Course Syllabus for
HDDR 6348 TEAM BUILDING: FACILITATING TEAMS WITHIN AND ACROSS CULTURES
Dr. Robert Barner
JAN TERM, 2015
October 20, 2014 – January 10, 2015
Office: Plano Campus, Bldg. 3, Room 3-119
Office Hours: (by appointment only) Thursdays & Fridays; 9:00 a.m. – 4:00 p.m.
Tel: 214-621-1514
E-mail: ibscribe@me.com

Course Overview
Team Building: Within and Across Cultures is a course that is designed for those students who wish to
eventually work as external team building consultants, or as organizational team building facilitators and
organizational development specialists. The course introduces students to those team dynamics that have
been found to be related to optimal team performance. Students are introduced to skills for identifying
opportunities for improving team performance and member relationships, and for linking those improvement
opportunities to underlying team dynamics. They are also introduced to a variety of skills for addressing
performance challenges within and across work teams. The course also introduces students to two very
different approaches to team building: 1) traditional problem-focused approaches to team building, and 2)
affirmative approach of Appreciative Inquiry to team building. The latter half of the course will show how team
building skills can be adapted to help organizations build teams within multi-cultural settings. As part of their
learning experience students will have an opportunity to work with a video-based team building simulation
involving leaders from Argentina, Japan, and the US.
REQUIRED TEXTS
Intervention Skills: Process Consultation for Small Groups and Teams W. Brendan Reddy, Jossey-Bass, 1994.
ISBN: 0-88390-434-9
Building Better Teams: Strengthening Performance Within & Across Teams. Robert W. Barner & Charlotte P.
Barner. 2012. John Wiley & Sons. ISBN 978-118-12726.
Appreciative Team Building: Positive Questions to Bring Out the Best of Your Team. Diana Whitney, Amanda
Trosten-Bloom, Jay Cherney and Ron Fry. iUniverse, 2004. ISBN: 0-595-33503-9.
A binder of articles will also be required for this course.
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Course Content
Session 1: An Introduction to Team Building
Date: October 22 6:00 -10:15 pm
Pre-work:
 Intervention Skills, Chapters 1-3 & 7

“What happens to the team during teambuilding? Examining the change process that helps to build a team”
Rosemary Bushmer
 “The Team that Wasn’t” Suzy Wetlaufer
 “What Kind of Team Are You Building?” C.R. Parry & Robert Barner
Course Content:
 An Introduction to Team Building
 The emerging role of the team building consultant
 A model for team assessment and intervention: linking team problem solving, intervening mechanisms
(interventions), and task performance
 Core competencies required of team building professionals
 Exercise: Self-assessment in terms of the competency model
 Introducing process observation
 Task and maintenance processes
 How process norms evolve within teams
 Contracting for Team Interventions
 Conducting the initial contracting interview
 Factors to consider in staging the contract
 How to prepare a contract
 Understanding the flow of team process consultation: contracting, education, assessment, climate setting,
and intervention
 Managing stakeholder expectations
 Addressing the issue of ‘team leader as team dysfunction’
 Guidelines for implementing three techniques for team assessment
a. Interviews
b. Survey data
c. Process observation
 Consolidating data into a team building assessment report

Session 2: How to Perform a Team Building Assessment
Date: October 29 6:00 -10:15 pm
Pre-work:
 `“The dark tower: Using visual metaphors to facilitate emotional expression during organizational change”
Robert Barner

“Reframing metaphors in business and educational teams” Patricia Ann Marcellino
 “ “Metaphor and meaning: An intercultural analysis of the concept of teamwork” Christina B. Gibson &Mary
Zellmer-Bruhn

Course Content:
 Conducting Team Surveys & Interviews
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The when and how of team diagnostic surveys
An interview protocol for team assessment
Case: applying the protocol to a hypothetical team
How to integrate interview data
Using Metaphors in Assessment
 Using verbal and visual metaphors as clues to team norms and processes
 The impact of language in framing team expectations for change
 The use of narrative analysis in team assessment
 Integrated Assessment Case

Session 3: Obtaining Team and Stakeholder Commitment to Change
Date: November 5 6:00 -10:15 pm
Course Content:
 Addressing ‘parking lot’ issues that lie outside the scope of the team building project
 Conducting the ‘go-forward meeting’ with the team and team leader
 Using the ‘go-forward meeting’ to surface areas of concern and plan for the team building session
 Adapting team building assessments to multi-team interventions
 Planning: how to use the data gathered in the team assessment and go-forward meeting to create a planning
guide for team interventions

