reality as multi-layered, subjective, and complex (Chapman
et al., 2021), we finally reached an agreement about how our temporal bracketed data could be
interpreted theoretically as presented in the findings section below.

FINDINGS

In this section, we explore our findings in relation to our research questions: To what extent
and how does external (environmental) adversity affect internal team adversity (and vice versa)
across time? How are team resilience processes influenced by shifts in the subjective experience
of team relationship quality across time? In doing so, we identified five temporal brackets relat-
ing to the role of external and internal team adversity in influencing team resilience capacities.
In these brackets, we juxtapose the extent to which the team experienced high or low external
(environmental) adversity and/or internal team adversity. We then identified two key themes
relating to the influence of team relationship quality on the interplay between adversity type
and the processes underpinning team resilience. Indicative video excerpts from the race are
available throughout this section by clicking on the titled hyperlink.

Team and external team adversity
Calm in the chaos

In the first temporal bracket, we observe low internal team adversity and high external adver-
sity. We characterize this as the calm in the chaos because the markers of team adversity
(e.g., interpersonal friction and tension) are absent, whereas some signs of external adversity
are apparent. For example, at the start of this race, there is the very real possibility of colliding
with another yacht or even capsizing while leaving the port. The context of the water is rapidly
changing. At the same time, there is pressure to move ahead of the other boats. The require-
ment for possible rapid action is intense so that each member of the crew or team is alert,
engaged, and prepared to act, as highlighted in the following description:

The team find a position from which to begin the race [Calm in the Chaos] The
yacht is busy with multiple centers of activity, each team member assigned a partic-
ular role and intently focused on a precise set of tasks and a position. Conversation
between team members is near constant and facial expressions appear positive.
Team members coordinate to move from one side of the boat to the other to re-
balance it. On another occasion, a few duck their heads to avoid being hit by the
boom. At one point, a sailor holds onto the boom to keep it steady, and, perhaps,
steady himself. The possibility of serious injury, for instance, being hit by the boom
in the torso or the head, or the potential for collision with another boat is high. All
the boats at the start of the race are in close proximity and the atmosphere immedi-
ately after the beginning of the race is one of anticipation, excitement and energy,
and yet the crew remain calm.
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Smooth sailing

In the second temporal bracket, we observe both low internal team adversity and low external
(environmental) adversity. We characterize this as Smooth sailing as the markers of team adver-
sity (e.g., interpersonal friction/tension) and external adversity (e.g., extreme weather, collision,
or near miss) are not observable. Instead, the team shows signs of relaxation (sitting together)
and enjoyment (smiling, joking, laughing, and looking at each other). After the energy and
focus of the start of the race, the team appears to settle into well-rehearsed tasks and fluent
maneuvers around the yacht, displaying team co-operation and co-ordination. They appear to
be comfortable in their relationships as outlined in the following description:

The yacht sails about 300 km north of Sydney and the deck appears tranquil. It is
apparent from the crew's interactions and the flow of conversation and their physi-
cal stances that everyone appears in a good mood [Smooth Sailing] At the wheel, a
team member stands with his legs slightly akimbo suggesting a relaxed attitude
[Relaxed Crew] Team members are generally at ease with each other, one sitting
slightly reclined against the side of the boat. Another eats a meal as he sits looking
out to sea. The conversation ebbs and flows with voices even in pitch.

The crew is in flow, and the race is going well; there is a strong positive expectancy empha-
sized when the navigator states loudly: “Big gain here to us ... We're up with the big boys. We've
got 24 hours of this. We're going to rip through them.” There is the anticipation of success.

A perfect storm?

In the third temporal bracket, we observe both relatively high levels of internal team adversity
and high external team adversity. We characterize this as a perfect storm as the markers of exter-
nal adversity (e.g., an extreme weather event) and internal team adversity (e.g., feared equip-
ment failure and sudden loss of input from a key crew member) are both observable and loom
over the harmonious operation. A storm cloud develops, out of nowhere, not signposted by the
meteorologist or the information provided on-screen at the navigation station. The race and the
plan go off-script. The storm, an experience of acute external adversity, was not anticipated
ahead of time by the navigator, the sophisticated radar equipment, or the two onshore
meteorologists—the crew was making decisions with imperfect information. This event is
“novel,” “critical,” and “disruptive”—terms that were constant themes in the literature. The
uncertainty and unexpectedness of the situation represent multiple forms of external adversity.

In contrast to the earlier temporal brackets, there are observable signs of the effect of exter-
nal team adversity on internal team adversity. The atmosphere, which has up until this point
been relaxed, suddenly becomes nervous with team members looking visibly concerned, as
described in this vignette:

The navigator becomes quite tense. There is a problem with one of the algorithms,
the navigator has become worried about the competitor boat and plans to do a jibe.
To the north of the cloud, the wind is strong and allows the main rival yacht to
increase her lead to ten nautical miles. The team must act quickly, but they are not
working as interdependently as in previous footage and their actions appear to be
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somewhat hampered. One of the crew can't find something he needs, others criss-
cross in front of the navigation system, as if they are looking for things, checking
for more information. The team seem slightly unsure of how to respond to the
adverse event. Understandable given at one point the navigator stops the previously
ordered maneuver—“don't pull it” and issues a reverse instruction.

For a racing team, no wind or windless weather is one of the most adverse conditions to
face. It may not take the form of conventional external adversity, but the lack of wind and
energy causes a critical event. Because the rival yacht was on the far side of the storm cloud, it
was able to move ahead, which put into jeopardy the study yacht achieving its key goal of win-
ning the race.

During the acute external adversity, most of the crew find the situation difficult to bear,
are unsure of what to do, and observe their leader distressed. At this point, the owner insists
that the cameras are switched off. The navigator's distress (see Table 3) at how the team is
handling the external adversity appears to trigger internal team adversity that contributes to a
temporary decline in the crew's performance (e.g., slower response times). The team is now
channeling their energy and focus toward managing their own emotions and sailing without a
fully functioning relationship with their navigator. First, there is an acute disruption to the
dynamics (Stoverink et al., 2020) of the small crew—each with highly specialized roles—
working in close quarters. Second, the sudden disruption to the crew dynamic combined with
visible displays of distress from several crew members appears to produce a tension that other
team members feel the need to respond to by either offering sympathy or by taking on extra
duties. This situation can be likened to sailing without a rudder. The need to respond to inter-
nal adversity therefore diverted attention from responding to the external weather-related
adversity the crew faced.

At the same, time there is some evidence in this temporal bracket to indicate that the
crew started to quickly bounce back (Stoverink et al., 2020) from the internal team adversity
experienced. For example, some of the crew members meet the situation with shared
humor, resignation, or acceptance, demonstrating an ability to contain the upset (Dutton &
Heaphy, 2003; Stephens et al., 2013). One participant stated, “you gotta put your head down
and get back to work, there's no point dwelling on the past, you gotta come up with the next
game plan.”

Chaos in the calm

In the fourth temporal bracket, we observe high internal team adversity and low external team
adversity. The physical environment (no wind) remains the same so the degree of external
(environmental) adversity is reduced, in part because the change to the weather is no longer
unexpected. We characterize this as chaos in the calm as the markers of internal team adversity
(e.g., sudden unavailability of a key team member to continue their role; see Stoverink
et al., 2020) are observable. This temporal bracket suggests that there is a recursive relationship
between team relationship quality and team adversity.

