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PASIDALYTOS KOMPETENCIJOS PLETOJIMO PRIELAIDOS
ANKSTYVOSIOS INTERVENCIJOS KOMANDOJE
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Sis straipsnis grindZiamas teoriniy 3altiniy bei empiriniy duomeny analize. Teorinés analizés
tikslas — pristatyti teorinj bendrosios pasidalytos komandos kompetencijos modelj bei atskleisti Sios
kompetencijos plétojimo prielaidas. Pasidalytos kompetencijos analizé grindziama komandinio dar-
bo procesais specifiniame kontekste, t. y. tenkinant vaiky ankstyvuosius specialiuosius ugdymaosi po-
reikius ir teikiant pagalba Seimoms. Straipsnyje atskleidZiami skirtingi komandinio darbo kompeten-
cijy lygmenys bei jy plétojimo galimybés. Remiantis teoriniy Saltiniy analize ir laikantis konstrukty-
vistinio pozidrio j kompetencijos koncepta bei bendro pozidrio j komandos kompetencijos plétojima,
straipsnyje konstruojamas teorinis bendrosios pasidalytos kompetencijos modelis. Empiriné duome-
ny analizé, remiantis apklausos rastu rezultatais, padéjo atskleisti ankstyvosios intervencijos specia-
listy refleksijas apie komandiniam darbui batinas kompetencijas. Empirinio tyrimo rezultatai parodé,
kad ankstyvosios intervencijos srityje dirbantys specialistai svarbiausiomis kompetencijomis laiko
individualigsias profesines bei individualigsias komandinio darbo kompetencijas.

Esminiai ZodZiai: ankstyvoji intervencija vaikystéje, interprofesiné komanda, bendroji pasi-
dalyta komandos kompetencija, pasidalytas supratimas.

Jvadas

Tenkindami vaiky specialiuosius ugdy-
mosi poreikius, jvairiy sriciy specialistai dazniau-
siai dirba komandose. Tai sudaro galimybe jiems
bendradarbiauti tarpusavyje ir su Seimomis, papil-
dant vieniems kitus, siekiant vaiko ir Seimos gy-
venimo kokybés (AliSauskieng, 2007).

Multiprofesiné ankstyvoji pagalba vaikui
ir Seimai Lietuvoje gali bati teikiama skirtingose
institucijose: ikimokyklinése ugdymo jstaigose,
pedagoginése psichologinése tarnybose, ankstyvo-
sios reabilitacijos tarnybose. Ankstyvosios reabili-
tacijos tarnybos Salyje pradétos steigti 1996 m.,
jose teikiama multiprofesiné pagalba ankstyvojo
amzZiaus vaikams ir jy $eimoms.! Svietimo sekto-
riuje skirtingy sriciy specialistai nuo 2000 m.?

1 Dél vaiky raidos sutrikimy ankstyvosios reabilitacijos

antrinio ir tretinio lygio paslaugy organizavimo principy,
apraSymo ir teikimo reikalavimy. Lietuvos Respublikos svei-
katos apsaugos ministro jsakymas. 2000 m. gruodzio 14 d.
Nr. 728.

2 Dél $vietimo jstaigos specialiojo ugdymo komisijos suda-
rymo ir darbo organizavimo tvarkos. Lietuvos Respublikos
Svietimo ir mokslo ministro jsakymas. 2000 m. rugpjacio 17
d. Nr. 1057.
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Vaiko gerovés komisijose® (iki 2011 m. Specialio-
jo ugdymo komisijos) kartu sprendZia jvairius
vaiky specialiyjy ugdymosi poreikiy tenkinimo
klausimus. Pedagoginés psichologinés tarnybos
komandos veiklos modelis patvirtintas 2003 m.*,
tam tikri Siy tarnyby veiklos aspektai papildyti
2011 m.> Nauja $vietimo pagalbos teikimo kryp-
tis, akcentuojanti, jog kiekvienas vaikas ir jo Sei-
ma, kuriems reikia pagalbos, turi jg gauti kuo
anksCiau, jteisinta kompleksiskai teikiamos pa-
galbos ikimokyklinio amzZiaus vaikams ir S3ei-
moms tvarka® (2011 m.). Si tvarka reglamentuoja

3 Dél Mokyklos vaiko gerovés komisijos sudarymo ir jos

darbo organizavimo tvarkos apraSo patvirtinimo. Lietuvos
Respublikos Svietimo ir mokslo ministro jsakymas. 2011 m.
balandzio 13 d. Nr. 45-2121.

4 Deél pedagoginés ir psichologinés pagalbos teikimo mode-
lio. Lietuvos Respublikos Svietimo ir mokslo ministro jsaky-
mas. 2003 m. birZelio 25 d. Nr. 897.

5> Dél Pedagoginiy psichologiniy tarnyby darbo organizavi-
mo tvarkos apraSo patvirtinimo. Lietuvos Respublikos 3vie-
timo ir mokslo ministro jsakymas. 2011 m. liepos 28 d. Nr.
97-460.

® Dél kompleksiskai teikiamos Svietimo pagalbos, socialinés
paramos, sveikatos priezidros paslaugy ikimokyklinio ir
prieSmokyklinio amziaus vaikams ir jy tévams (globéjams)
tvarkos apraSo patvirtinimo. Lietuvos Respublikos Svietimo
ir mokslo ministro, Lietuvos Respublikos sveikatos apsaugos
ministro ir Lietuvos Respublikos socialinés apsaugos ir darbo
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pagalbg vaikams nuo gimimo iki privalomojo
mokymo pradzios bei jy Seimoms ir yra grindZia-
ma specialisty bendradarbiavimu bei paslaugy
koordinavimu tarpinstituciniu lygmeniu.

Komandinis darbas, teikant pagalbg vai-
kui ir Seimai, gali bati skirtingai realizuojamas,
priklausomai nuo komandos nariy sutelktumo
lygmens. AukscCiausio lygmens komandoms ba-
dingas efektyvus bendradarbiavimas, tarpusavio
pagalba ir pasitikéjimas, bendrumo ir jvairiapusis-
kumo pusiausvyra, visy komandos nariy dalyva-
vimas sprendZiant problemas, atvirumas naujo-
vems, pasidalyta vaidmeny atsakomybé ir kompe-
tencija, mokymasis ir darbas visose srityse, lai-
kantis bendro tikslo, bendras sutarimas del ko-
mandos vaidmens ir misijos, veiksmy koordina-
vimas (AliSauskiené, 1998; Dunaway, Kenney,
2006; Baker et al., 2005; Zydiifmaité, 2005;
Chmiel, 2005).

Atlikti tyrimai (AliSauskiené, 2005; Rus-
kus, Mazeikis, 2007) atskleidZia, jog specialistai
dazniausiai linke dirbti individualiai. Dirbant ko-
mandose stokojoma gebéjimy veikti kooperuotai:
triksta bendro pasidalyto situacijos supratimo,
bendry interesy, resursy (kompetencijy, patirties)
sutelkimo, kurie skatinty kolektyvine veiklg. Ko-
mandy profesinio tobuléjimo skatinimas, anali-
zuojant ir reflektuojant profesine veikla, laikomas
viena i$ tobulintiny sriCiy ankstyvosios pagalbos
teikimo sistemoje Lietuvoje (AliSauskieng, 2005;
2007). Guralnick (2005), Guralnick ir kt. (2007),
iSskirdami ankstyvosios pagalbos teikimo vaikui
ir Seimai tyrimy ir praktikos kryptis, svarbiu laiko
specialisty rengimo, grjsto sprendimy priémimo
procesu, tobulinima, kuriame baty laikomasi su-
tarty konceptualiyjy principy ir praktikos vieno-
VES.

