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ABSTRACT

This paper reports an empirical investigation into differences in team member perceptions of social intelligence, specifically
the subcategory of social awareness, in collocated and computer mediated teams. Members of computer mediated and
collocated teams completed the Emotional Competency Inventory (ECI) to assess their perceptions of “self” and “other” team
members along the ECI dimensions of social intelligence, focusing on social awareness within the present research (Boyatzis
& Goleman, 2007). There were significant differences in self perceptions of empathy and social awareness in members of
collocated and computer mediated teams. There were significant differences in the team member perceptions of other team
members in empathy, organizational awareness, service orientation and social awareness. There were also significant
differences in perceptions of how members see themselves versus how their team members see them on these dimensions.
These findings have significant implications for the ability of computer mediated teams to form and function effectively in
comparison with collocated teams.
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INTRODUCTION

Interpersonal skills are arguably one of the most important skills for people in the workplace today. Social capital, defined as
the social skills and personality features that allow individuals to increase their outcomes through interaction with others, is
seen as a strong source of competitive advantage in organizations (Glaeser, Laibson, & Sacerdote, 2002). Many researchers
have found strong ties between interpersonal skills and career success (e.g., Putnam, 2000; Seibert, Kraimer, & Liden, 2001).

Beyond the basic advantages of interpersonal skills, the contemporary shift from hierarchical organizational structures to flat
structures reliant on team based workgroups increases the importance of being able to work closely and effectively with
others. Advances in computer technology and use of the internet to connect people have enabled the use of computer
mediated (CM) teams in the workplace. One view of CM teams is that the ability to form teams based on expertise rather
than geography can make them more effective at task performance than collocated teams (Lipnack & Stamps, 1997). This
reasoning is consistent with findings from the group decision making literature regarding enhanced group performance based
upon enhanced access to expertise and individual knowledge (e.g., Lorge & Solomon, 1955). However, there is also a history
of findings suggesting that even teams with the best resources can fail to use them if negative social processes prevail (e.g.,
Janis, 1982; Kerr, MacCoun, & Kramer, 1996a).

Interpersonal processes and skills of group members may create the defining difference between successful and unsuccessful
groups when both have equivalent access to expertise (Kerr, MacCoun, & Kramer, 1996b). The ability of CM and collocated
teams to maintain positive qualities of interpersonal processes is dependent in part upon the levels of social intelligence
present in team members. In CM teams, this contingency is more important as the basic mechanisms for developing positive
interpersonal processes (e.g., trust) are more fettered by means and frequency of communication than they are in collocated
teams (Lipnack & Stamps, 1997).

Researchers have found that CM communication can lead to decreases in team effectiveness (Baltes, Dickson, Sherman,
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Bauer, and LaGanke 2002). Benbunan-Fich, Hiltz, and Turoff (2002) found that anonymity in CM teams increases hostile
behavior and extreme decision making. These researchers and others (Branson, Moe & Sung, 2005; Branson & Sung, 2004)
have found that asynchronous CM groups spent more time and energy on solving their general disagreements than solving
their problem tasks. Branson Clausen and Sung (2008) discovered that collocated teams were more likely to form
constructively styled teams, while CM teams were less likely, and therefore more likely to form passive/defensive or
aggressive/defensive teams. They concluded that CM teams were less able to gather social intelligence (e.g., non-verbal
communication cues) and were less capable of accurately assessing and managing their emotional and social relationships. It
is evident that without strong underpinnings of social intelligence in CM teams, they are doomed to poor performance
regardless of their potential advantages in member selection and information processing.