The navigator begins to swear, ‘it's going to be a f**king disaster! ‘F**k!” (1.20 am,
Day 3—[Chaos in Calm]. He stands up, calls out something to the team on deck,
tries out ways to overcome the lack of wind, including a risky jibe manoeuvre
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TABLE 3 Key themes in data analysis.

Theme

Anticipating the
importance of
team relationship

quality

“Bouncing back”
from external
team adversity

“Bouncing back”
from internal
team adversity

Team capacity to
recover from
relational strain

Indicative quotations
from post-race interviews

“We just wanted people as
always with the right
attitude but people that
have the right skill sets that

we need but can also get on

with other people, so there's
no big egos and it's about
having people that can
work with their hands and
fix certain things and then
everyone can get along at
the same time in the
elements” (P2)

Volatile weather

conditions. “It was pretty
chaotic there for a while, I
think we got ourselves out
of it and the response was
as good as could be
expected. The conditions
were dark, rainy, no wind,
which way we are going,
creates a lot of chaos. We
came out of that, and
everyone settled down and
off you go again.” (P1)

“You can't control the
weather” (P2)

Relational strain. “The

[Navigator] took it pretty
poorly, almost personally,
everyone else pretty much
Jjust carried on and sailed
the boat” (P5)

Equipment failure. “When

we have a couple of
winches on the wrong side
of the boat overload and
I'm sitting back there
watching I love the way the
guys in the pit in their
individual positions can
work out how to re-route
lines, so you still have an
open winch” (P1)

“To me being part of a crew
where everyone contributes,

and no one is a Sour puss is

a very precious thing and

APPLIED ) | 15
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Indicative video
observation excerpts

Post-race interviews were
effectively audio only (in
the dark).

The next morning, the deck
looks very untidy and
chaotic with multiple
ropes everywhere. One of
the crew (P8) on the deck
is looking for a piece of
equipment and is unable
to find it but finally calls
out ‘found it’, and then
adjustments can be made
to the sail at the very front
of the yacht.

Cameras were switched off.

Two crew members (P3) and
(P4) can be seen bringing
cups of tea to the
navigator (still visibly

Link to literature

Team resilience
(Duchek, 2020;
Stoverink
et al., 2020)

Adversity caused
by external
factors (van der
Vegt et al., 2015)

Adversity caused
by internal
factors
(Stoverink
et al., 2020)

Relational tensility
(Brueller
et al., 2019;

(Continues)
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TABLE 3 (Continued)

Indicative video
observation excerpts

Indicative quotations

Theme from post-race interviews Link to literature

Dutton &
Heaphy, 2003)

we've done that and that's emotional) over the course

why I keep coming back.” of several hours.

(P1) The owner and the navigator
“It wasn't like sour grapes or sit in the cabin, in the

ideas, and creative
solutions

damn it, let's give up, so I
think they got back to the
job at hand.” (P6)

sour puss is a very precious
thing and we've done that
and that's why I keep
coming back.” (P1)

“Think physically we were a

little bit cumbersome
because it was raining, and
it was tricky and bumpy
and no wind and we were
slapping around but I think
physically it was tougher
but mentally we were good
cause I think everyone said
let's get on with it and 1

dark, at the navigation
station. They can be seen
discussing the
unpredictable weather
while smiling and
laughing. The navigator

leaves the station and goes
on deck and the owner sits

down. They switch roles
seamlessly without
anything being said.

Frequent eye contact

between P9 at the front of
the boat and P6 at the

front of the boat remain
focused and continue to
try out different solutions

to the problem of no wind.

back of the boat.

Team capacity to “[The navigator] got the shits, ~ Navigator appears visibly Emotional carrying
absorb others’ feusfuou fon I think upset. Some crew capacity (Dutton
negative emotions, everyone else just got on members move toward & Heaphy, 2003;
language, and with the job and got him with looks of concern Stephens
behaviors sailing.” (P5) on their faces, whereas et al., 2013)

“There was a kerfuffle on others, such as the
deck, everything was upside helmsman, immediately
down there for a while, but take on the tasks usually
we got ourselves out of that completed by the
and continued on course” navigator, including
(P1) steering the yacht.

Team capacity to “I know I'm just so proud of At the moment of crisis, the Connectivity
remain open to the crew. To me being part navigator suggests a jibe, (Carmeli
others' of a crew where everyone which does not work. The et al., 2009;
suggestions, new contributes, and no one is a two crew members at the Dutton &

Heaphy, 2003)

SUORIPUOD PUe SWIB | 8Y} 885 *[£202/50/50] U0 ARIqITauluO /3|1 ‘BIfAISNY 8URIYO0D [BUOIEN DY WHN AQ ¥2tZT Sdde/TTTT 0T/10p/wod Aeim AR.q1eul|uos eu.nol-deel/sdny woJj papeojumoq ‘0 ‘2650v9rT

- Ao 1 AreJq U |uoy/Sck

o),

el

95UB01 T SUOWILLIOD) AERID 9|qeatjdde auyy Aq peusenob afe Sapie VO ‘9N J0 Sa|nJ 10j ARIqITaUIUO AB]IA UO (SO



NAVIGATING TEAM RESILIENCE — HE!! | 17
PSYCHOLOGY Ao rS

TABLE 3 (Continued)

Indicative quotations Indicative video
Theme from post-race interviews  observation excerpts Link to literature

found that more reassuring
myself personally but as a
team I thought it was good”
(P2)

intended to take the boat out to the east with the aim of harnessing more wind. He
mentions again that the kettle has boiled, that they are wasting gas. He speaks to
one of the other crew members with a strong sense of irritation in his voice. He
keeps returning to the navigation station but seems uncertain of the best course of
action. He stands up, talks through the jibe option with one of the other crew, mut-
ters to himself, sits down again and looks again at the screen glowing in the dark.
The boat, navigated by the leadership team, finds itself ‘parked’ at a complete
standstill. The boat is in a pocket—the sails flap and the boat bobs on the spot but
there is nothing to be done [Cloud Troubles]. Shortly later the navigator loses his
temper and states he wants a 30-minute lie down but is unable to take it—the team
put him on “suicide watch”. The camera has been turned off.

The navigator has most of the responsibility for the performance of the crew and is the one
who responds most acutely to the pressure; he appears to be experiencing emotional overload
(Stoverink et al., 2020) and extreme forms of distress (“suicidal”) and is therefore is temporarily
unable to continue their highly specialized role of managing the personnel and strategy on the
yacht. In contrast, the skipper remains able to navigate and steer and appears to remain calm.
One possible interpretation here is that it is safe for the navigator to express his overwhelm due
to the high quality of relationships and trust that the team will both cover the task and remain
respectful.