Anksciau atliktuose komandy tyrimuose
orientuotasi j struktdrines sglygas (komandos su-
détj, dydj, uzduoCiy pobldj). Taciau iSaiskéjus,
jog Sie veiksniai turi nedidelés jtakos darbo efek-
tyvumui (Dillenbourg, 1996; Webb, Palincsar,
1996, cit. Bossche ir kt., 2006), daugiausia déme-
sio skiriama komandoje vykstantiems procesams,
kurie nulemia komandinio darbo kokybe.

Kyla Sie probleminiai klausimai: kokiais
kriterijais remiantis turéty bati apibréziamas
kompetencijos konceptas, kaip komandinio darbo
efektyvumo indikatorius? Kokia komandinio dar-
bo kompetencijos samprata pateikiama mokslinéje

ministro jsakymas. 2011 m. lapkricio 4 d. Nr. V-2068/Al-
467/V-946.
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literatlroje? Kokios salygos lemia komandos ben-
drosios pasidalytos kompetencijos kirimg? Ko-
kias komandinio darbo kompetencijas akcentuoja
specialistai, tenkinantys vaiky specialiuosius ug-
dymosi poreikius?

Tyrimo tikslas — pateikti teorinj bendro-
sios pasidalytos komandos kompetencijos koncep-
to modelj bei atskleisti specialisty refleksijas apie
kompetencijas, batinas ankstyvaja pagalba vaikui
ir Seimai teikianCiose komandose.

Tyrimo metodai: teoriniy Saltiniy analizé
bei apklausa rastu.

Teoriné analizé

Kompetencijos koncepto apibréztis.
Kompetencijos konceptas jvairiy autoriy apibre-
Ziamas skirtingai, taCiau daZniausiai iSskiriamos
tokios esminés savybés, kuriomis atskleidZziama
kompetencijos apibréztis: auksto lygio praktiné
veikla, nuolat aktyviai mokantis ir tobuléjant, le-
mianti sékmingg darbo rezultatg konkreCiame
profesiniame kontekste ir leidZianti veikti nenu-
matytose sudetingose situacijose (Stoof et al.,
2002; JuceviGiené, 2007; ZydZitnaité, 2005; Zy-
dzionaité ir kt., 2007; Fredden, Nillson, 2003).
Kadangi kompetencijos sgvoka suprantama nevie-
nodai, tikslinga apibrézti jos santykj su kitomis
koncepcijomis: 1) kompetencija, kaip efektyvus
veiksmy atlikimas; 2) kompetencijoje kvalifikacija
yra tik komponentas; 3) kompetencija, kaip asme-
ninés savybes, kuriy reikia veiksmams atlikti; 4)
kompetencija, kaip metakognicija apie savo turi-
mas Zinias, gebéjimus, nuostatas; 5) kompetenci-
ja, kaip profesionalumas, aukstos kokybés veikla
(Stoof et al., 2002).

Kompetencijos turinio pozZidriu svarbls
tokie gebéjimai, kaip: asmeninis savo veiklos bei
elgesio reguliavimas, t.y. gebéjimas integruoti
savo asmenines savybes, reakcijas, veiksmus
(Aramaviciaté, MartiSauskiené, 2006), gebéjimas
atlikti profesinj vaidmenj, bendradarbiauti, efek-
tyviai komunikuoti, spresti konfliktines situacijas,
aktyviai dalyvauti diskusijose, koordinuoti veikla,
strategiSkai mastyti, kritiSkai vertinti situacijas,
planuoti, priimti sprendimus, karybisSkai spresti
problemas (ZydZitnaité, 2007; Stoof et al., 2002;
Fredden, Nillon, 2003). Stoof ir kt. (2002) teigia,
jog, apibréziant kompetencijos koncepto turinj,
reikia numatyti, kokia bus kompetencijos interpre-
tacija: 1) asmeniné Zmoniy charakteristika ar uz-
duoties atlikimo ir jos rezultaty charakteristika; 2)
individualioji kompetencija ar bendroji pasidalyta
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kompetencija; 3) specifiné, konkreCios funkcijos

kompetencija ar bendroji profesijos kompetencija;

4) kompetencija, turinti sudétingéjancius patirties

lygmenis, ar kompetencija kaip siektinas auks-

Ciausias patirties lygmuo; 5) ugdytina kompeten-

cija (profesinés Zinios ir gebéjimai) ar sglygiskai

ugdytina kompetencija (asmeninés savybés, ver-
tybés).

Kompetencija daZniausiai apibldinama,
atsizvelgiant j iSorinius lukescCius (darbo situacijos
poreikius), gebejimy perkeliamuma, jvertinimo
galimybes, sasajas su darbo aplinka ir Zmoniy
santykiais (kontekstualumg), efektyvig praktine
veiklg (Zydzidnaite ir kt, 2007; ZydZzidnaite,
2005). Kai kompetencijai paaiskinti ieSkoma savi-
tos, situacijg ir poreikius nusakancios sampratos,
remiamasi konstruktyvistiniu poZitriu, kuriame
Kitaip nei remiantis pozityvistiniu poZidriu -
neieSkoma absoliutaus kompetencijos apibrézimo.
Taigi, kompetencija turéty bati apibréZiama pagal
ja realizuojanciy Zmoniy bendrag supratimg, tai-
kymo tikslg, organizacijos kontekstg (Stoof, Mar-
tens, van Merrienboer, Bastiaens, 2002).

Komandinio darbo kompetencijy lyg-
menys. Komandinio darbo kompetencijos gali
bati skirstomos j tokius lygmenis (Baker et al.,
2005):

1) individualiosios kompetencijos — Zinios,
joudziai, nuostatos, reikalingos komandos
nariams atlikti specifine jiems skirtg uZduotj
(profesinés kompetencijos);

2)  komandinio darbo kompetencijos individua-
liu lygmeniu — zinios, jgudziai, nuostatos,
reikalingos bendrai veiklai komandoje. Sios
kompetencijos yra mobilios, gali bati perke-
liamos j jvairias komandas ir aplinkas (Zi-
nios apie komandinj elgesj, komunikacijos,
sprendimy priémimo, tarpasmeniniy santy-
kiy jgldziai, pozityvios nuostatos j koman-
dinj darba, kolektyviné orientacija);

3) komandinio darbo kompetencijos komandos
lygmeniu — specifinés zZinios, jgudziai, nuo-
statos, reikalingos tam tikrai komandai spe-
cifinéms uZzduotims atlikti (Zinios apie ko-
mandos nariy vaidmenis, atsakomybes ar jy
specifines charakterio savybes).

Individualiosios kompetencijos negali
bati atsiejamos nuo individualiyjy komandinio
darbo kompetencijy. Teoringje komandinio darbo
kompetencijy analizéje tikslinga atskleisti bendro-
sios pasidalytos komandos kompetencijos koncep-
to samprata, laikantis komandinio darbo kompe-
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tencijy skirstymo individualiuoju ir komandos
lygmenimis.

