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ABSTRACT

With the knowledge economical era coming, the capability and speed
of innovation has become a key successful factor of enterprises, and knowl-
edge workers have become one of the most valuable knowledge capitals for
their survive. Knowledge teams are not only important platforms used by
knowledge workers to verify their value but also performance units of enter-
prises used to keep their innovation advantage, and the driven force for
pushing them ahead. The capability of managing knowledge teams effec-
tively has become a kind of core competence of enterprises. However,
knowledge teams are facing lots of failures, how to improve their perfor-
mance is an urgent and important problem needed to be solved.

There are few research results related to performance management for
knowledge teams yet. In order to provide some theoretical supports for
managing their performance, this book researches the mechanisms of man-
aging the performance of knowledge teams based upon their characteristics,
systems theory, and organizational behaviors.

The main contains of this book can be introduced briefly as follows:

1. Researches on the concept of knowledge teams and their characteris-
tics. Considering the enterprises competence situation and knowledge work-
ers” value, this book proposes a concept for knowledge teams and discusses
their characteristics. Knowledge teams are project oriented teams organized
with knowledge workers, and such kind of teams are with such characteris-
tics as customer adapting, organization flexible, information asymmetric
and responsibility-authority asymmetric etc. By comparing those character-
istics with the popular viewpoints about performance, performance appraisal
and performance recompense, this book shows the conflicts between them,
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and claims the importance of the research field studied by this bock.

2. Researches on the thinking ways for managing the performance of
knowledge teams. This book generalizes the basic characteristics of the pop-
ular performance management, and draws a conclusion that they are mostly
driven by analytical thinking. After oppugning its theoretical foundation,
this book points out that there will be lots of common cause variations and
some special cause variations occurring during team operating process,
which cannot be decreased with analytical thinking. A knowledge team is a
kind of social systems. It is suitable to adopt systems thinking to deal with
their problems. This book verifies this viewpoint and pinpoints that the
stakeholders’ influence on knowledge teams performance should not be ig-
nored. With systems thinking, knowledge teams performance management
is a kind activities and processes used to increase the stakeholders’ satisfac-
tion.

3. Researches on the consisting mechanism of managing the perfor-
mance of knowledge teams. Their most popular consisting mechanisms are
driven by authorities, and which are with authority conflict, local thinking
and distrust etc. This book replaces the authority-driven mechanism with
performance contract-driven mechanism to combine the stakeholders into a
system, and proposes a viewpoint to lay management emphasis on processes
of knowledge teams operations. With new mechanism, the relationships
among stakeholders will be authority clear, thinking systematically and
with confidence between each other, and the dilemma of “one employee
with two bosses” will be avoided. When management attentions are im-
posed on processes, the risks hidden in knowledge teams operation could be
decreased, too.

4. Researches on the appraisal mechanism of knowledge teams perfor-
mance management. Performance appraisal plays a very important role in
performance management. Because the concepts of performance and perfor-
mance appraisal are usually confused in performance management practices,
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the effect of performance appraisal is not ideal. Based upon knowledge
teams’ characteristics, this book proposes a definition for knowledge teams’
performance as that: it is summation of all the data of systems states of
knowledge teams and their deliverables. The performance of knowledge
teams is with such characteristics as objective, full process depended, and
not people determmed etc. The purposes of performance appraisal should be
mainly aim to increase the stakeholders’ satisfaction by finding out and de-
crease the common cause variations and specialv cause variations. Every
stakeholder should be taken as a valuator of knowledge teams performance.
This book classifies performance standards of knowledge teams into four
types: effectiveness standards, efficiency standards, long-term standards
and risk standards, and proves that there is not a compromising method
useful to these standards and the stakeholders.

5. Researches on the psychological contracts of knowledge teams. It is
necessary for knowledge workers to increase their belongingness, loyalty to
knowledge teams and increase the interdependence among themselves to im-
prove the performance of knowledge teams. This book explains the connota-
tion of a psychological contract and its role in improving knowledge teams
performance. In order to constitute a psychological contract for knowledge
teams, shared vision, confidential teamwork environment, value coinciding
recompense and a charming team-leader are necessary. This book suggests
that three kinds of balances are needed for management a knowledge team
successfully: the balance between rational standards and management inno-
vation, the balance between specialized standards and stakeholders’ satis-
faction, and the balance between self-learning and team learning.

6. Researches on validation of the theoretical research results. This
book selects a typical software systems integration company to verify the
theoretical research results of the performance management mechanism pro-
posed. The following factors are practiced in this company: knowledge

teams organization, performance management processes of knowledge
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teams, performance appraisal, knowledge teams psychological contracts
etc. The results proves that the theoretical research results derived from
this book are reasonable and practical.

The research conclusions provided by this book are meaningful both
theoretically and practically. Comparing with the vast research room of
knowledge teams performance management, however, this book leaves
many grass-root fields to cultivate. The further research on this field is cer-
tainly promising.

Keywords: knowledge teams, performance management, systems.
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