At the same time, the data suggest that it is a challenge for the crew to perform each of their
individual roles. After several actions have been tried out unsuccessfully, including the risky
jibe, there is no other option but to do nothing, perform no action, and accept the unexpected
turn of events. One or two crew members busy themselves with preparing hot drinks, and
handing them out to the crew, keeping in mind it is approximately 2 a.m. and cold on deck. As
such, despite the strain produced by the dramatic and negative outburst, the crew provide
actions that communicate social support (e.g., checking in, listening, joking, and providing hot
drinks) and therefore arguably demonstrate comfort with displaying both positive and negative
emotions (Dutton & Heaphy, 2003; Stephens et al., 2013). The focus in this temporal bracket
was therefore on maintaining and mending the team, an important process, and a way of
responding to the adversities experienced.

A return to smooth sailing
In our fifth and final temporal bracket, we see a return to smooth sailing, mostly possible

because of the quality of the established relationships (Carmeli et al., 2009, 2013; Dutton &
Heaphy, 2003) among the key team members, as opposed to temporary or functional
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relationships. In the video footage, one member of the leadership team is frequently observed
on deck sitting to the right of the navigator, implicitly available if required and providing his
physical presence in an affiliative act—which has the effect of calming the navigator. The
team's actions enable the navigator to recover his equilibrium and, thus, the team to continue
to sail to the best of its ability:

The third day of sailing again passes smoothly and without major incident. The
team re-groups, accepts the adverse events—both external and internal to the team,
and is even able to discuss in a calm way exactly what has occurred. The team per-
forms its way out of the cloud to re-gain second position in the race. The following
link conveys a calm atmosphere with no hint of what has occurred the previous
night [Return to Plain Sailing]. In reality there was another incident of instructions
from the sat nav, this time it was met with humor—Crew ‘Avoid all clouds,” Navi-
gator ‘I'm giving up on sailing’.

Optimism has returned. During the on board, post finish, race de brief, the leader-
ship team are talking about how many times they've beaten ‘them’ (referring to the
rival they have just lost to). ‘... We've beaten them at the Bird Island race ... open
water. We've beaten then at the Flinders race convincingly. And the Newecastle
race. And this race. We would have beaten them.” Craig: ‘There was no problem.
Only the weather.” He doesn't acknowledge his response to the weather as a prob-
lem at this stage. That comes later.

This return to smooth sailing suggests the importance of team relationship quality in
returning to pre-adversity levels of team performance.

Influences of relationship quality on team resilience processes

At the start of the race, the team was effective in the context of challenging external conditions.
The quality of the team relationships appeared to be one aspect of the team's ability to work
interdependently in close quarters despite adversity. However, in the two instances of internal
team adversity in our data, we see the team respond quite differently. In the first example, an
unexpected storm (characterized as a source of unpredicted external [environmental] adversity)
triggered relatively higher levels of team adversity (frustration, uncertainty, anxiety, awkward-
ness, and disappointment) whereby the potential of losing ground in the race appeared to affect
the team interactions on the yacht. In the second example, the storm has passed but adversities
appear to have escalated at the team level, whereby there are raised voices and individual fail-
ure to perform. Decisions appeared to be influenced by the strain between members of the
team, including attending to team adversity distracting from the team's key task of racing.
These observations suggest that team relationship quality influences both internal team adver-
sity and the possibility of managing external (environmental) adversity.

At the same time, we also found evidence to suggest that relationship quality influenced the
team'’s ability to dedicate time and energy to the processes that underpin team resilience capac-
ity. Hence, team relationship quality appears to influence the team's capacity to manage both
internal and external team adversity. For example, during the period of acute team adversity
(the chaos in the calm), the team navigated the expression of highly negative emotions
(e.g., swearing, frustration, and disappointment) constructively (Stephens et al., 2013) in ways
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that enabled them to recover the quality and connectedness of their relationships quickly
(Carmeli et al., 2009, 2013; Hartmann, Weiss, Hoegl, & Carmeli, 2021). For example, the rest of
the team continue to perform the actions appropriate to each of their individual roles and co-
ordinate a collective response which, temporarily, does not include the navigator. They can
persist with the shared task of steering the boat, taking turns to stand at the wheel, sharing
leadership responsibilities, and carrying out leadership decisions together. This type of
relational quality might be somewhat similar to the idea of relational tensility (Brueller
et al., 2019) whereby a set of relationships are flexible and strong enough and where there is
sufficient goodwill prior to an adverse event to allow the relationships to rebound to their
original quality (see also Stoverink et al., 2020 on team polarity and brittle teams) despite the
team and/or external adversities encountered. The ability to demonstrate comfort with both
positive and negative emotions (Dutton & Heaphy, 2003; Stephens et al., 2013) was also
observable. For example, one segment of the video shows two crew members at the front of the
yacht continuing to perform effectively as a dyad despite strong displays of negative
(e.g., outbursts and swearing) and positive emotions (e.g., smiling, laughing, and consoling) by
the surrounding crew members.

The interviews were conducted immediately after the race; while the crew was still on
board, they specifically asked “Do you think the team bounced back?” The crew's
self-assessment was that they had bounced back well. The navigator noted that it helped him to
know that the team was working together well, replying “I think everyone said let's get on with
it and I found that more reassuring myself personally.” The ability to de-escalate the situation,
determine a new navigation strategy, and get back on track demonstrated the value of
high-quality relationships to team resilience. Without it, they may not have been able to recover
from the disrupted dynamic triggered by shifting types of adversity across the duration of
the race.

Data excerpts supporting these findings are summarized in Table 3.

DISCUSSION

In this section, we develop a novel conceptualization of the relationship between team resil-
ience, external adversity, and internal team adversity across time. We then provide inductive
theorization of how relationship quality influences team resilience processes in the context of
shifting adversities.

Implications of adversity type for team resilience processes

As the race unfolded, the yacht team encountered both external and internal team adversity.
Sometimes during the race, a type of adversity was experienced in isolation, at other times inter-
nal team and external adversity were experienced in combination, whereas occasionally, no
adversity was experienced. This suggests that in a single contemporaneous period, teams experi-
ence constant shifts in the adversities they act upon and adapt to. We summarize these theoreti-
cal insights in Figure 2, which presents a juxtaposition of the degree of team adversity
experienced and the degree of external adversity experienced. Figure 2 therefore contributes to
understanding how different types of adversity (in this case, external team and internal team
adversities) interdependently affect a team's ability to be resilient over time.

SUORIPUOD PUe SWIB | 8Y} 885 *[£202/50/50] U0 ARIqITauluO /3|1 ‘BIfAISNY 8URIYO0D [BUOIEN DY WHN AQ ¥2tZT Sdde/TTTT 0T/10p/wod Aeim AR.q1eul|uos eu.nol-deel/sdny woJj papeojumoq ‘0 ‘2650v9rT

- Ao 1 AreJq U |uoy/Sck

el

95UB01 T SUOWILLIOD) AERID 9|qeatjdde auyy Aq peusenob afe Sapie VO ‘9N J0 Sa|nJ 10j ARIqITaUIUO AB]IA UO (SO



E KING Er AL.
APPLIED
PSYCHOLOGY H!!!

High
Chaos In the calm Perfect Storm
High team adversity, low High team aaversity, high
g environmental aaversity environmental aaversity
2
g, Maintaining and mending the team Coping on two fronts due to
2 maladaptive team responses
§
g Smooth salling Calm in the chaos
‘S
g, Low team aaversity, low Low team adversity, high
& environmental adversity environmental adversity
Anticipating team and environmental Interdependent team response to
adversity, potential for complacency adverse environmental event
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Degree of environmental adversity experienced

FIGURE 2 The role of external and internal team adversity in shaping team resilience processes.