Bendrai pasidalyta komandos kompeten-
cija: individualusis lygmuo. Komandinio darbo
elementy pasiskirstymas individualiyjy komandi-
nio darbo kompetencijy struktaroje (Zinios, gebé-
jimai, nuostatos, vertybes) iSrySkéja apibendrinus
jvairiy autoriy pateikiamus komandinio darbo
kompetencijy aidkinimus (Baker et al., 2005; Taa-
tila, 2004; Salas, cit. ZydZitnaité, 2005; Pretis,
2006). Autoriai iSskiria individualigsias Zinias,
reikalingas komandiniame darbe, kurias galima
suskirstyti j: komandinio darbo (komandinio dar-
bo procesai; komandos misija, tikslai, normos,
iStekliai; specifinés funkcijos komandoje; asmeni-
niai jsipareigojimai, susije su komandos tikslais);
komunikacijos (komunikacija, keitimasis infor-
macija tarp komandos nariy); tarpusavio santykiy
(tarpusavio sgveikos; pagalbos komandos nariams
teikimas; saves ir Kity paZinimas; tarpusavio konf-
likty sprendimas); administravimo / koordinavimo
(veiklos planavimas; komandos veiklos kokybés
vertinimas; dalijimosi uzdaviniais procesas; stra-
teginis klaidy vertinimas); sprendimy priémimo
(sprendimo priemimo badai); profesines.

Individualieji komandinio darbo gebéji-
mai galéty bati skirstomi j: komunikacijos (aiSkus
informacijos pateikimas; efektyvus klausymas;
klausimy pateikimas; atviras dalijimasis idejomis;
visy nariy komunikavimas; naudojimasis jrody-
mais grjsta informacija), tarpusavio santykiy (dar-
bo pasidalijimas; bendro sprendimo ieSkojimas;
skirtingy bady darbui atlikti svarstymas; diskusijy
valdymas; tarpusavio paramos teikimas; bendra-
vimas; veiksmy derinimas; konflikty sprendimas),
administravimo / koordinavimo (gebéjimas kurti
ir vykdyti tiriamajj projekta; bendros veiklos ko-
ordinavimas; lyderiavimas komandoje; strategijy
numatymas; komandos vidaus istekliy skirstymas;
uzduociy skirstymas; grjztamojo rysio teikimas),
sprendimy priémimo (komandiniy sprendimy pri-
émimas; situacijy vertinimas), profesinius gebeji-
mus (moksliniy tyrimy duomeny taikymas darbe;
karybiSkumas; profesinés praktikos derinimas su
Seimy jsitikinimais; konfidencialumas — Seimos
duomeny apsauga; atvirumas pokyciams).

Individualiosios asmeninés savybés, nuo-
statos, vertybés, reikalingos komandiniame darbe:
komandinio darbo (komandos moralés laikymasis;
kolektyviné orientacija; pasidalyta komandos vizi-
ja; nariy sutelktumas; motyvacija dirbti komando-
je; tikéjimas komandinio darbo svarba; nuolatinis
mokymasis ir tobuléjimas komandoje; savireflek-
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sija; lankstumas; aktyvumas) bei tarpusavio san-
tykiy (tarpusavio pasitikéjimas; pagarba; atsakin-
gumas; kruopStumas ir kt.).

Bendrai pasidalyta komandos kompeten-
cija: komandos lygmuo. Bendroji pasidalyta ko-
mandos kompetencija apima komandos veiklos
pobldj, gebéjimg bendrai veikti, bendrus moty-
vus, zinias (Ellstrom, 1992, cit. Fredden, Nillon,
2003) ir yra nusakoma lyderiavimo, administra-
vimo gebéjimais, bendrais specifiniais profesiniais
jgadziais ir Ziniomis, tarpasmeniniais gebéjimais,
asmeniniy charakteristiky derinimu (Mahmoodi,
King, cit. Zydzianaité, 2005). Lambert (2007)
iSskiria kolektyvinés komandos kompetencijos
komponentus: 1) jgalinimas — efektyvi komunika-
cija, resursy ir veiksmy sutelktumas, atvirumas
pokyCiams, efektyvus kirybiSkas problemy
sprendimas, pasidalytas, bendras situacijos supra-
timas, specialisty skatinimas tobuléti; 2) orientaci-
ja J isteklius ir jy panaudojimg — akcentuojamas
pasidalytas supratimas apie atliekamg uZduotj,
bendras supratimas apie organizacijg, tikslus,
struktdra, stipriyjy ir silpnyjy komandos sriciy ir
nariy paZinimas; 3) glaudumas — emociné branda,
empatija vienas kitam, atvirumas, sgziningumas,
konfidencialumas, diskusijos apie tobulintinus
dalykus, sutelktumas; 4) motyvavimas — kolekty-
viné atsakomybeé, jsipareigojimas pasidalytoje
veikloje, tikejimas komandos verte, dalijimasis
pozityvia kritika.

Organizacinés kompetencijos savybés, su-
sijusios su organizacijos struktlra (Taatila, 2004),
yra laikomos kompetencijos charakteristikomis
komandos lygmeniu: 1) darbuotojy vaidmenys, 2)
principai, kuriais grindziama organizacijos veikla,
3) nustatyti procesai, kuriais kuriama organizaciné
kompetencija, 4) kultlra — psichosocialiniai jpro-
Ciai, darbo praktika, realizuojama intuityviai vei-
kiant, 5) tikrosios vertybés (ne formaliai apibréz-
tos), 6) atmosfera, t. y. paslépta organizacijos nuo-
taika, 7) darbo praktika, apibréziama paciy dar-
buotojy, 8) tarpusavio pasitikéjimo lygis, interak-
cijos badai, veiksmai, 9) pasidalytos (angl. sha-
red) Zinios, taikomos praktikoje, 10) kolektyvinés
Zinios — individualios tarpusavyje pasidalytos Zi-
nios, kuriy laikomasi praktikoje, 11) veiklos koor-
dinavimo praktika, 12) organizacijos mokymasis,
13) informacijos sistemos, t.y. bldai, kuriais in-
formacija dalijamasi organizacijoje, 14) palankios
darbui (fizinés, psichologinés, socialinés, masty-
mo) aplinkos kidrimas. Remiantis Margerison
(2001) teigimu, komandos kompetencijos turinj
galima papildyti ir Sais komponentais: informaci-
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jos surinkimo ir perteikimo, naujy idejy karimo ir
eksperimentavimo, galimybiy iSnaudojimo, naujy
pozidriy taikymo / jvertinimo, veiklos procesy
numatymo, skirstymo, rezultatyvumo, kontrolés,
standarty laikymosi, koordinacijos, visy kompo-
nenty integracijos.

Pateikti komandos kompetencijos aiSki-
nimai (ne)tiesiogiai akcentuoja Siuos komponen-
tus: pasidalytas supratimas (apie tikslus, vertybes,
lukesCius, atsakomybes); problemy sprendimo
procesas (komunikacija, resursy sutelkimas, pro-
blemy sprendimas ir sprendimy priémimas); mo-
kymosi aplinka (mokymasis, dalijimasis Ziniomis
ir naujy Ziniy karimas, kokybés vadyba); pozity-
vus psichologinis klimatas; pasidalyta lyderysté;
koordinavimas.