THE PRESENT RESEARCH

To examine the differences between the social intelligence of collocated and CM teams, we selected the Emotional
Competency Inventory (ECI) as a reliable and valid measure of the emotional and social intelligences needed to interact
successfully with others in a team environment (Boyatzis & Goleman, 2007). The ECI measures 21 different competencies
relevant to interpersonal processes and perception in four basic clusters: Self-Awareness, Self-Management, Social
Awareness, and Relationship Management. These measures are self-reported items wherein raters are asked to give the
frequency with which they and others engaged in 63 different behaviors (e.g., “I offer feedback to improve another person’s
performance,” “I listen attentively to others,” etc.) on a scale of 1 (Never) to 5 (Consistently). These scores are then
aggregated by group to form indices of not only individual emotional competence, but also others perception of their
emotional competence and their aggregated perception of their group’s emotional competence. We focused on aggregated
Social Awareness as well as the subset of characteristics that comprise it, including Empathy, Organizational Awareness, and
Service Orientation. These characteristics are indicative of individuals’ ability to accurately assess the moods and emotional
responses of others, (Empathy), understand the power, culture, and politics of key relationships (Organizational Awareness),
and match their own behaviors and availability to others’ needs (Service Orientation). The ECI is well suited to studying
interpersonal perceptions in groups as it engages the individual in assessing themselves, as well as the other members of their
group in assessing them, providing the opportunity to directly compare an individual’s self-perception with how others in the
group perceive the individual.

To study the differences in social intelligence between CM and collocated teams while maintaining a degree of matching
control for individual differences, a mixed-repeated measures design was used. The same participants were placed in
collocated teams as well as CM teams while the membership between the two groups was otherwise completely different.
This allowed us to compare not only what team members thought of an individual between CM and collocated team
experiences, but also how individuals thought of themselves between these paradigms. The CM team members were selected
so they were geographically separated to prevent contamination of the process by face to face interaction.

Collocated and CM teams were taken from a senior level Managerial Accounting course, and were performing
cognitive/logical type tasks in the form of a performance appraisal case and a budgeting case respectively. Each participant
was a part of a collocated team as well as a CM team. Following completion of the first team activity, participants completed
the ECI both for rating themselves and rating the other members of their team, then the second team task followed by ECI
ratings for themselves and the other members of this second team.

The hypotheses guiding this research are as follow:

H1: It is hypothesized that the Social Awareness of participants will be perceived as lower by members of that
participant’s CM team than members of their collocated team

H2: Social Awareness of participants will be perceived as lower by members of those participants’ CM teams than
by the individuals themselves in relation to those CM teams

H3: The Social Awareness of participants will be perceived similarly (no statistical difference) by members of their
collocated teams and the individuals themselves in those collocated teams

It is unknown whether individual’s self perceived social intelligence may change as a function of membership in a CM team
versus a collocated team; however there is some basis to anticipate differential perception. Bem (1967) suggests that often
our perception of our internal states is reliant upon self observation of our own behaviors. In the case of a CM team, one
might have lower frequencies of socially intelligent behaviors to self perceive, and therefore might rate themselves as less
socially aware in such groups.
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PARTICIPANT DEMOGRAPHICS

Participants were 72 undergraduate students (43 Female, 29 Male) from the main and satellite campuses of a small
Midwestern university. Participation was completed via the instructional components (case analyses) in a senior level
Managerial Accounting course. Their M work experience = 10 years, and their M age = 30 years. Participants were combined
into 24 VTs and 22 F2F teams.

RESULTS

ECI scores were calculated for each dimension of the Social Awareness cluster for individual participants’ self-perception in
both their collocated and CM teams (SELF-CT and SELF-CMT), and the aggregate of other group members’ perceptions of
the individual in both their collocated and CM teams (OTHER-CT and OTHER-CMT). These scores were then used to
calculate difference scores between Self and Other (for both CT and CMT), Other-CT and Other-CMT, and Self-CT and
Self-CMT within each of the dimensions of Social Awareness as well as the aggregated Social Awareness, as well as to make
pairwise t-test comparisons using SAS. These dimensional scores and an aggregated Social Awareness score (the sum of
Empathy, Organizational Awareness, and Service Orientation) were then compared to test Hypothesis 1: that individuals’
social awareness will be perceived as lower by members of their CM teams than members of their collocated teams. The
results of these comparisons are seen in Table 1 below.

Item M Other-CT | M Other-CMT | M Difference | Std. Err | t p

Empathy 4.01 3.29 0.72 0.12 6.28 | <0.01
Organizational Awareness 3.74 3.32 0.42 0.10 4.21 | <0.01
Service Orientation 4.01 3.45 0.56 0.12 | 457 | <0.01
Social Awareness 11.76 10.05 171 030 |5.72 | <0.01

Table 1. Others-CT vs. Others-CMT

The perception of others in collocated teams was that individuals possessed significantly higher levels of Empathy,
Organizational Awareness, Service Orientation, and Social Awareness.