The first implication of Figure 2, building on our findings, is that external adversity does not
necessarily trigger internal team adversity. Our first temporal bracket (calm in the chaos),
involving low within-team and high external adversity, suggests that under some conditions
external adversity might help a team to focus on their interdependent and time-sensitive tasks
and to perform cohesively. Arguably, the urgent nature of an expected event (van der Vegt
et al., 2015) in the team's operating environment can reduce the opportunity for team adversi-
ties to surface. In contrast, in our fourth temporal bracket (chaos in the calm), we see the team
in a period of non-action, which allowed space for ruminations, which in turn leads to some
signals of acute internal team adversity in the form of an individual outpouring of negative
emotion (Stoverink et al., 2020). Although this period was characterized by relatively low exter-
nal adversity in the form of direct threats to the crew and their safety, the cloud (a chance
adverse event) was perceived as a threat to the team's competitive position.

Second, our findings suggest that the continuity (or discontinuity) of team experience plays
a role in the transition between low and high adversity conditions. In the combination of our
second temporal bracket (plain sailing) and third temporal bracket (perfect storm), we see some
evidence to suggest circumstances in which external and team adversities reinforce and inten-
sify each other dynamically in relation to their impacts on team functioning. For example, early
in the race, there was a period when there were low levels of internal and external team adver-
sity, which appeared to be mutually reinforcing (smooth sailing). Then, as an unexpected
weather event affected the team and its progress (perfect storm), we see relative levels of inter-
nal team adversity rise (chaos in the calm). The following proposition summarizes the effect.

Proposition 1. External adversity (including disruption) can trigger internal team
adversity when there is a significant discontinuity in the team's experience of their oper-
ating environment.

Third, when resilience is understood as a capacity (see Britt et al., 2016), which involves pro-
cesses of anticipating, acting, and adapting across time (see Duchek, 2020), this suggests that
the adversity/adversities experienced at a given time may structure the deployment of team
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resources (e.g., time, attention, and energy). For example, in the context of low team and low
external adversity (smooth sailing), there is time and space for the yacht team to dedicate energy
toward preparing for future adversities, such as checking equipment, rehearsing plans, and
practicing maneuvers. In a high internal and external team adversity context (perfect storm),
the team is having to cope with adversities on two fronts, which limits the time and energy
available to respond effectively to either type of adversity. In contrast, where we see a single
adversity type, the team's attention is drawn from anticipating and mitigating future adversity
to acting in response to the type of adversity experienced. For example, in a context of high
internal team adversity and high external adversity (chaos in the calm), the team may have to
act to maintain the team and adapt to mend the team. In this sense, experiencing within-team
adversity in isolation appears to distract the team from anticipating and adapting to external
adversity. In stark contrast, low team adversity appears to have a positive effect on the handling
of predictable external adversity (the calm in the chaos) as it allows for the team to muster a
cohesive response to an anticipated challenge because all the capacity can be deployed towards
the threat or actuality of an emerging adverse event, thus suggesting the central influence of
team relationship quality on team resilience. The significance of the external adversity to the
team may therefore be key to the response. Critically, in this case, the potential blocking of the
primary goal of winning was undoubtedly a factor in triggering internal team adversity. And
arguably, it was also a factor in the team’'s “mending” to a point where, despite the storm, they
recovered to place second in the race. These findings led to Proposition 2.

Proposition 2. The type of adversity experienced shapes the processes enabling team
resilience.

Influences of team relationship quality

Having argued that the interaction between types of adversity affects a team's resilience capac-
ity across time, we now return to the influences of team relationship quality. At times in the
race, the crew was effective despite adverse external conditions, whereas at other times, internal
team adversity was sustained in relative isolation. Because adversity (or its anticipation) appears
to be an inherent feature of teamwork this influence is nuanced. In this study, we observed an
experienced yacht racing crew with a strong track record of success in their specialist arena,
and yet, somewhat inevitably internal team adversity (Stoverink et al., 2020) emerged across the
72-h period. This suggests that conceptual complexity in relation to understanding team resil-
ience emerges from both (i) the dynamic nature of relationship quality and (ii) a potential tight
coupling between the ebb and flow of both relationship quality and internal team adversity
across time. Our findings therefore suggest the need to distinguish between the enduring
aspects of relationship quality that either positively or negatively influence team resilience
across time versus the shifting displays of relationship quality (e.g., emotional outbursts) that
can emerge in even well-connected teams (Carmeli et al., 2013) that are seeking to tackle chal-
lenging tasks. We therefore propose that team relationship quality (Dutton & Heaphy, 2003) is
a key influence on the relationship between adversity type and team resilience capacity.

The crew was able to draw on certain features of their relationship that allowed them to
carry on despite both team and external adversities. For example, they were able to cope
(Duchek, 2020) with team adversity when it emerged by drawing on the strength of their rela-
tionships to withstand such adversities (Brueller et al., 2019) and by constructively dealing with
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negative emotions and language when needed (Stephens et al., 2013). This is important because
our findings suggest that dealing with internal team adversity can distract attention, time, and
energy from team resilience processes, including the anticipation and mitigation of team adver-
sity. Quality of team relationships therefore appeared to influence both how the crew experi-
enced team adversity and their ability to quickly rebound from its effects. Together these
findings suggest Proposition 3.

Proposition 3. Team relationship quality influences the relationship between adver-
sity type and team resilience processes.

Navigating the bouncing ball

As noted in the team resilience literature, there is an absence of data on the dynamic processes
and lived experience of team resilience in action (Britt et al., 2016, p. 394; Duchek, 2020). In our
study, we found that relationship quality was of crucial significance in the processes through
which the crew addressed the “bouncing ball” of the situational interactions of the team and
external adversity over time. The study inductively theorizes the importance of team relation-
ship quality for team resilience in preparing for, managing, and repairing from dynamic situ-
ated interactions between internal team adversity and external (environmental) adversity.

Implications and limitations

Our findings suggest a range of implications for practice, particularly for teams that are exposed
to diverse forms of adversity. Our study shows the important influence played by team relation-
ship quality on the likelihood of internal team adversity emerging and the important role that
relationship quality plays in recovery from internal team adversity. This suggests that teams are
ought to invest training time in developing relationships that are strong enough to withstand
the expression of negative emotions that can emerge in the context of high adversity levels
(Brueller et al., 2019). Anticipating that at some point team adversity will emerge, teams may
also benefit from learning to deal constructively with other team members expressing negative
sentiments and using negative, or downbeat, language by developing emotional carrying capac-
ity (see Stephens et al., 2013). Teams also should be alert that under some conditions, disconti-
nuities in their experience of their environment can trigger internal team adversity. Our
observations suggest that anticipating and mitigating the risk of team adversity is as crucial to
team resilience as anticipating external adversity. Finally, teams might benefit from under-
standing how different types of adversity, as well as their combination across time, might affect
their resilience processes. The matrix presented in Figure 2 could therefore serve as a useful
guide to teams considering the effects of adversity on their performance.