Daug démesio komandos kompetencijos
tyrimams skiria edukologijos, vadybos ir psicho-
logijos mokslai. Taatila (2004) apZvelgia teorijas,
leidZianCias analizuoti organizacijos kompetenci-
ja: organizacijos mokymosi teorija, aiSkinanti,
kokiais bildais organizacijos mokosi; Zmogiskuyjy
iStekliy valdymo teorija, kuri kolektyvine sékme
pagrindZia per santykius ir skiriamg démesj pasi-
dalytiems darbo metodams, komandos poZil-
riams; Ziniy vadybos teorija, kuri organizacijos
darbg aiskina, kaip Ziniy karimo, valdymo ir kai-
tos organizacijoje procesa. Brown ir kt. (1989),
Laister, Koubek (2001) teigimu, iSplitusio zinoji-
mo teorija aidkina, jog Zinojimas yra plétojamas
ne individualiai, bet grindZiamas organizacijos
nariy atmintimi, faktais, Ziniomis tam tikroje ap-
linkoje. Sis pozidris jungia individy, artefakty
(reikalavimy) ir aplinkos faktorius.

Komandos kompetencijos konceptas gali
bati aiSkinamas jvairiais aspektais, priklausomai
nuo teorinio metodologinio pozidrio, konteksto ir
tyrimo tikslo. Siame straipsnyje bendroji pasidaly-
ta komandos kompetencija siejama su siekiu at-
skleisti komandos kompetencijos plétojimo prie-
laidas, grindZiamas komandinio darbo procesais,
aktualiais specifiniame kontekste, t.y. tenkinant
ankstyvojo amziaus vaiky specialiuosius poreikius
ir teikiant pagalba Seimoms.

Komandos kompetencijos plétojimo
prielaidos. 15rySkéjes bendrosios pasidalytos ko-
mandos kompetencijos turinys leidzia isskirti pro-
cesus, skatinanCius komandinio darbo kokybe: a)
bendradarbiavimo kultiros karimas (Kepalaite,
2005; Laister, Koubek, 2001; RusSkus, Mazeikis,
2007; AliSauskiené, Miltenieng, 2004); b) efektyvi
profesiné raida (Guskey, 2000; Friedman, Phil-
lips, 2004; Hopkins et al., 1998); c) edukacinés
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aplinkos kdrimas (Wade, 2003; Bossche et al.,
2006; Juceviciené, 2007).

Bendradarbiavimo  kultdros kdrimas.
Bendradarbiavimo kultlros prigimtis yra savaimi-
né (Hopkins et al., 1998), kai bendradarbiavimo
santykius lemia bendruomené, veiklos specifika.
Efektyvaus bendradarbiavimo kultdra formuojasi
savanoriskos, skatinancios tobuléti veiklos pa-
grindu. Skirtingy profesijy Zmoniy derinys ko-
mandoje daro jtakg jos veiklos rezultatams. Ko-
munikavimui tarp komandos nariy reikia bendro
supratimo, bendry reikSmiy ir bendros kalbos var-
tojimo (Chmiel, 2005). Efektyvus bendradarbia-
vimas suprantamas kaip komandos nariy tarpusa-
vio santykiy (socialiniy veiksniy) ir Ziniy karimo
(kognityviyjy veiksniy) saveikos rezultatas, le-
miantis bendrg pasidalyta supratimg ir problemy
sprendimg komandoje (Bossche et al., 2006). Ben-
dras pasidalytas Zinojimas sukuria kontekstg
veiksmingam problemy sprendimui: 1) sudaro
galimybe mokytis i$ kity, lyginant jvairius poZia-
rius, nuomones, priimant pagrjstus alternatyvius
poZidrius; 2) skatina koordinuoti veiksmus, uztik-
rina visy nariy dalyvavimg, sprendzZiant proble-
mas; 3) skatina karybiskai spresti problemas, atsi-
zvelgiant | alternatyvias galimybes, argumentus
(Bossche et al., 2006).

Bendradarbiavimo kultdra ankstyvaja pa-
galbg teikianCiy specialisty komandoje uZtikrina
kooperacijg tarp specialisty (kaip teoriniy Ziniy
eksperty) ir su tévais (kaip vaiko kasdienio gyve-
nimo eksperty), kuriy vaikams reikia pagalbos.
Kooperacija laikoma esminiu ankstyvaja pagalbg
teikianCios komandos veiklos principu (AliSaus-
kieng, 2005).

Praktikoje tevai dar néra lygiaverciai, ak-
tyvls komandos nariai. Kaip rodo atlikti tyrimai
(AliSauskiené, Milteniené, 2004), specialistai tik
iS dalies linke bendradarbiauti su tevais, tevai retai
jtraukiami j bendrg komandos veikla, triksta veik-
los organizavimo lankstumo, atsizvelgiant j vaiko
ir Seimos poreikius. Tyrimo duomenys (AliSaus-
kiene, 2005) rodo, jog specialistai siekia kartu su
tévais ieSkoti galimy bendradarbiavimo bady.
ISskirti tokie komandos nariy bendradarbiavimo
teorinio modelio, teikiant ankstyvajg pagalba,
kriterijai: Seimos jgalinimas bei individualumo
pripazinimas, keitimasis informacija, bendras pro-
blemos sprendimas, pozityvumas, konkretumas,
empatija, kalbos paprastumas, specialisty koman-
dos santykiy stabilumas, komandos veiklos orga-
nizavimas. Vieni svarbiausiy bendradarbiavimo su
Seima modelio karimo elementy yra specialisty ir
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tévy edukacija, kompleksiskas ir bendras proble-
my sprendimas bei pokyc€iy siekimas (AliSauskie-
né, 2005). Apskritai bendradarbiavimo kultdra
komandoje gali egzistuoti tuomet, kai visi jos na-
riai yra aktyvas dalyviai, kurie dalijasi savo patir-
timi ir kompetencijomis.

Veiksminga profesiné raida. Tolesnés
pedagogy ir specialisty profesinés raidos esmé
siejama su Ziniy, jgadZiy ir nuostaty koordinavi-
mu, grjstu savikontrole, atsakomybe, reflektyviaja
praktika ir mokymusi (Friedman, Phillips, 2004).
Profesiné raida (interprofesinése komandose, tei-
kianCiose ankstyvaja pagalba vaikui ir Seimai) yra
sisteminis procesas, kuriuo siekiama ilgalaikiy
pokyCiy visuose organizacijos lygmenyse. Profe-
sinis tobuléjimas sisteminiu poZilriu vertinamas
ne tik kaip individo tobuléjimas, bet ir kaip orga-
nizacijos gebéjimo spresti problemas ir vykdyti
pokycCius komandoje plétojimas (Guskey, 2000).
Profesinis tobuléjimas turi biti planuojamas, kai
numatomi, tikslinami ir tenkinami individualGs
darbuotojy poreikiai visos institucijos kontekste
(Hopkins et al., 1998). Kompetencijos plétojimas
komandoje skatina naujas Zinias, jgudzius, gebé-
jimus perkelti j veikianCig sistemg ir taikyti konk-
reCiomis sglygomis. Testinio tobuléjimo procesas
kuria komandoje kognityvinius, su darbu susiju-
sius elgsenos pokycius, kurie rodo, jog komandi-
nis darbas realizuojamas nuolatiniy pokyciy kon-
tekste (Friedman, Phillips, 2004).