Scores were also compared between self ratings on CM teams (SELF-CMT) and the ratings of others on those same CM
teams (OTHER-CMT) to test Hypothesis 2: that individuals’ social awareness will be perceived as lower by members of their
CM teams than by the individuals themselves. The results of these comparisons are seen in Table 2 below.

Item M Self-CMT | M Others-CMT | M Difference | Std. Err | t p

Empathy 3.83 3.29 0.55 0.12 4,50 | <0.01
Organizational Awareness 3.59 3.32 0.27 0.11 2.45 | 0.02
Service Orientation 3.98 3.45 0.53 0.12 | 441 | <0.01
Social Awareness 11.41 10.05 1.36 0.30 454 | <0.01

Table 2. Self-CMT vs. Others-CMT

The other members of CM teams perceived individuals’ social awareness as significantly lower than they self-perceived on
all dimensions.

Lastly, scores were compared between individuals® self-ratings of social awareness in CM teams and their self-ratings of
social awareness on collocated teams. It was not known whether individuals’ self-perception would differ between these two
conditions. However, as can be seen in Table 3 below, individuals’ self-perception significantly differed between the two
conditions on the dimensions of Empathy and aggregated Social Awareness. Individuals’ perceived themselves as
significantly less empathetic and socially aware in CM teams than in their collocated teams.
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Item M Self-CT | M Self-CMT | M Difference | Std. Err | t p

Empathy 4.01 3.83 0.18 0.07 | 264 |0.01
Organizational Awareness 3.75 3.59 0.16 0.09 1.86 | 0.07
Service Orientation 4.08 3.98 0.10 0.07 1.47 | 0.15
Social Awareness 11.85 1141 0.44 0.18 250 | 0.01

Table 3. Self-CT vs. Self-CMT

While these individuals also perceived themselves as lower in Organizational Awareness and Service Orientation according
to raw means, the differences were not statistically significant (though Organizational Awareness was marginal).

CONCLUSION

Based upon this investigation of self and other perception of social awareness in CM teams and collocated teams, individuals
are perceived as significantly less socially aware in CM teams than they are in collocated teams. Whether this is due to a
paucity of information sampling (based on lower levels of interpersonal interaction) by team members or an actual
degradation in the individuals’ own manifested social awareness is unknown, but relatively unimportant. Whether the
individual is in possession of greater social awareness than suggested by the ratings of others, the only individual those others
interact with is the individual they perceive. As individuals are perceived as less socially aware by others in their CM teams,
they will be treated as such and interactions will likely degrade on this basis compared with collocated teams as suggested by
the self-fulfilling prophecy effect (e.g., Gueguen, Lourel, Charron, Fischer-Lokou, & Lamy, 2009).

Individuals are also likely to differ significantly in their self-perception and the perceptions of their CM team members, as
evidenced by the significantly lower perception of individuals’ social awareness by CM team members than the individuals
themselves. This suggests that even when we perceive ourselves interacting successfully in CM teams, we may not have an
accurate gauge of how others perceive us; perhaps due to the limited communication paths available to us (Lipnack &
Stamps, 1997). This sort of “unawareness” effect, wherein an individual misestimates their likely success based on a lack of
accurately perceived feedback, has been evidenced in other arenas wherein accurate self-perception is prohibited by lack of
experience or understanding of feedback (Kruger & Mueller, 2002). It is something that all members of CM teams need to be
made firmly aware of to prevent degradation of interactions through misinformed choice and behavior (e.g., mistakenly
joking lightheartedly with someone who is angry at you). In addition, this finding is important to managing CM teams
because as Jordon and Ashkanasy (2006) found, high emotional self-awareness predicts team effectiveness, and team
performance. Individuals that are high on self awareness are those with low difference scores between self and peer
assessment. Our research adds to this literature by identifying additional barriers to accurate self and peer assessment
specific to the CM team environment. Understanding the limitations of CM teams is essential to improve CM team
effectiveness and performance.