Our study has several limitations that future research concerned with theorizing the dynam-
ics of team resilience in the face of diverse adversities could usefully address. We study a single
yacht racing crew across a 72-h period. Although our video observation supplies a rich source
of process data in a context with the potential to surface multiple adversities, the specificity of
the crew observed potentially limits the generalizability of our findings to more mundane work
settings that may experience lower levels of external adversity. Additionally, the observed crew
are highly trained and have considerable experience in both competitive yacht racing and
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working with one another to perform interdependent tasks in adverse conditions (e.g., poor
weather and equipment failure). As such, we might reasonably anticipate—given the previous
racing successes—that they demonstrate (see Britt et al., 2016) some level of resilience.

Future studies could explore whether teams in similar high-risk settings (e.g., mountaineering
teams, military teams, and emergency services) are similarly affected by the types of adversity that
they experience across time. Such studies could usefully take a comparative process approach by
viewing multiple teams in action to understand variations in the relationships between adversity
type and team resilience capacity. The theoretical implications of this study could also be exam-
ined in mainstream work settings characterized by different forms and intensities of team adver-
sity, extending the understanding of boundary conditions in the role of relationship quality in
team resilience processes. Increasingly, all organizations, as well as the teams within them, are
confronted by both external adversity (e.g., unexpected economic and geo-political events) and
internal team adversity (e.g., work intensification and reduced resources). As such, the ideas
developed in this paper could assist in creating an understanding of how adversity type and rela-
tional quality influence team resilience processes across time in a wide range of team settings.

CONCLUSION

In this study, we sought to understand how teams navigate external (environmental) adversity
and internal team adversity through resilience. Extending prior research, we characterize team
resilience as the processes required to manage both external and internal team adversity. In
qualitatively exploring team resilience, we employed a process perspective that allowed us to
study how the type of adversity encountered across time and variations in the quality of rela-
tionships affected team resilience. Through video observations and interviews we explored the
ways in which relational quality involves working interdependently to (i) anticipate and mini-
mize the risk of external and team adversity, (ii) cope and improvise during shifting types of
adversity, and (iii) learn and mend in ways that enable a return to, or beyond, pre-adversity
levels of performance. From these findings, the paper makes two main contributions. First, it
provides a novel conceptualization of how external (environmental) adversity and internal team
adversity affect team resilience across time. Second, we offer theorization of how relationship
quality affects team resilience in the context of shifting types of adversities.

ACKNOWLEDGEMENTS
Open access publishing facilitated by The University of Sydney, as part of the Wiley - The Uni-
versity of Sydney agreement via the Council of Australian University Librarians.

CONFLICT OF INTEREST STATEMENT
The authors have no conflicts of interest to declare that are relevant to the content of this
article.

DATA AVAILABILITY STATEMENT
The data that support the findings of this study are available on request from the corresponding
author. The data are not publicly available due to privacy or ethical restrictions.

ETHICS APPROVAL
RE:5201956159653.

SUORIPUOD PUe SWIB | 8Y} 885 *[£202/50/50] U0 ARIqITauluO /3|1 ‘BIfAISNY 8URIYO0D [BUOIEN DY WHN AQ ¥2tZT Sdde/TTTT 0T/10p/wod Aeim AR.q1eul|uos eu.nol-deel/sdny woJj papeojumoq ‘0 ‘2650v9rT

- Ao 1 AreJq U |uoy/Sck

el

95UB01 T SUOWILLIOD) AERID 9|qeatjdde auyy Aq peusenob afe Sapie VO ‘9N J0 Sa|nJ 10j ARIqITaUIUO AB]IA UO (SO



KING ET AL.

psvchotocy DB
ORCID

Elizabeth King ‘® https://orcid.org/0000-0001-5269-7194
Layla Branicki @ https://orcid.org/0000-0002-0952-9504
Kate Norbury (@ https://orcid.org/0000-0002-5696-1252
Richard Badham ‘© https://orcid.org/0000-0003-4755-4775

REFERENCES

Alliger, G. M., Cerasoli, C. P., Tannenbaum, S. I., & Vessey, W. B. (2015). Team resilience. Organizational
Dynamics, 44(3), 176-184. https://doi.org/10.1016/j.orgdyn.2015.05.003

Amaral, A., Fernandes, G., & Varajio, J. (2015). Identifying useful actions to improve team resilience in informa-
tion systems projects. Procedia Computer Science, 64, 1182-1189. https://doi.org/10.1016/j.procs.2015.08.549

Beauregard, T. A. (2010). The import of intrapersonal and interpersonal dynamics in work performance. British
Journal of Management, 21(2), 225-261. https://doi.org/10.1111/j.1467-8551.2010.00704.x

Bell, E., Bryman, A., & Harley, B. (2022). Business research methods. Oxford University Press.

Bennett, N., & Lemoine, G. (2014). What a difference a word makes: Understanding threats to performance in a
VUCA world. Business Horizons, 57(3), 311-317. https://doi.org/10.1016/j.bushor.2014.01.001

Berrien, F. K. (1961). Homeostasis theory of groups: Implications for leadership. In L. Petrullo & B. M. Bass
Leadership and interpersonal behavior (pp. 82-99). New York: Holt, Rinehart & Winston.

Bonanno, G. A. (2004). Loss, trauma, and human resilience: Have we underestimated the human capacity to
thrive after extremely aversive events? American Psychologist, 59, 20-28. https://doi.org/10.1037/0003-066X.
59.1.20

Bonanno, W., Westphal, M., & Mancini, A. D. (2011). Resilience to loss and potential trauma. Annual Review of
Clinical Psychology, 7(1), 511-535. https://doi.org/10.1146/annurev-clinpsy-032210-104526

Britt, T. W., Shen, W., Sinclair, R. R., Grossman, M. R., & Klieger, D. M. (2016). How much do we really know
about employee resilience? Industrial and Organizational Psychology, 9(2), 378-404. https://doi.org/10.1017/
i0p.2015.107

Brueller, D., Brueller, N. N., Brueller, R., & Carmeli, A. (2019). Interorganisational relationships in times of
decline: Implications for organisational resilience. Applied Psychology: an International Review, 68(4), 719-
758. https://doi.org/10.1111/apps.12185

Buchanan, D. A., & Hillgren, M. (2019). Surviving a zombie apocalypse: Leadership configurations in extreme
contexts. Management Learning, 50(2), 152-170. https://doi.org/10.1177/1350507618801708

Bui, H., Chau, V. S., Degl'Innocenti, M., Leone, L., & Vicentini, F. (2019). The resilient organisation: A meta-
analysis of the effect of communication on team diversity and team performance. Applied Psychology: an
International Review, 68(4), 1-37. https://doi.org/10.1111/apps.12203

Cannon-Bowers, J., & Salas, E. (1998). Making decisions under stress: Implications for individual and team train-
ing. American Psychological Association. https://doi.org/10.1037/10278-000

Carmeli, A., Brueller, D., & Dutton, J. E. (2009). Learning behaviours in the workplace: The role of high-quality
interpersonal relationships and psychological safety. Systems Research and Behavioral Science, 26(1), 81-98.
https://doi.org/10.1002/sres.932