Session 4: Using Process Observation as a Tool for Team Self-Reflection
Date: November 12 6:00 -10:15 pm
Pre-work
 Intervention Skills. Chapter 4
Course Content:
 Process observation and its application to ‘real-time assessment and intervention’
 The process observation model (Shultz)
 The use of real-time feedback as an intervention mechanism
 Inter-cultural Video (US team)

Session 5 & 6: Knowing When & How to Apply Team Interventions
(Exploring the Issues of ‘Future Direction’ and ‘Fostering Team Innovation’
Date: November 19 & December 3 6:00 -10:15 pm
Pre-work:
 Intervention Skills, Chapters 5, 6, 8. And 9
 Building Better Teams, Chapters 1-4, 5, 6 (Note: Also, please review each of the team building tools referenced
in Chapters 5 & 6. You can locate them by using the Index that begins on page 449).
Course Content:
 Types of team interventions: choosing interventions by type, focus and intensity

The use of specialized team intervention techniques
 Shifting from team review to team action planning
 How and when to conduct a follow-up team review (check-in process)
 Adapting team building interventions to multi-team interventions
 Handling unsuccessful team building interventions

Session 7: Apply Appreciative Inquiry to Team Building
Date: December 3 6:00 -10:15 pm
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Pre-work:
 Building Better Teams: Chapter 6
 Appreciative Team Building: Positive Questions to Bring Out the Best of Your Team (Entire Book)

“Organizational change as shifting conversations” Jeffrey Ford
 “Appreciative Inquiry with Teams” Gervase R. Bushe
 Appreciative Inquire: Focus on Possibilities, Not Problems
 Appreciative Team Building: Creating a Climate for Great
 Appreciative Team Building: Positive Questions to Bring Out the Best of Your Team.
Course Content:
 Team assessment from a social constructionist perspective: how the questions asked and the language of the
assessment changes the interpretive frame for the goals of team building and the mindset of team building
participants
 Appreciative inquiry and the framing of team expectations and goals
 How to conduct an AI Interview to Support Team Building

Session 8: Understanding the Communication Challenges of Working Across Cultures
Date: December 10 6:00 -10:15 pm
Pre-work:
 The ANZ Foundation Case
 Children’s Health Organization
 In the Eye of the Beholder: Cross-Cultural Lessons in Leadership from Project GLOBE
Content:
 Assessing Your Cross-cultural Competencies (Review of the results of the Interpersonal Effectiveness
Scale)
 The Hofstede Culture Model
 Introduction to Culture GPS
 HSBC Cultural Vignettes
 Case: Children’s Health Organization
Session 9: Adapting Team Building Facilitation to
Date: December 3 6:00 -10:15 pm
Pre-Work:
 Article: Training Germans and Americans in Conflict Management (Binder)
 Article: Cross-cultural Team Building
 Article: Managing Confrontation in Multicultural Teams
 Article: The Middleman: A US American in Thailand
Content:
 Basic principles to follow in cross-cultural team facilitation
 Case Reviews
 Applying Process Observation to Multi-cultural Teams (Interpersonal Communication Simulation Argentinian and Japanese Role Plays)
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Session 10: Team Intervention within Complex Organizational Settings
Date: January 7, 2015 6:00 -10:15 pm
Pre-work:
 Intervention Skills
 Article: “Managing Complex Team Interventions” Robert Barner
Course Content:
 Organizational and environmental changes that are increasingly the complexity of team performance
 Managing team interventions to address three issues of complexity: a) when team building involves
interventions within multiple, nested teams, b) when a variety of overlapping and interdependent team
performance issues are present, and c) when team building is initiated within the backdrop of large-scale
organizational change
 Intervention strategies for managing through complexity