One of the most interesting findings of this study was the significant difference between how individuals perceived
themselves in CM teams as opposed to collocated teams. Bem (1967) suggests that often our self-perception of our own
ambiguous internal states (e.g., how much we empathize with another person) is based on empirical observation of our own
behaviors and inference from them. Under such a model, if we exhibit fewer interpersonally empathetic or socially aware
behaviors in one setting (CM teams) than another (collocated teams), we would be likely to perceive ourselves as less
empathetic and socially aware in those settings. In fact, research has found that individuals who have an easy time recalling
themselves behaving in ways relevant to a personality characteristic (e.g., recently behaving empathetically in a team) often
adjust their estimation of their own possession of that characteristic to fit the recall based evidence (Schwarz et al., 1991).

Further research is needed to clarify the causal elements in these differential perceptions and to further explore their direct
effect on team function, however some important conclusions may be drawn from even this limited investigation. When
participating in a CM team, one must take extra care to engage with that team in a socially intelligent fashion: maintaining an
awareness of others’ perceptions and emotional responses to oneself and others, communicating these and other elements
clearly to team members, and providing and attending to additional interpersonal cues to fill in the void left by the more
limited forms of interaction (Lipnack & Stamps, 1997). We must all be aware that others’ perceptions of us may differ from
even our own perceptions of ourselves, and avoid the pitfalls this may lead to in CM teams.

As suggested in Branson Clausen and Sung (2008), it appears the shortage of social intelligence and social cues in CM teams
may play a pivotal role in CM team members not forming the trusting, productive relationships necessary to form
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constructive styled teams. In short, CM teams hold worlds of promise in their ability to gather expertise and skill from across
the globe. It is up to us as members and managers of these teams to ensure that these resources are recognized and
appropriately utilized in CM team environments and beyond.

REFERENCES

1.

10.

11.

12.

13.

14.

15.

16.

17.

18.

19.

Baltes, B. B., Dickson, M. W., Sherman, M. P., Bauer, C. C., and LaGanke, J. S. (2002). Computer-mediated
communication and group decision making: A meta-analysis. Organizational Behavior & Human Decision Processes,
87, 1, 156-179.

Bem, D. J. (1967). Self-perception: The dependent variable of human performance. Organizational Behavior & Human
Performance, 67, 2, 105-121.

Benbunan-Fich, R., Hiltz, S. R., and Turoff, M. (2003). A comparative content analysis of face-to-face vs. asynchronous
group decision making. Decision Support Systems, 34, 4, 457-470.

Boyatzis, R. and Goleman, D. (2007). The Emotional Competence Inventory—University Edition. Boston, MA:
HayGroup.

Branson, L., Clausen, T., and Sung, C. (2008). Group style differences between virtual and F2F teams. American Journal
of Business, 23, 1, 65-70.

Branson, L., Moe, B. and Sung C. (2005). An empirical investigation of information processing in individuals and virtual
teams. The Joumal of Business and Behavioral Science, 13, 1, 234-242.

Branson, L. and Sung, C. (2004). An empirical investigation of the role of accounting outcome information and group
decision making in mitigating the affect of stereotyping on performance appraisal. Proceedings of American Society of
Business and Behavioral Sciences 2004.

Glaeser, E. L., Laibson, D. and Sacerdote, B. (2002) The economic approach to social capital. Economic Journal, 112,
437-458.

Gueguen, N., Lourel, M., Charron, C., Fischer-Lokou, J. and Lamy, L. (2009). A web replication of Snyder, Decker, and

Bersheid’s (1977) experiment on the self-fulfilling nature of social stereotypes. The Journal of Social Psychology, 149,
5, 600-602.

Janis, I. L. (1982). Groupthink (2nd Ed.). Boston: Houghton-Mifflin.

Jordon, P., Ashkanasy, N. (2006). Emotional Intelligence, Emotional Self-awareness, and Team Effectiveness. In V.
Druskat, F. Sala, G. Mount (Eds.), Linking Emotional Intelligence and Performance at Work: Current Research
Evidence with Individuals and Groups. (pp. 145-163). Mahwa, NJ: Erlbaum.

Kerr, N., MacCoun, R. J., & Kramer, G. (1996a). “Bias in Judgment: Comparing Individuals and Groups.” Psychological
Review, Volume 103, 687-719.

Kerr, N. L., MacCoun, R. J., & Kramer, G. P. (1996b). When Are N Heads Better (or Worse) Than One? Biased
Judgment in Individuals vs. Groups. In E. Witte & J. H. Davis (Eds.), Understanding group behavior (Vol. 1):
Consensual action by small groups (pp. 105-136). Hillsdale, NJ: Erlbaum.