Carmeli, A., Friedman, Y., & Tishler, A. (2013). Cultivating a resilient top management team: The importance of
relational connections and strategic decision comprehensiveness. Safety Science, 51(1), 148-159. https://doi.
0rg/10.1016/j.ss¢i.2012.06.002

Carmeli, A., & Russo, M. (2016). The power of micro-moves in cultivating regardful relationships: Implications
for work-home enrichment and thriving. Human Resource Management Review, 26(2), 112-124. https://doi.
org/10.1016/j.hrmr.2015.09.007

Chapman, M. T., Temby, P., Crane, M., Ntoumanis, N., Quested, E., Thogersen-Ntoumani, C., Parker, S. K.,
Ducker, K. J., Peeling, P., & Gucciardi, D. F. (2021). Team resilience emergence: Perspectives and experi-
ences of military personnel selected for elite military training. European Journal of Social Psychology, 51,
951-968. https://doi.org/10.1002/ejsp.2795

Cronin, M. A., & Bezrukova, K. (2019). Conflict management through the lens of system dynamics. Academy of
Management Annals, 13(2), 770-806. https://doi.org/10.5465/annals.2017.0021

Csikszentmihalyi, M., Abuhamdeh, S., & Nakamura, J. (2021). Flow. Natur & Kultur Allménlitteratur.

SUORIPUOD PUe SWIB | 8Y} 885 *[£202/50/50] U0 ARIqITauluO /3|1 ‘BIfAISNY 8URIYO0D [BUOIEN DY WHN AQ ¥2tZT Sdde/TTTT 0T/10p/wod Aeim AR.q1eul|uos eu.nol-deel/sdny woJj papeojumoq ‘0 ‘2650v9rT

- Ao 1 AreJq U |uoy/Sck

el

85UBD|7 SUOWIWOD SAIERID dgedl|dde ay) Ag pausenob afe sappire YO 9Sn Jo Sa|ni Joj A%iqiT 8uljuo A3|1M uo (suoniy


https://orcid.org/0000-0001-5269-7194
https://orcid.org/0000-0001-5269-7194
https://orcid.org/0000-0002-0952-9504
https://orcid.org/0000-0002-0952-9504
https://orcid.org/0000-0002-5696-1252
https://orcid.org/0000-0002-5696-1252
https://orcid.org/0000-0003-4755-4775
https://orcid.org/0000-0003-4755-4775
https://doi.org/10.1016/j.orgdyn.2015.05.003
https://doi.org/10.1016/j.procs.2015.08.549
https://doi.org/10.1111/j.1467-8551.2010.00704.x
https://doi.org/10.1016/j.bushor.2014.01.001
https://doi.org/10.1037/0003-066X.59.1.20
https://doi.org/10.1037/0003-066X.59.1.20
https://doi.org/10.1146/annurev-clinpsy-032210-104526
https://doi.org/10.1017/iop.2015.107
https://doi.org/10.1017/iop.2015.107
https://doi.org/10.1111/apps.12185
https://doi.org/10.1177/1350507618801708
https://doi.org/10.1111/apps.12203
https://doi.org/10.1037/10278-000
https://doi.org/10.1002/sres.932
https://doi.org/10.1016/j.ssci.2012.06.002
https://doi.org/10.1016/j.ssci.2012.06.002
https://doi.org/10.1016/j.hrmr.2015.09.007
https://doi.org/10.1016/j.hrmr.2015.09.007
https://doi.org/10.1002/ejsp.2795
https://doi.org/10.5465/annals.2017.0021

NAVIGATING TEAM RESILIENCE — H!!! | 25
PSYCHOLOGY ===

Cumming, D. (2022). Management scholarship and the Russia-Ukraine war. British Journal of Management,
33(4), 1663-1667.

Decroos, S., Lines, R. L., Morgan, P. B., Fletcher, D., Sarkar, M., Fransen, K., Boen, F., & Vande Broek, G. (2017).
Development and validation of the characteristics of resilience in sports teams inventory. Sport, Exercise, and
Performance Psychology, 6(2), 158-178. https://doi.org/10.1037/spy0000089

Degbey, W., & Einola, K. (2020). Resilience in virtual teams: Developing the capacity to bounce back. Applied
Psychology: an International Review, 69(4), 1301-1337. https://doi.org/10.1111/apps.12220

Devine, D. J. (2002). A review and integration of classification systems relevant to teams in organizations. Group
Dynamics: Theory, Research, and Practice, 6(4), 291-310. https://doi.org/10.1037/1089-2699.6.4.291

Duchek, S. (2020). Organizational resilience: A capability-based conceptualization. Business Research, 13(1),
215-246.

Dutton, J. E., & Heaphy, E. D. (2003). The power of high-quality connections. Positive Organizational Scholar-
ship: Foundations of a New Discipline, 3, 263-278.

Fikretoglu, D., & McCreary, D. R. (2012). Psychological resilience. Defence R&D Canada.

Fisher, D. M., Ragsdale, J. M., & Fisher, E. C. S. (2019). The importance of definitional and temporal issues in
the study of resilience. Applied Psychology: an International Review, 68(4), 583-620. https://doi.org/10.1111/
apps.12162

Fraher, A. L., Branicki, L. J., & Grint, K. (2017). Mindfulness in action: Discovering how U.S. Navy Seals build
capacity for mindfulness in high-reliability organizations (HROs). Academy of Management Discoveries, 3(3),
239-261. https://doi.org/10.5465/amd.2014.0146

Fredrickson, B. L. (2013). Positive emotions broaden and build. In Advances in experimental social psychology
(Vol. 47, pp. 1-53). Elsevier Science & Technology. https://doi.org/10.1016/B978-0-12-407236-7.00001-2

Gucciardi, D., Crane, M., Ntoumanis, N., Parker, S., Thogersen-Ntoumani, C., Ducker, K., Peeling, P.,
Chapman, M., Quested, E., & Temby, P. (2018). The emergence of team resilience: A multilevel conceptual
model of facilitating factors. The Journal of Occupational and Organizational Psychology, 91(4), 729-768.
https://doi.org/10.1111/joop.12237

Hillgren, M., Rouleau, L., & De Rond, M. (2018). A matter of life or death: How extreme context research mat-
ters for management and organization studies. Academy of Management Annals, 12(1), 111-153. https://doi.
org/10.5465/annals.2016.0017

Hartmann, S., Weiss, M., & Hoegl, M. (2020). Team resilience in organizations: A conceptual and theoretical dis-
cussion of a team-level concept. In Research handbook on organizational resilience. Edward Elgar Publishing.