GRADING PROCESS
50% of the final grade will be based on the written evaluation (12 -16 pages) of a case study involving a multi-cultural
team. This case will be evaluated on eight factors: clarity of problem definition, the degree to which causal factors are
clearly identified from the facts of the case, the development of preventive and corrective actions that are supported by
the facts of the case, style and format, clarity of organization, depth of analysis, and completeness (the degree to which
the case questions posed by the instructor are fully addressed).
50% of your final grade will be based on performing a team assessment, using Appreciative Inquiry interviews on two
members of the same team. You are free to select any team whose members work together on an on-going basis. This
can be an intact work team (manager with direct reports), a project team, or a team comprised of volunteers for a
nonprofit organization. Each interview should be 45 – 60 minutes in length. The final product of your interviews will be a
written report of about 9-11 pages. The report should contain:
 The instructions you will use in explaining this exercise to the participants (about 1 page)
 The interview protocol you will use (1-2 pages)
 Some background on the team in question and the key issue that you will explore (1 page)
 Detailed notes from each interview (about 2-3 pages per interview)
 A 1-page summary of your conclusions, and
 A 1-page summary of the ‘lessons learned’ from this exercise

The Appreciative Inquiry Interview is due by December 17, 2014. The case study is due by January 8, 2015.
No papers will be accepted after their designated deadlines. To support impartiality in grading, all grading
are performed ‘blind’; that is, all papers are to be submitted anonymously. Accordingly, please do not put
your name on the paper or the electronic file. Instead, use your student ID numbers. Do NOT submit papers
directly to Dr. Barner. Both papers are to be submitted electronically to Kay Barclay who will forward them
on to your instructor.
During the first class session students are provided with a written handout summarizing grading criteria. The grading
scale for papers, exams, and cases is as follows:
94 – 100 = A
90 – 93 = A87 – 89 = B+

84 – 86 = B
80 – 83 = B77 – 79 = C+
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Academic Policies of Special Importance to Students
Academic Integrity and Ethical Conduct as an SMU Student:
Students are reminded of the SMU Honor Code as referenced in the Student Handbook. Intellectual integrity
and academic honesty are both the foundation and the goals for this program. Please reference and review
the university policies on the responsibilities, policies, and penalties regarding academic honesty.
http://www.smu.edu/studentlife/PCL_05_HC.asp
Religious Observance: Religiously observant students wishing to be absent on holidays that require missing
class should notify their professor in writing at the beginning of the term, and should discuss with them, in
advance, acceptable ways of making up any work missed because of the absence.
Disability Accommodations: Students needing academic accommodations for a disability must first contact
Ms. Rebecca Marin, Coordinator, Services for Students with Disabilities (214-768-4557) to verify the disability
and establish eligibility for accommodations. They should then schedule an appointment with the professor to
make appropriate arrangements.
Class Decorum: To foster a good learning environment for yourself and your fellow students we ask that you
adhere to the following guidelines during class:






Please turn off (or set on vibrate) all cell phones or pagers.
Do not read newspapers, books for other classes, or other outside reading material during class.
Walking into class late is disruptive as is leaving early. If you have to leave early, make arrangements
before class begins, and then, when you leave, do so quietly.
Professional respect and courtesy for your fellow students is imperative at all times.
Please do not “surf the web” during class time. Students who do so will be counted absent for that
class session.
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Key Learning Objectives
1. 1. Students will learn how to assess team
performance issues in terms of a team
building model that links team problem
solving, intervening mechanisms
(interventions), and task performance
2. Students will learn how to identify the five
stages of a team intervention model
(education, assessment, contracting, climate
setting, intervention), and describe the
consulting challenges that are typically
encountered in each of these stages.
3. Students will learn to apply narrative
analysis to identify critical themes regarding
how the team view’s it’s strengthens and
potential areas of dysfunction.
4. Students will be able to identify structural
and interpersonal factors that impact on team
success.

5. Students will learn to apply process
observation skills to the real-time review and
assessment of team development issues.

6. Students will learn to create a planning
document that helps them construct ‘work
arounds’ to potential roadblocks to a team
building intervention.

How Achieved
Given a case description of a dysfunctional team, students will be
asked to develop a graphic model of the team, depicting how the
team’s current problem solving approach, and the intervening
mechanisms that are employed by the team, influence it’s task
performance.
Given a case study describing a team building scenario, students will
be able to describe the current intervention stage and indicate both
the next required stage in the consulting process and (using the facts
within the case) the most likely challenges that the team building
consultant will face in directing this stage of the process.
Given a detailed transcript of an interaction involving members of a
hypothetical team, students will be able to point to repetitive patterns
in the narrative flow that reveal how the team views it’s strengthens
and areas of dysfunction
Given a case study describing a work team that is experiencing
significant performance issues, students will be able to identify
structural and interpersonal factors that appear to be directed related
to the onset of those issues. Students will be expected to substantiate
their conclusions in term of current research on team performance.
Given an opportunity to observe a mock team engage in discussion,
students will be asked to compare the conclusions on team
performance that they’ve drawn from their their individual process
observations. Students will then use a feedback chart provided by the
instructor to perform a self-assessment of their process observation
skills.
Students will incorporate the feedback that they receive through the
completion of objective 5 into a team planning document that will be
reviewed with fellow students and the instructor.