Kruger, J., & Mueller, R. A. (2002). Unskilled, unaware, or both? The contribution of social perceptual skills and
statistical regression to self-enhancement biases. Journal of Personality and Social Psychology, 82, 180-188.

Lipnack, J., and Stamps, J. (1997) Virtual Teams: Reaching Across Space, Time, and Organizations with Technology.
New York: John Wiley & Sons, Inc.

Lorge, I, & Solomon, H. (1955). Two models of group behavior in the solution of eureka-type problems. Psychometrika,
20,139-148.

Putnam, Robert. (2000). Bowling Alone: The Collapse and Revival of American Community. New York: Simon and
Schuster.

Schwarz, N., Bless, H., Strack, F., Klumpp, G., Rittenauer-Schatka, H., & Simons, A. (1991). Ease of retrieval as
information: Another look at the availability heuristic. Journal of Personality and Social Psychology, 61, 2, 195-202.

Seibert, S., Kraimer, M. and Liden., R. (2001) A social capital theory of career success. Academy of Management
Journal, 44, 2, 219-237.

Proceedings of the Fifth Midwest Association for Information Systems Conference, Moorhead, MN May 21-22, 2010 5



	Association for Information Systems
	AIS Electronic Library (AISeL)
	5-2010

	Social Awareness Differences Between Collocated and Computer Mediated Teams
	Leonard Branson
	Nathan Steele
	Chung-Hsien Sung
	Recommended Citation


	ABSTRACT
	Keywords

	INTRODUCTION
	Interpersonal skills are arguably one of the most important skills for people in the workplace today. Social capital, defined as the social skills and personality features that allow individuals to increase their outcomes through interaction with others, is seen as a strong source of competitive advantage in organizations (Glaeser, Laibson, & Sacerdote, 2002). Many researchers have found strong ties between interpersonal skills and career success (e.g., Putnam, 2000; Seibert, Kraimer, & Liden, 2001).
	Beyond the basic advantages of interpersonal skills, the contemporary shift from hierarchical organizational structures to flat structures reliant on team based workgroups increases the importance of being able to work closely and effectively with others. Advances in computer technology and use of the internet to connect people have enabled the use of computer mediated (CM) teams in the workplace. One view of CM teams is that the ability to form teams based on expertise rather than geography can make them more effective at task performance than collocated teams (Lipnack & Stamps, 1997). This reasoning is consistent with findings from the group decision making literature regarding enhanced group performance based upon enhanced access to expertise and individual knowledge (e.g., Lorge & Solomon, 1955). However, there is also a history of findings suggesting that even teams with the best resources can fail to use them if negative social processes prevail (e.g., Janis, 1982; Kerr, MacCoun, & Kramer, 1996a).
	Interpersonal processes and skills of group members may create the defining difference between successful and unsuccessful groups when both have equivalent access to expertise (Kerr, MacCoun, & Kramer, 1996b). The ability of CM and collocated teams to maintain positive qualities of interpersonal processes is dependent in part upon the levels of social intelligence present in team members. In CM teams, this contingency is more important as the basic mechanisms for developing positive interpersonal processes (e.g., trust) are more fettered by means and frequency of communication than they are in collocated teams (Lipnack & Stamps, 1997).
	Researchers have found that CM communication can lead to decreases in team effectiveness (Baltes, Dickson, Sherman, Bauer, and LaGanke 2002). Benbunan-Fich, Hiltz, and Turoff (2002) found that anonymity in CM teams increases hostile behavior and extreme decision making. These researchers and others (Branson, Moe & Sung, 2005; Branson & Sung, 2004) have found that asynchronous CM groups spent more time and energy on solving their general disagreements than solving their problem tasks. Branson Clausen and Sung (2008) discovered that collocated teams were more likely to form constructively styled teams, while CM teams were less likely, and therefore more likely to form passive/defensive or aggressive/defensive teams. They concluded that CM teams were less able to gather social intelligence (e.g., non-verbal communication cues) and were less capable of accurately assessing and managing their emotional and social relationships.  It is evident that without strong underpinnings of social intelligence in CM teams, they are doomed to poor performance regardless of their potential advantages in member selection and information processing.
	THE PRESENT RESEARCH
	CONCLUSION
	REFERENCES