Lietuvoje, kaip ir daugelyje kity Europos
Saliy, kol kas néra ankstyvajg pagalbg vaikams
teikianCiy specialisty rengimo ar Siy specialisty
profesinio tobulinimo sistemos, todél dauguma
specialisty, teikianciy ankstyvajg pagalba vaikui ir
Seimai, neturi tinkamo specializuoto pasirengimo
dirbti su ankstyvojo amZiaus vaikais (AliSauskie-
né, Milteniené, 2004). BesikeiCiantys praktikos
prioritetai (Seimy dalyvavimas priimant sprendi-
mus, jy jgalinimas, orientacija j Seimos poreikius
bei l0kescius, socialinés pagalbos vaikui ir Seimai
teikimas) lemia specialisty profesinio rengimo
turinio pokycius, siekiant ne tik jgyti konkrecios
profesinés srities kompetencijy, bet ir dalytis tu-
rimomis kompetencijomis komandoje. Tyrimy
rezultatai (AliSauskiené, Cegyté, 2008) rodo, jog
specialistai daugiausiai turi jgije specialiyjy kom-
petencijy (susijusiy su profesinés srities veiklos
turiniu), taCiau stokojama bendryjy kompetencijy
(komunikacijos, informacijos valdymo, bendra-
darbiavimo, tiriamosios veiklos, organizacijos
tobulinimo, pokyciy valdymo), taip pat svarbiy
ankstyvosios intervencijos praktikoje kompetenci-
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juy. Siame kontekste efektyvi profesing raida verti-
nama kaip reflektyviosios praktikos procesas,
skatinantis kognityvinius (mastymo modeliy),
darbo (veiksmy atlikimo) elgsenos pokycCius bei
mokymosi poreikius bei leidzZiantis identifikuoti
pokyciy sritis ankstyvajg pagalbg vaikui ir Seimai
teikianCiy komandos nariy (specialisty, Seimy,
vaiky) situacijoje.

Mokymosi aplinkos karimas. Kompeten-
cija glaudziai susijusi su aplinka, kurioje ji reali-
zuojama. Viena vertus, komandos kultdra lemia
jos nariy kompetencijy plétote, kita vertus, nariy
turimos kompetencijos veikia komandos kultdros
raiSka. Mokymosi kultira komandoje apibréZiama
kaip jos nariy testinis kompetencijy plétojimas,
siekiant laukiamy rezultaty, ugdant naujas masty-
mo strategijas, nuolat mokantis i$ patirties, skati-
nant komandos nariy mokymasi vieniems i3 kity,
taikant Zinias jvairiose praktikos situacijose
(Wade, 2003). Mokymaosi aplinka yra vieta, kurio-
je Zmonés bendradarbiauja ir, pasinaudodami tu-
rimais iStekliais, ieSko geriausiy problemos spren-
dimo bady (Lipinskieng, 2002). Tokioje aplinkoje
nustatomi mokymosi tikslai ir poreikiai, naudoja-
mos ir jvertinamos visos potencialios priemones ir
iStekliai, generuojamos ir tikrinamos hipotezés,
plétojami reikalingi jgadZiai. Komandos moky-
mosi aplinkoje komandos nariai iSmoksta kritiskai
vertinti savo ir kity nariy kompetencijas, mokosi
i$ patirties, reflektuoja veiklg (ZydzZidnaite, 2005).
Edukaciné aplinka suprantama, kaip informacijos
ir veiklos erdvé komunikacijos procese, kuri jga-
lina asmenis veikti ne tik tam tikru momentu, bet
ir ruoSiantis nenumatytoms ateities situacijoms
(Lipinskiené, 2002; Jucevicieng, 2007).

Mokymasis darbo vietoje yra aiSkinamas
situacinio mokymosi teorijos, iSplétotos Lave,
Wenger (1998). Si teorija krypsta nuo individua-
liojo mokymosi link bendruomenés mokymaosi ir
akcentuoja, jog mokymasis yra integralus ir neat-
skiriamas praktikos aspektas (Day, 2006).

Mokymosi aplinka, kuriama komandoje,
gali bati apibadinama bendru komandos nariy
raidos procesu, atliekant profesines uZduotis,
sprendZiant aktualias problemas tam tikrose prak-
tikos bendruomenése (kuriose siekiama bendro
visy nariy jsitraukimo j veiklas, laikantis savito
supratimo apie praktikos prioritetus ir funkcijas).
Mokymosi aplinka komandose gali bati laikoma
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svarbia prielaida bendrosios pasidalytos koman-
dos kompetencijos plétojimui.

Komandos raida. Visos Sios komandos
kompetencijos plétojimo prielaidos yra tiesiogiai
susijusios su komandos raidos perspektyvomis.
Apibendrinant jvairias komandos raidai badingas
fazes (formavimosi, performavimo, koordinavi-
mo, formalizavimo, brandos), siekiant komandi-
nio darbo efektyvumo, pazymimos dvi svarbiau-
sios: narystés ir kompetencijos. Narystés fazéje
siekiama visy nariy identifikacijos su grupe. Ko-
mandos kompetencijos fazéje pazjstami nariy ir
komandos poreikiai, veikiama iSnaudojant turimus
resursus, jauCiama Kkolektyviné energija atliekant
uZduotis, tarpusavio pasitikéjimas, pasitenkinimas
sékmingai atliktos uZzduoties rezultatais (Bushe,
Coetzer, 2007). Komandos raidos kriterijais lai-
koma savirefleksija, racionalumas, galia veikti,
identitetas su komanda (Bushe, Coetzer, 2007).
Komandos branda pasiekiama, kai atvirai keiCia-
masi informacija, kartu kuriamos komandos darbo
ir veiklos normos, apibréziami funkciniai vaidme-
nys, atsizvelgiant j komandos poreikius bei nariy
kompetencijas, nuostatas, prisiimama atsakomybe,
nustatomos veiklos kryptys, jauCiamas nariy su-
telktumas (Barvydiené, Kasiulis, 2001; ZydZitnai-
té, 2005; ir kt.). Komandy raidos modeliuose is-
skiriamos brandzios komandos savybés (Bushe,
Coetzer, 2007), tokios kaip: pasirengimas kalbeti
apie viduje kylancias problemas; j tikslg orientuo-
tas elgesys; sékmingai pritaikomi jvairds gebéji-
mai; aiSkus identitetas su komanda ir atvirumas
pokyciams.

Komandos raida bendradarbiaujant ko-
mandos nariams mokymosi erdvéje ir siekiant
efektyvios profesinés raidos kuria salygas bendra-
jai pasidalytai komandos kompetencijai ir jrodo
komandos branda.

Teorinis bendrosios pasidalytos ko-
mandos kompetencijos modelis. Remiantis teo-
riniy Saltiniy analize, laikantis konstruktyvistinio
pozidrio j kompetencijos koncepto apibréztj bei
pasidalyto supratimo poziario j komandos kompe-
tencijos plétojima, autoriy konstruojamas teorinis
bendrosios pasidalytos komandos kompetencijos
modelis. Teorinis modelis, priklausomai nuo rea-
lios komandos situacijos, gali bati plétojamas (1

pav.).
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Individualusis lygmuo

Komandos lygmuo

Individualiosios profesinés kompetencijos
(susijusios su profesija, funkcijomis komandoje)

<5

Bendroji pasidalyta komandos kompetencija

(auksto lygmens komandos gebéjimas spresti problemas
kompleksinése ir kintanCiose situacijose, veikiant kartu (sie-
kiant bendry tiksly, generuojamy komandoje, aktyviai daly-
vaujant sprendimy priémimo procesuose)

Zinios Gebéjimai Nuostatos

1T

il

Individualiosios komandinio darbo kompe-
tencijos (susijusios su komandiniu darbu):
komandinis darbas, komunikacija, tarpasmeni-
niai santykiai, administravimas / koordinavi-
mas, sprendimy priémimas ir kt.