Hartmann, S., Weiss, M., Hoegl, M., & Carmeli, A. (2021). How does an emotional culture of joy cultivate team
resilience? A sociocognitive perspective. Journal of Organizational Behavior, 42(3), 313-331. https://doi.org/
10.1002/job.2496

Hartmann, S., Weiss, M., Newman, A., & Hoegl, M. (2020). Resilience in the workplace: A multilevel review and
synthesis. Applied Psychology, 69(3), 913-959. https://doi.org/10.1111/apps.12191

Hartwig, A., Clarke, S., Johnson, S., & Willis, S. (2020). Workplace team resilience: A systematic review and con-
ceptual development. Organizational Psychology Review, 10(3-4), 169-200. https://doi.org/10.1177/
2041386620919476

Humphrey, S. E., & Aime, F. (2014). Team microdynamics: Toward an organizing approach to teamwork. Acad-
emy of Management Annals, 8(1), 443-503. https://doi.org/10.5465/19416520.2014.904140

Knight, A. P., Menges, J. 1., & Bruch, H. (2018). Organizational affective tone: A meso perspective on the origins
and effects of consistent affect in organizations. Academy of Management Journal, 61(1), 191-219. https://
doi.org/10.5465/amj.2016.0671

Kuntz, J. C. (2021). Resilience in times of global pandemic: Steering recovery and thriving trajectories. Applied
Psychology: An International Review, 70(1), 188-215. https://doi.org/10.1111/apps.12296

Kuntz, J. R., Ndswall, K., & Malinen, S. (2016). Resilient employees in resilient organizations: Flourishing
beyond adversity. Industrial and Organizational Psychology, 9(2), 456-462. https://doi.org/10.1017/iop.
2016.39

Langley, A. (1999). Strategies for theorizing from process data. Academy of Management Review, 24(4), 691-710.
https://doi.org/10.2307/259349

SUORIPUOD PUe SWIB | 8Y} 885 *[£202/50/50] U0 ARIqITauluO /3|1 ‘BIfAISNY 8URIYO0D [BUOIEN DY WHN AQ ¥2tZT Sdde/TTTT 0T/10p/wod Aeim AR.q1eul|uos eu.nol-deel/sdny woJj papeojumoq ‘0 ‘2650v9rT

Ry Are qipuiiuoy/sd

el

85U8017 SUOWIWOD BAIEBID) 3|qeot|dde auy Aq peusenob ae sa e YO ‘8N JO S3|nJ 10} AXelq1T 8UIUO 8|1 UO (Suony


https://doi.org/10.1037/spy0000089
https://doi.org/10.1111/apps.12220
https://doi.org/10.1037/1089-2699.6.4.291
https://doi.org/10.1111/apps.12162
https://doi.org/10.1111/apps.12162
https://doi.org/10.5465/amd.2014.0146
https://doi.org/10.1016/B978-0-12-407236-7.00001-2
https://doi.org/10.1111/joop.12237
https://doi.org/10.5465/annals.2016.0017
https://doi.org/10.5465/annals.2016.0017
https://doi.org/10.1002/job.2496
https://doi.org/10.1002/job.2496
https://doi.org/10.1111/apps.12191
https://doi.org/10.1177/2041386620919476
https://doi.org/10.1177/2041386620919476
https://doi.org/10.5465/19416520.2014.904140
https://doi.org/10.5465/amj.2016.0671
https://doi.org/10.5465/amj.2016.0671
https://doi.org/10.1111/apps.12296
https://doi.org/10.1017/iop.2016.39
https://doi.org/10.1017/iop.2016.39
https://doi.org/10.2307/259349

KING ET AL.
APPLIED
PSYCHOLOGY H!!!

Langley, A., Smallman, C., Tsoukas, H., & Van de Ven, A. H. (2013). Process studies of change in organization
and management: Unveiling temporality, activity, and flow’. Academy of Management Journal, 56(1), 1-13.
https://doi.org/10.5465/am;j.2013.4001

Langley, A., & Truax, J. (1994). A process study of new technology adoption in smaller manufacturing firms.
Journal of Management Studies, 31(5), 619-652. https://doi.org/10.1111/j.1467-6486.1994.tb00632.x

LeBaron, C., Jarzabkowski, P., Pratt, M. G., & Fetzer, G. (2018). An introduction to video methods in organiza-
tional research (Vol. 21, pp. 239-260). SAGE Publications Sage CA. https://doi.org/10.1177/
1094428117745649

Lerman, M. P., Mmbaga, N., & Smith, A. (2022). Tracing ideas from Langley (1999): Exemplars, adaptations, con-
siderations, and overlooked. Organizational Research Methods, 25(2), 285-307. https://doi.org/10.1177/
1094428120915510

Linnenluecke, M. K. (2017). Resilience in business and management research: A review of influential publica-
tions and a research agenda. International Journal of Management Reviews, 19(1), 4-30. https://doi.org/10.
1111/ijmr.12076

Liu, H., & Boyatzis, R. E. (2021). Focusing on resilience and renewal of stress: The role of emotional intelligence.
Frontiers in Psychology, 12(1), 2318.

Malinen, S., Hatton, T., Naswall, K., & Kuntz, J. (2019). Strategies to enhance employee well-being and
organisational performance in a postcrisis environment: A case study. Journal of Contingencies and Crisis
Management, 27(1), 79-86. https://doi.org/10.1111/1468-5973.12227

Marotto, M., Roos, J., & Victor, B. (2007). Collective virtuosity in organizations: A study of peak performance in
an orchestra. Journal of Management Studies, 44(3), 388-413. https://doi.org/10.1111/j.1467-6486.2007.
00682.x

Miles, H., Saldafia Huberman, A. M., & Saldafia, J. (2020). Qualitative data analysis: A methods sourcebook (4th
ed.). SAGE.

Morgan, P. B., Fletcher, D., & Sarkar, M. (2013). Defining and characterising team resilience in elite sport. Psy-
chology of Sport and Exercise, 14, 549-559. https://doi.org/10.1016/]j.psychsport.2013.01.004

Morgan, P. B, Fletcher, D., & Sarkar, M. (2017). Recent developments in team resilience research in elite sport.
Current Opinion in Psychology, 16, 159-164. https://doi.org/10.1016/j.copsyc.2017.05.013

Morgeson, F. P., Mitchell, T. R., & Liu, D. (2015). Event system theory: An event-oriented approach to the orga-
nizational sciences. Academy of Management Review, 40(4), 515-537.

Nakamura, J., & Csikszentmihalyi, M. (2002). The concept of flow. In Handbook of positive psychology (pp. 89—
105). Oxford University Press.

Nord, W. R., & Fox, S. (1999). The individual in organizational studies: The great disappearing act. Studying
Organization: Theory and Method Part, 1, 142-169. https://doi.org/10.4135/9781446218556.n5

Olekalns, M., Caza, B. B., & Vogus, T. J. (2020). Gradual drifts, abrupt shocks: From relationship fractures to
relational resilience. Academy of Management Annals, 14(1), 1-28. https://doi.org/10.5465/annals.2017.0111

Ponomarov, S. Y., & Holcomb, M. C. (2009). Understanding the concept of supply chain resilience. The Interna-
tional Journal of Logistics Management, 20(1), 124-143. https://doi.org/10.1108/09574090910954873

Raetze, S. (2020). What makes work teams resilient? An overview of resilience processes and cross-level antecedents.
Research handbook on organizational resilience.

