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What are self-managing teams?
Definition: “a group of employees that’s responsible and accountable for all or most
aspects of producing a product or delivering a service… A self-managed team carries
out supporting tasks, such as planning and scheduling the workflow and managing
annual leave and absence, in addition to technical tasks. Management and technical
responsibilities are typically rotated among the team members”
Lynne, MacDonald, Chron

Teal organisations (Frederic Laloux)
These are organisations with an independent force with its own purpose, not merely
as a vehicle for achieving management’s objectives. They are characterised by selforganisation and self-management.
Characteristics:
1. Self-management
Organisations operate effectively with a system based on peer relationships, without
the need for either hierarchy or consensus. Teams consist of workers who each fulfil
certain roles, including functional and managerial duties. All decisions are made using
a simple advice process and/or a conflict resolution process when appropriate. There
is no centralised control. Values are no longer given perfunctory attention but are
actually lived in how people behave in the organisation. Everyone listens to the
organisation’s purpose and takes action accordingly while sensing for changes in the
environment. Out of these collective actions, the behaviour of the organisation
emerges.
2. Wholeness
People should bring their ‘whole’ person to work. The expectation of most
organisations is that professionals should at all times show masculine resolve,
determination and strength, and hide vulnerability and doubts. Teal organisations
invite us to claim our inner wholeness and to bring all of who we are to work.
3. Evolutionary purpose
Teal organisations have a life and sense of direction of their own. Instead of trying to
predict and control the future, members of the organisation are invited to listen in and
understand what the organisation wants to become, what its purpose should be.
Further information on how teal organisations are structured, how processes work,
people practices, and daily practices are available on the Reinventing Organisations
wiki.

Case studies
Heiligenfeld Hospitals
They have built an “attentiveness”
culture of respect and care for the
mental and physical wellbeing of
their employees, with health being
the top priority of their
management. A detailed survey of
staff voted leadership,
collaboration and professional
development at over 90%.

Cornerstone, Scotland
Cornerstone decided to implement
the Buurtzorg model with selforganised teams and embracing a
culture of coaching and mentoring.
Small teams were set up with no
hierarchical structure. Research has
shown that devolving autonomy
and accountability to the frontline
and empowering people to make
decisions can really improve the
quality of care and support that is
delivered.

Neighbourhood Nursing Team
Guy’s and St Thomas’ NHS FT
GSTT decided to implement a test
and learn pilot based on the
Buurtzorg model for community
nursing. Small self-managed teams
of community nurses were set up,
supported by a small national
admin team and coaches. Patients
and carers report high levels of
satisfaction with the new service.

Neighbourhood Midwives,
Waltham Forest, UK
Neighbourhood Midwives aspires
to become a teal organisation and
provide a safe, supportive and
nurturing environment that
facilitates their midwives’ own
choice of working practices as well
as clinical and personal
development. This has enabled
them to prove truly personalised
care and form lasting and deep
partnerships with their clients.
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