Komandos raida — veiksmingas komandinis darbas
(aiSkds prioritetai ir veiklos strategijos, atviras problemy sprendi-
mas, komandos savirefleksija, kokybés vadyba, pozityvus psicholo-

ginis klimatas)

4
Pl

Bendradarbia-
vimo kultdros
kdrimas
(pasidalytas pro-
blemos suprati-
mas, sutelkiant

N—V
Veiksminga
profesiné raida
(reflektyvi prakti-
ka, sisteminis
poZzidris — raida,
apimanti visus

Mokymaosi ap-
linkos kdrimas
(situacinis mo-
kymasis, moky-
masis bendradar-
biaujant, komuni-

kompetencijy organizacijos kacija)
jvairove) veiklos lygmenis
ir narius)
| | | | | |

Bendri procesai, susije su pasidalytu problemos sprendimu

1T

Kompetencijos plétojimo prielaidos

Pasidalytas supratimas

1 pav. Teorinis komandos kompetencijos ir jos plétojimo modelis

Individualiosios komandos kompetencijos
bei kiti veiksniai (bendradarbiavimo kultdros,
profesinés raidos ir mokymosi aplinkos) yra svar-
bis kuriant bendrai pasidalytg supratima, kuris
laikomas bendrosios pasidalytos kompetencijos
plétojimo bei komandos brandos prielaida vei-
kiant praktikos bendruomenése.

Empirinio tyrimo rezultaty analizé

Remiantis skirtingose komandose (anks-
tyvosios reabilitacijos tarnybose, pedagoginése
psichologinése tarnybose, vaiky lopSeliuose / dar-
Zeliuose) dirbanciy specialisty vertinimu, iSskir-
tos, specialisty nuomone, svarbiausios kompeten-
cijos, reikalingos dirbant komandoje.

Tyrimo imtis ir metodai. Apklausa rastu
(taikant atviro tipo klausimyng) atlikta 2008 m.
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spalio — gruodZio mén. Apklausoje dalyvavo 29
specialistai i$ 6 komandy (ankstyvosios reabilita-
cijos tarnyby (ART), pedagoginiy psichologiniy
tarnyby (PPT), ikimokyklinio ugdymo jstaigy
(VLD)).

Atlikta kokybiné turinio analizé, leidZianti
identifikuoti komandy, tenkinanciy vaiky specia-
liuosius poreikius skirtingose edukacinése aplin-
kose, komandinio darbo kompetencijy lygmenis
(individualiosios profesines, individualiosios ko-
mandinio darbo, bendrosios pasidalytos komandos
kompetencijos). Lygmenys iSskirti remiantis turi-
niu, pateiktu teoriniame komandos kompetencijos
modelyje (zr. 1 pav.).

Ankstyvosios reabilitacijos tarnyby ko-
mandy (N = 2) specialistai (N = 8) iSskyré, jy ma-
nymu, butiniausias ankstyvosios pagalbos koman-
dos specialisty kompetencijas (1 lentelé).
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1 lentelé

Svarbiausios kompetencijos dirbant komandoje
(ankstyvosios reabilitacijos tarnyby specialisty nuomone)

Zinios

Gebéjimai / jgudziai

‘ Asmenineés charakteristikos

Individualiosios profesinés kompetencijos

Savo darbo srities (3); vaiky rai-
da (2), pagalbos badai (2), darbo
etika (2)

Tarpusavio santykiai: bendravi-
mas (psichologinés Zinios) (3)

Teoriniy Ziniy taikymo praktikoje (3); naujy
metody taikymo (1)

Karybiskumas (1);
veiksmy nuoseklumas (1)

Individualiosios komandinio darbo kompetencijos

Komandinio darbo: darbo komandoje (2); Ko-
munikacijos: nuomonés issakymo (2); isklau-
symo (1); informacijos apibendrinimo (1);

Susijusios su komandiniu darbu: savi-
kontrolé (3), atsakingumas (2)
Susijusios su tarpusavio santykiais:

Tarpusavio santykiy: bendravimo (2)

nuoSirdumas (3); empatija (2)

Bendroji komandos kompetencija

Bendri procesai: bendradarbiavimas (2)

ART specialisty iSskirtos kompetencijos
rodo, jog daugiausia démesio komandoje skiriama
profesinems kompetencijoms bei individualio-
sioms komandinio darbo kompetencijoms. Jy ma-
nymu, svarbiausios yra tarpusavio santykiy (nuo-
Sirdaus bendravimo, empatijos) ir komunikacijos
kompetencijos (nuomoniy iSsakymo, iSklausymo).

Dalies specialisty i3skiriamas bendradarbiavimo
proceso aktualumas pazymi vieng iS bendrosios
komandos kompetencijos prielaidy.
Pedagoginiy  psichologiniy  tarnyby
(N =2) specialistai (N =9) iSskyré batiniausias
zinias, gebéjimus bei asmenines savybes, svarbias
darbui komandoje (2 lentele).
2 lentele

Svarbiausios kompetencijos dirbant komandoje
(pedagoginiy psichologiniy tarnyby specialisty nuomoné)

Zinios ‘

Gebéjimai / jgudziai

Asmeninés charakteristikos

Individualiosios profesinés kompetencijos

Specialusis ugdymas (2); specialiyjy ug-
dymosi poreikiy paZinimas (1); ugdymo

programy rengimas, derinant ugdymo tu-
rinj, metodus (1); vaiky raidos ypatumai

(2); sutrikimy grupés (2); pagalbos teiki-
mas (1); savo darbo srities (3); susijusios
sritys (1); Svietimo jstatymai (2)

Konfidencialumo laikymosi (1); vaiky
specialiyjy poreikiy nustatymo (1); tévy /
pedagogy konsultavimo, informacijos
perteikimo, rekomendacijy rengimo (4)

KarybisSkumas (2)

Individualiosios komandinio darbo kompetencijos

Tarpusavio santykiai: bendravimas su
komandos nariais (2)

)

Komunikacijos: argumentavimo (1); kity
iSklausymo (2); Tarpusavio santykiy:
tarpusavio konflikty sprendimo (1); ben-
dravimo (5); Administravimo / koordina-
vimo: apibrézty funkcijy atlikimo (1);
strategijy numatymo (3); organizuotumo

Susijusios su komandiniu darbu:
lankstumas (3), atsakomybé (2); jsi-
pareigojimai (1), aktyvumas (1);
konkretumas (1); jzvalgumas (1);
Susijusios su tarpusavio santykiais:
pasitikéjimas (3); tolerancija (3);
nuoSirdumas (1); saZziningumas (1);
empatiSkumas (3); pagarba kitiems
(3); geranoriskumas (1)

Bendroji komandos kompetencija

Bendri procesai: bendradarbiavimas (7); bendro tikslo siekimas (2)
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PPT specialistai taip pat linke svarbiau-
siomis laikyti profesines bei individualigsias ko-
mandinio darbo kompetencijas. ISrySkinamos tar-
pusavio santykiy (bendravimas, konflikty spren-
dimas, pasitikéjimas, tolerancija, tarpusavio pa-
garba) kompetencijos ir administravimo / koordi-
navimo kompetencijos (strategijy numatymas,
organizuotumas, lankstumas, atsakingas funkcijy
atlikimas). PPT specialistai, daZniau nei ART

komandy nariai, akcentuoja bendradarbiavimo bei
bendro tikslo siekimo svarbg (bendrosios pasida-
Iytos komandos kompetencijos elementai).