Rubric for the Team Building Case
Grading Components
Background
Information
In this section you will
be asked to provide a
brief description of
those key factors that
provide a contextual
framework for
understanding the
underlying causes of
the team building
issue.

1-3 Points

Grading Factors Related to Case Content
4 -7 Points

The background
information is largely
incomplete, providing only
a cursory and vague
description of the case.

The case contains some of the
relevant detail on the client(s),
but lacks detail relating to
critical events that led up to
the presenting problem.

Example: “This case
concerns a request for
team building assistance
by Carlos Hernandez, a IT
manager.”

Example: “Example: “This case
concerns a request for team
building assistance by Carlos
Hernandez, Director of
Software Development within
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8 -10 Points

All relevant contextual
background information on
the client or client company
is accurately described.
Example: “Example: “This
case concerns a request for
team building assistance by
Carlos Hernandez, Director
of Software Development
within the IT department of

This section is typically
½ - 1 double-spaced,
typewritten page.
This section counts as
10% of the total grade
for this assignment.

Problem Definition
In this section you will
be asked to provide a
summary of the team
building assignment,
as described by both
the team manager and
members. Please keep
in mind that your
problem definition
should be restricted to
an objective
description of the
initial team building
opportunity or issue.

1-3 Points
The team building issue is
vaguely defined, or
contains assumptions
regarding the underlying
causes of identified
teambuilding issues, or
proposed solutions.
Example: “The problem
was that Carlos was
viewed as being a
micromanager and he
didn’t understand the
company.”

the IT department of Acme
Corp. Carlos is a relatively new
manager, having joined Acme
only six months ago.”

Acme Corp. Carlos is a
relatively new manager,
having joined Acme only six
months ago. Carlos replaced
Carol Smith, the previous
director who had been with
Acme for over 15 years, and
who was well respected by
her work team. The team’s
primary responsibilities
are…The team structure has
recently changed…”

4 -7 Points
The team building assignment
is carefully defined and avoids
statements that imply a
proposed solution.

8 -10 Points
The team building
assignment is carefully
defined, avoids statements
that imply a proposed
solution, and identifies key
events leading up to the
proposed problem. The
statement also ties the team
dynamics to key performance
factors.

Example: “The initial problem
involves complaints from team
members regarding the high
degree of direction and control
that Carlos is exerting over the
team.”

This section is typically
½-1 double-spaced,
typewritten pages.
This section counts as
10% of the total grade
for this assignment.

Causal Factors
In this section you will
be asked to identify
those key underlying
causal factors that
were within the control
of the client(s), and
which were shown to
be related to the onset
and development of the
team building
opportunity or issue.

1-7 Points
Identified causal factors
are only vaguely described,
and may include as causal
factors, broad
environmental
circumstances that were
outside of the client’s
control.

8 - 14 Points
All relevant causal factors are
clearly described and are
supported by the facts of the
case. In addition, only those
factors that were within the
direct control of the client were
listed. However, the student
does not refer back to specific
events or incidents mentioned
in the case to substantiate the
importance of these causal
factors.
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Example: “The initial
problem involves complaints
from team members
regarding the high degree of
direction and control that
Carlos is exerting over the
team, and Carlos’ perception
that his team is not meeting
the tough performance
standards on quality and
timely response that have
been recently set for his
group.”
15 -20 Points
All relevant causal factors
are clearly described and are
supported by the facts of the
case. Only those factors that
were within the direct
control of the client are
listed. In addition, the
student the student mentions
specific events or incidents in
the case to substantiate the
importance of these causal
factors.

This section is typically Example: “One major
2-3 double-spaced
causal factor was that the
pages in length.
company was
encountering an economic
This section counts as downturn.”
20% of the total grade
for this assignment.