Raetze, S., Duchek, S., Maynard, M. T., & Wohlgemuth, M. (2022). Resilience in organization-related research:
An integrative conceptual review across disciplines and levels of analysis. Journal of Applied Psychology,
107(6), 867-897. https://doi.org/10.1037/apl0000952

Razinskas, Stefan. (2021). A multilevel perspective on the emergence of failures in teams and their (dys)func-
tional coping through vicious and virtuous circles of cohesion. https://doi.org/10.1108/978-1-83867-519-
620211004

Shefer, N., Carmeli, A., & Cohen-Meitar, R. (2018). Bringing Carl Rogers back in: Exploring the power of positive
regard at work. British Journal of Management, 29(1), 63-81. https://doi.org/10.1111/1467-8551.12247

Smets, M., Burke, G., Jarzabkowski, P., & Spee, P. (2014). Charting new territory for organizational ethnography:
Insights from a team-based video ethnography. Journal of Organizational Ethnography, 3(1), 10-26. https://
doi.org/10.1108/JOE-12-2012-0056

Stacey, R. (2011). Strategic management and organisational dynamics. FT Prentice Hall.

SUORIPUOD PUe SWIB | 8Y} 885 *[£202/50/50] U0 ARIqITauluO /3|1 ‘BIfAISNY 8URIYO0D [BUOIEN DY WHN AQ ¥2tZT Sdde/TTTT 0T/10p/wod Aeim AR.q1eul|uos eu.nol-deel/sdny woJj papeojumoq ‘0 ‘2650v9rT

- Ao 1 AreJq U |uoy/Sck

el

85UBD|7 SUOWIWOD SAIERID dgedl|dde ay) Ag pausenob afe sappire YO 9Sn Jo Sa|ni Joj A%iqiT 8uljuo A3|1M uo (suoniy


https://doi.org/10.5465/amj.2013.4001
https://doi.org/10.1111/j.1467-6486.1994.tb00632.x
https://doi.org/10.1177/1094428117745649
https://doi.org/10.1177/1094428117745649
https://doi.org/10.1177/1094428120915510
https://doi.org/10.1177/1094428120915510
https://doi.org/10.1111/ijmr.12076
https://doi.org/10.1111/ijmr.12076
https://doi.org/10.1111/1468-5973.12227
https://doi.org/10.1111/j.1467-6486.2007.00682.x
https://doi.org/10.1111/j.1467-6486.2007.00682.x
https://doi.org/10.1016/j.psychsport.2013.01.004
https://doi.org/10.1016/j.copsyc.2017.05.013
https://doi.org/10.4135/9781446218556.n5
https://doi.org/10.5465/annals.2017.0111
https://doi.org/10.1108/09574090910954873
https://doi.org/10.1037/apl0000952
https://doi.org/10.1108/978-1-83867-519-620211004
https://doi.org/10.1108/978-1-83867-519-620211004
https://doi.org/10.1111/1467-8551.12247
https://doi.org/10.1108/JOE-12-2012-0056
https://doi.org/10.1108/JOE-12-2012-0056

NAVIGATING TEAM RESILIENCE — H!!! | 27
PSYCHOLOGY ===

Stephens, J. P., Heaphy, E. D., Carmeli, A., Spreitzer, G. M., & Dutton, J. E. (2013). Relationship quality and vir-
tuousness: Emotional carrying capacity as a source of individual and team resilience. Journal of Applied
Behavioral Science, 49(1), 13-41. https://doi.org/10.1177/0021886312471193

Stoverink, A. C., Kirkman, B. L., Mistry, S., & Rosen, B. (2020). Bouncing back together: Toward a theoretical
model of work team resilience. Academy of Management Review, 45(2), 395-422. https://doi.org/10.5465/
amr.2017.0005

Sundstrom, E., De Meuse, K. P., & Futrell, D. (1990). Work teams: Applications and effectiveness. American Psy-
chologist, 45(2), 120-133. https://doi.org/10.1037/0003-066X.45.2.120

Thielsch, M. T., Roseler, S., Kirsch, J., Lamers, C., & Hertel, G. (2021). Managing pandemics—Demands,
resources, and effective behaviors within crisis management teams. Applied Psychology, 70(1), 150-187.
https://doi.org/10.1111/apps.12303

Tsoukas, H., & Chia, R. (2002). On organizational becoming: Rethinking organizational change. Organization
Science, 13(5), 567-582. https://doi.org/10.1287/orsc.13.5.567.7810

van der Vegt, G. S., Essens, P., Wahlstrém, M., & George, G. (2015). Managing risk and resilience. Academy of
Management Journal, 58(4), 971-980. https://doi.org/10.5465/am].2015.4004

von Bertalanffy, L. (1950). An outline of general system theory. British Journal for the Philosophy of Science, 1,
134-165.

Wenzel, M., Stanske, S., & Lieberman, M. B. (2020). Strategic responses to crisis. Strategic Management Journal,
41(7/18), 3161.

Wright, M. O., Masten, A. S., & Narayan, A. J. (2013). Resilience processes in development: Four waves of
research on positive adaptation in the context of adversity. In S. Goldstein & R. B. Brooks (Eds.), Handbook
of resilience in children (pp. 15-37). Springer Science + Business Media. https://doi.org/10.1007/978-1-4614-
3661-4_2

SUPPORTING INFORMATION
Additional supporting information can be found online in the Supporting Information section
at the end of this article.

How to cite this article: King, E., Branicki, L., Norbury, K., & Badham, R. (2023).
Navigating team resilience: A video observation of an elite yacht racing crew. Applied
Psychology, 1-27. https://doi.org/10.1111/apps.12474

SUORIPUOD PUe SWIB | 8Y} 885 *[£202/50/50] U0 ARIqITauluO /3|1 ‘BIfAISNY 8URIYO0D [BUOIEN DY WHN AQ ¥2tZT Sdde/TTTT 0T/10p/wod Aeim AR.q1eul|uos eu.nol-deel/sdny woJj papeojumoq ‘0 ‘2650v9rT

- Ao 1 AreJq U |uoy/Sck

el

85UBD|7 SUOWIWOD SAIERID dgedl|dde ay) Ag pausenob afe sappire YO 9Sn Jo Sa|ni Joj A%iqiT 8uljuo A3|1M uo (suoniy


https://doi.org/10.1177/0021886312471193
https://doi.org/10.5465/amr.2017.0005
https://doi.org/10.5465/amr.2017.0005
https://doi.org/10.1037/0003-066X.45.2.120
https://doi.org/10.1111/apps.12303
https://doi.org/10.1287/orsc.13.5.567.7810
https://doi.org/10.5465/amj.2015.4004
https://doi.org/10.1007/978-1-4614-3661-4_2
https://doi.org/10.1007/978-1-4614-3661-4_2
https://doi.org/10.1111/apps.12474

	Navigating team resilience: A video observation of an elite yacht racing crew
	INTRODUCTION
	TEAM RELATIONSHIP QUALITY IN TEAM RESILIENCE
	External and internal team adversity
	Team relationship quality

	RESEARCH SITE AND METHODS
	Research site
	Data collection
	Data analysis

	FINDINGS
	Team and external team adversity
	Calm in the chaos
	Smooth sailing
	A perfect storm?
	Chaos in the calm
	A return to smooth sailing

	Influences of relationship quality on team resilience processes

	DISCUSSION
	Implications of adversity type for team resilience processes
	Influences of team relationship quality
	Navigating the bouncing ball
	Implications and limitations

	CONCLUSION
	ACKNOWLEDGEMENTS
	CONFLICT OF INTEREST STATEMENT
	DATA AVAILABILITY STATEMENT

	ETHICS APPROVAL
	REFERENCES