Ikimokyklinese ugdymo jstaigose veikian-
¢iy komandy (N =2) pedagogai ir specialistai
(N =12) isskyré Sias batiniausias Zinias, gebéji-
mus, asmenines savybes (3 lentelé).

3 lentelé

Svarbiausios kompetencijos dirbant komandoje
(vaiky lopseliy / darZeliy specialisty nuomong)

Zinios |

Savo darho srities (3); vaiko raidos verti-
nimas (3); vaiko raida (3); pedagogika
(5); raidos sutrikimai (2); intervencijos
metodai (2); specialisty ir Seimos santy-
kiai, bendravimo stilius (2); aplinkos jtaka
vaiko raidai (1)

Gebéjimai / jgadziai \
Individualiosios profesinés kompetencijos

Ziniy taikymo praktikoje (2); ugdymo
(1); vaiko raidos vertinimo (1)

Asmenineés charakteristikos

SavikritiSkumas (2); pareigingu-
mas (1); kruopStumas (2); darbs-
tumas (1); karybiskumas (5).

Individualiosios komandinio darbo kompetencijos

Administravimo / koordinavimo: darbo
organizavimo (2);

Susijusios su komandiniu darbu:
atsakingumas (8); savarankisku-

Komandinis darbas: kity komandos nariy
veikla ir jos kryptys, funkcijos (4);
Tarpusavio santykiai: konflikty valdymas,
jy prevencija (2); bendravimas (5)

Komunikacijos: nuomonés teorinio pa-
grindimo (1); iSklausymo (3); keitimosi
informacija (Ziniomis ir patirtimi) (4);
Tarpusavio santykiy: bendravimo koman-
doje (4); vienas kito supratimo (1);
Sprendimy priémimo: situacijy analizés,
vertinimo (5); sprendimy priémimo (2)

mas (1); tobuléjimas, inovatyvu-
mas (2);

Susijusios su tarpusavio santy-
kiais: atvirumas (2); tolerantiSku-
mas (5); nuoSirdumas (3); pagarba
(2); pasitikéjimas (1); paprastumas

@

Bendroji komandos kompetencija

Bendri procesai: nariy sutelktumas (1); bendradarbiavimas (4); komandinés atsakomybés laikymasis (2)

VLD darbuotojy nuomone, svarbiausios —
profesines bei individualiosios komandinio darbo
kompetencijos. Jy manymu, reikSmingiausios tar-
pusavio santykiy (bendravimas, konflikty valdy-
mas, tolerantiSkumas), komunikacijos (keitimasis
informacija, iSklausymas), sprendimy priémimo
(situacijy analizé ir vertinimas, atsakingumas,
sprendimy priémimas) kompetencijos. Dalis spe-
cialisty akcentuoja ir bendradarbiavimo, koman-
dinés atsakomybés laikymosi bei nariy sutelktumo
reikSme komandos darbe (bendrosios pasidalytos
komandos kompetencijos komponentai).

Visose komandose reikSmingiausiomis is-
skiriamos individualiosios profesinés kompetenci-
jos, susijusios su: vaiko raidos paZinimu bei verti-
nimu, Ziniomis apie raidos sutrikimy grupes, spe-
cialiosios pedagoginés pagalbos teikimo badus,
specialisty ir Seimos santykiais.
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Apklausos duomenys parodé, jog specia-
listai, dirbantys interprofesinése komandose, itin
vertina profesines kompetencijas, komandos nariy
tarpusavio santykius, komunikacijg bei administ-
racinius gebéjimus. Dazniau iSrySkinamos indivi-
dualiosios komandinio darbo kompetencijos nei
bendroji pasidalyta komandos kompetencija.

Atlikta koncepto teoriné analizé bei Zval-
gomojo tyrimo rezultatai leidzia manyti, kad spe-
cialistai, dirbantys interprofesinése komandose,
turéty bati jtraukiami j bendrosios pasidalytos
kompetencijos karimg, siekiant teikti pagalbg pa-
ZeidZiamiems asmenims, t. y. ankstyvojo amziaus
vaikams ir jy Seimoms, patirian¢ioms jvairiy sun-
kumy. Bendroji pasidalyta komandos kompetenci-
ja laikoma veiksmingo komandinio darbo prielai-
da, palaikanCia tam tikrg komandos kultlirg bei
edukacine specialisty ir Seimy aplinka.
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ISvados

Teoriniy Saltiniy analizé leidzZia teigti, kad
kompetencijos konceptas apibréZiamas kaip
praktinés veiklos tobulinimas, lemiantis
sekminga darbo rezultatg konkreCiame pro-
fesiniame kontekste ir leidZiantis specialis-
tams veikti nenumatytose sudetingose situa-
cijose. Apibréziant kompetencijg svarbi sg-
voky, kuriomis atskleidZiama jos struktdra
bei turinys, apibréZtis. Remiantis konstruk-
tyvistiniu pozidriu, kompetencijos apibréz-
tis grindZiama ja taikanciy specialisty ben-
dru supratimu, tikslais, kontekstu.
Interprofesinése komandose, tenkinanciose
ankstyvuosius vaiky specialiuosius ugdy-
mosi poreikius bei teikianCiose pagalbg
Seimai, bendroji pasidalyta komandos kom-
petencija pristatoma, kaip turinti didele
reikSme profesinei praktikai. Bendroji pasi-
dalyta komandos kompetencija — auk3cCiau-
sio lygmens kompetencija, kurios struktdro-
je dera individualiosios komandos nariy
profesinés ir komandinio darbo kompetenci-
jos. Bendrajai pasidalytai komandos kompe-
tencijai badingos tokios charakteristikos:
auksta kiekvieno specialisto ir bendra kvali-
fikacija, asmenybés bruoZai, vadybos srities
kompetencija, nuolatinis mokymasis vienas
iS kito, aukSta komandos veiklos kultlra.
Bendroji pasidalyta kompetencija komandos
lygmeniu aiSkinama laikantis sisteminio po-
Zidrio ] komandos nariy saveikas, skatinan-
Cias bendrg problemy ir procesy supratimg
komandoje.

Bendroji pasidalyta kompetencija plétojama
bendro komandinio darbo metu ir grindzia-
ma bendru problemy sprendimu: kuriant
bendradarbiavimo kultlirg, siekiant efekty-
vios profesinés raidos, plétojant edukacine
aplinkag ir santykius. Bendroji pasidalyta
kompetencija pasiekiama auk3Ciausio lyg-
mens komandos veiklos, t.y. brandos, lai-
kotarpiu. Bendradarbiavimo kultdra siekia-
ma bendro pasidalyto supratimo apie pro-
blemas bei sutelktumo, veiksmingo resursy
panaudojimo. Tikslinga ir planuojama ko-
mandos nariy profesiné raida uZtikrina po-
kyCius visuose organizacijos veiklos lyg-
menyse ir yra reflektyviosios praktikos pa-
sekmé. Tinkama edukaciné aplinka skatina
komunikacijg ir kuria praktikos bendruo-
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menes, kuriose nariai bendradarbiaudami
darbo vietoje mokosi.