Recommended
Corrective
Actions
In this section
you will be asked
to identify the
most important
actions that the
team and team
leader could take
to resolve or
correct the team
building issue,
once it is
underway.
This section is
typically 2-3
double-spaced
pages in length.

Example: “Carlos had only been
on board for three months and
had come from a company that
had a completely different
organizational culture. These
factors contributed to the
difficulties that Carlos
continued to encounter in
balancing the performance
demands of his new
organization with the need to
build good work relationships
with the members of his work
team. In addition, during this
period the team’s structure has
changed radically, with
members attempting to
redefine their relationships
within new roles.

Example: “Carlos had only
been on board for three
months and had come from a
company that had a
completely different
organizational culture. These
factors contributed to the
difficulties that Carlos
continued to encounter in
balancing the performance
demands of his new
organization with the need
to build good work
relationships with the
members of his work team. In
addition, during this period
the team’s structure has
changed radically, with
members attempting to
redefine their relationships
within new roles.

1-7 Points

8 - 14 Points

15 -20 Points

Recommendations are
not supported by the
facts of the case, or a
‘grocery list’ of
recommendations is
provided with no
attempt to organize
these
recommendations into
coherent themes.
Recommended actions
are incorrectly
categorized as either
preventive or
corrective actions.

Recommendations are
highly supported by the
facts and are organized
by coherent themes.
Appropriate
distinctions are made
between those actions
that are preventive in
nature, and those that
are corrective.
.

Recommendations are highly supported by the
facts and are organized by coherent themes.
Appropriate distinctions are made between
those actions that are preventive in nature,
and those that are corrective.
In addition:
Key recommendations are separated from
supporting recommendations.
The student notes the relative tradeoffs
(effectiveness, time required for
implementation, scale of change required)
that are required to implement different
courses of action.
The student mentions, where relevant, the
risks entailed (financial, risks associated with
bringing about extensive change, etc.) in a
particular course of action.

This section
counts as 20% of
the total grade
for this
assignment.

The student gives careful attention to the most
appropriate timing of each action.
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Planning the
Facilitation
Process
In this section
you will be asked
to develop a
suggested plan
for facilitating
the team
building session.
This section is
typically 4-6
double-spaced
pages in length.
This section
counts as 20% of
the total grade
for this
assignment.

1-7 Points
Recommendations
lack detail, or fail to
take into
consideration relevant
contextual factors.
Examples:
Failure to adapt the
session to the needs of
a virtual team, or
power inequities
within the team.
Reference to
facilitation intentions,
with no mention of
specific tools used.
[“As a facilitator I
would make use of
techniques to aid the
team in decision
making]

Team Building
Contract
In this section you
discuss those team
building features
elements that would be
most important to
include in the client
contract.
This section is typically
2-3 double-spaced
pages in length.
This section counts as
20% of the total grade
for this assignment.

8 - 14 Points
Recommendations are detailed
and address all relevant
contextual factors.

Recommendations are detailed and
address all relevant contextual
factors.

Recommended team building
tools are both identified and
their use within the session is
detailed.

Recommended team building tools
are both identified and their use
within the session is detailed.

Example:
Early in the session the team
wants to focus on how to make
more effective group decisions.
The technique s that I would use
to support this would be the
‘traffic light technique’ and the
‘decision matrix.’

1-7 Points

8 - 14 Points

Only a vague
reference is
made to unique
contract
requirements.

Unique contract
requirements are identified.

“I think that it
would be
important to be
sensitive to
communication
issues in the
contract.”

15 -20 Points

“Given the fact that the
client’s organization is
undergoing massive layoffs,
it would be important to
make certain that members’
participation in the team
building session is not used
as a factor in their annual
performance reviews.”

The author goes further to identify
any unique potential roadblocks or
challenges that they might face as a
team building facilitator, and how
they would address these challenges.
Example: “Given that a large part of
the issues facing this team involve
members’ relationships with their
team leader, I would need to meet
with the leader in advance of the
session to….”

15 -20 Points
Unique contract requirements are
identified, and linked to specific
recommendations regarding the
consulting contract.”
“Given the fact that the client’s
organization is undergoing massive
layoffs, it would be important to make
certain that members’ participation in
the team building session is not used as a
factor in their annual performance
reviews. Accordingly, I would need to
include a statement regarding this in the
contract, as well as specific guidelines for
how team building assessment feedback
would be disclosed or used by the team
leader.

The report should contain:
 The instructions you will use in explaining this exercise to the participants (about 1 page)
 The interview protocol you will use (1-2 pages)
 Some background on the team in question and the key issue that you will explore (1 page)
 Detailed notes from each interview (about 2-3 pages per interview)
 A 1-page summary of your conclusions, and
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A 1-page summary of the ‘lessons learned’ from this exercise

Rubric for the Appreciative Inquiry Interview
Grading Components
Background
Information
(10% of Grade)
In this section you
will be asked to
provide a brief
description of those
key factors that
provide a contextual
framework for
understanding the
underlying causes of
the team building
issue.
Interview Protocol
(10% of Grade)
In this section you
will be asked to
provide a summary
of the challenge that
is facing the team, as
described by both
interviewees.

Instructions to
Participants
(20% of Grade)
In this section you
will be asked to
show the written
instructions that you
provided to
interview
participants

1-3 Points

Grading Factors Related to Case Content
4 -7 Points

The background
information is largely
incomplete, providing only a
cursory and vague
description of the team
building situation that you
are assessing.

The case contains some of the
relevant detail on the client(s)
and their organization.

1-3 Points

4 -7 Points

An interview protocol is not
provided, or does not follow
the protocol guidelines for
AI.

1-7 Points
Written interview
instructions were not
employed, or if used
provided participants with
only a cursory
understanding of the
purposed and intent of the
interview.

8 -10 Points

All relevant contextual
background information on
the client or client company
is accurately described.

8 -10 Points

An interview protocol is
provided and adheres to the
protocol guidelines for AI.

The team challenge is
carefully defined, and is
framed in a way that poses
an opportunity instead of a
For example, the team
problem. The questions used
challenge to be explored is
within the protocol are
carefully defined, and is framed consistent with the interview
in a way that poses an
format established for AI.
opportunity instead of a
problem.
In addition, a single
statement of the challenge is
constructed that successfully
integrates the separate views
of the two interviewees.
8 - 14 Points

15 -20 Points

Interview instructions
provided participants with a
clear understanding of the
purpose and intent of the
interview. In addition,
participants were provided
with a moderate level of
understanding regarding how
the appreciative inquiry
interview format and purpose
differs from that of a
traditional interview

Interview instructions
provided participants with a
clear understanding of the
purpose and intent of the
interview. In addition,
participants were provided
with a high level of
understanding regarding
how the appreciative inquiry
interview format and
purpose differs from that of a
traditional interview
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Detailed Notes
1-7 Points
(20% of Grade)
The degree to which Note taking was either not
the participant made undertaken, or if used were
use of detailed notes
in the interview.
Summary of
Conclusions
(20% of Grade)
This section
provides a summary
of the conclusions
that were obtained
from the interviews.

Lessons Learned
(20% of Grade)
This section involves
the learning that
students take from
this interview
experience.

8 - 14 Points
The interviewer took detailed
notes that facilitated a clear
understanding of the facts
presented by interviewee.

1-7 Points

8 - 14 Points

No summary of conclusions
was provided, or if provided,
was restricted to comments
provided by individual
interviewees.

The summary and conclusions
section went beyond the review
of interviewee comments to
identify key team-related
themes that emerged from the
interview data.

1-7 Points

8 - 14 Points

The paper included only a
brief (1-paragraph) synopsis
of ‘lessons learned’,
incorporating no feedback
from interview participants.
The student did not clearly
identify areas for
improvement

The paper included a more
detailed (1-page) synopsis of
‘lessons learned’, and
incorporated feedback from
interview participants. The
student clearly identified areas
for improvement.
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15 -20 Points
The interviewer took detailed
notes that facilitated a clear
understanding of the both
the facts and emotional
content presented by
interviewee.
15 -20 Points
The summary and
conclusions section went
beyond the review of
interviewee comments to
identify key team-related
themes that emerged from
the interview data.
In addition, the student
attempted to provide an
integration of themes
revealed in multiple
interviews.
15 -20 Points
The paper included a more
detailed (1-page) synopsis of
‘lessons learned’, and
incorporated feedback from
interview participants. The
student clearly identified
areas for improvement, and
provided suggestions for how
they would revise future
interviews based on this
knowledge.