Remiantis specialisty, dirbanciy interprofe-
sinése komandose, tenkinanciose vaiky ir jy
Seimy specialiuosius poreikius, vertinimu,
svarbiausiomis komandiniame darbe laiko-
mos individualiosios profesinés kompeten-
cijos bei individualiosios komandinio darbo
kompetencijos. Bendrajai pasidalytai ko-
mandos kompetencijai badingos charakte-
ristikos minimos retai, nors bendradarbia-
vimo svarbg iSrySkina dauguma responden-

ty.
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The article is based on theoretical study as well as on written survey. The aim of theoretical
analysis to present a theoretical model of the concept of the mutually shared team competence in an
inter-professional team meeting early special needs of child and family and to find out presumptions
of it’s development. The mutually shared team competence is analysed on the basis of the teamwork
processes in a specific context, i. e. meeting special needs of young children and providing support
for their families. The authors stress on different levels of teamwork competences and its develop-
ment, also on mutually shared conception of team members. On the basis of analysed sources, con-
structivist approach towards the definition of the competence and distributed cognition approach to
the development of team competence, the theoretical model of mutually shared team competence has
been constructed. The aim of survey is to reveal professionals’ (working in early childhood interven-
tion - ECI) reflections about competences necessary for teamwork. The empirical survey showed
that individual professional and individual teamwork competences are considered to be most impor-

tant for teamwork.

Keywords: early childhood intervention, inter-professional team, mutually shared compe-

tence, distributed cognition.
Background

Meeting special needs of children and
their families, professionals usually work in
teams. This offers an opportunity for professional
collaboration as well as professional - parent co-
operation, for supporting and supplementing one
another striving for the quality of life of the child
and a family (AliSauskiené, 2005; 2007).

Early multiprofessional support in a team
for the child and the family is provided in differ-
ent institutions. In Lithuania early childhood in-
tervention (ECI) centres, have been established in
1996, where early support is provided®. In educa-
tional settings professionals from different fields
are usually working in cooperation since 2000% as
Special education committee (currently — Child

! Due to demands of organizing principles, description and
rendering of service for children with developmental disor-
ders in early rehabilitation. Order of Health Care Minister in
LT. 2001 12 14. No 728.

2 Due to demands of Special needs committee establishment
in educational institutions. Order of Education and Science
Minister in LT. 2000 08 17. No 1057.
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welfare committee®) by dealing with the issues of
meeting the special educational needs of children.
The teamwork model of pedagogical psychologi-
cal services has been approved in 2003* and speci-
fied in 2011°. In 2011° was developed the order,
which regulates the collaboration at inter-
institutional level and coordination of services
providing support for early age children and their
families.

Teamwork can be based on different prin-
ciples considering to the level of cohesion be-
tween team members. The highest level teams are
characterised by efficient collaboration, trust,

® Due to demands of Child welfare committee creation in
schools and it’s work organisation. Order of Education and
Science Minister in LT. 2011 04 13. No 45-2121.

* Due to demands of pedagogical psychological support
model. Order of Education and Science Minister in LT. 2003
06 25. No 897.

% Due to demands of Pedagogical psychological teams’ work

organisation. Order of Education and Science Minister in LT.
2011 07 28. No 97-460.

® Due to demands of support for pre-school age children and
their families in multiprofessional way, provided by educa-
tion, health and social care services. Order of Education and
Science Minister, Social Security and Labour Minister,
Health Care Minister in LT. 2011 11 04. No. V-2068/Al-
467/V-946.
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support, a balance between community and vari-
ety, participation of all members in problem solv-
ing, openness to novelties, shared responsibilities
and competences, learning, working by adhering
to the common aim, a joint agreement regarding
the role, the mission of the team, coordination of
activities etc. (AliSauskiené, 1998; Dunaway,
Kenney, 2006; Baker, et al, 2005; Zydzidnaite,
2005; Chmiel, 2005).

As current researches shows
(AliSauskiené, 2005, Ruskus, Mazeikis, 2007)
professionals in teamwork practice mostly are
inclined to work and make decisions on individual
level. Therefore in order to work in teams they
need to learn how to act in cooperation, share un-
derstanding of the situation, common interests,
resources, join forces etc. Encouraging the profes-
sional development in teams by analysing and
reflecting upon professional work is considered to
be one of the spheres for improvement of ECI as
well as of other services in LT (AliSauskiené,
2005; 2007). Guralnick (2005), Guralnick, et al
(2007), by singling out the trends of research and
practice to support the child and the family, con-
siders the development of professional training
based on the decision making process as very im-
portant issue in order to guarantee the unity be-
tween the agreed conceptual principles and prac-
tices of services for child and family provision.

Previous research into teamwork was fo-
cused on structural conditions (e.g. composition
and the size, nature of the task etc.). It became
clear, that these factors have a little influence on
the efficacy of teamwork (Dillenbourg, 1996,
Webb, Palincsar, 1996, quoted from Bossche, et
al, 2006) and more attention has to be paid to the
processes within the team, which play a major
role for the teamwork quality.

Problem questions arise: What are the
common criteria for defining the concept of the
competence as the indicator of teamwork effi-
cacy? What conception of the teamwork compe-
tence is offered by the scientific literature? What
determines the development of mutually shared
team competence? What teamwork competences
are emphasised by professionals working in ECI
and similar settings?

The research aim was to construct the
theoretical model of mutually shared team compe-
tence concept as well as to reveal professionals’
reflections about competences necessary for ECI
teams.
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Methods: the study of scientific publica-
tions (35 sources has been reviewed) and written
survey has been applied.

Theoretical analysis

The definition of competence. The con-
cept of competence has been defined differently
by various authors. However, most often the fol-
lowing key qualities are singled out, which can be
included into the definition of competence: it is
practical activities of a high level by continuously
learning and developing, determining successful
outcomes in a professional context and allowing
professionals for acting in unexpected and com-
plex situations (Stoof, et al, 2002; JuceviCiene,
2007; Zydzitnaité, 2005; ZydZitnaité, et al, 2007;
Fredden, Nillson, 2003). Because of variety of
competence concept interpretations, it makes
sense to define its relationship with other con-
cepts: 1) competence as an efficient performance
of an action; 2) competence, in which qualifica-
tion is only a component; 3) competence as per-
sonal qualities necessary to perform an action; 4)
competence as metacognition about one’s own
knowledge, skills and attitudes; 5) competence as
professionalism, a high level activity (Stoof, et al
2002).

In terms of the content of competence, the
following abilities are important: personal control
of one’s activity and behaviour, i.e. an ability to
integrate one’s personal qualities, reactions and
actions (Aramavicidté, MartiSauskieng, 2006), an
ability to perform one’s professional role, to col-
laborate, to communicate in an efficient way, to
critically evaluate and solve conflict situations, to
take an active part in discussions, to coordinate
activities, to think strategically, to plan, to make
decisions, etc. (Zydzinaité, et al, 2007; Stoof, et
al 2002; Fredden, Nillson, 2003). Stoof, et al
(2002) pointed out that whilst defining the content
of competence one has to foresee the interpreta-
tion of competence: 1) a personal characteristic
of people or a characteristic of the performance of
a task and its outcomes; 2) an individual compe-
tence or a mutually shared competence; 3) a com-
petence of a specific function or general profes-
sional competence; 4) a competence with ever
increasing levels of difficulty of experience or a
competence as the highest level of experience to
be achieved; 5) competence to be developed (pro-
fessional knowledge and skills) or a relatively
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developed competence (personal qualities and

values).

Competence is most often described with
regard to external expectations (needs of the work
situation), transferability, assessment opportuni-
ties, links with working environment and human
relationships (contextuality), effective practical
activities (Zydzionaité et al, 2007; Zydzianaite,
2005). When to explain competence as distinctive
conception, description of the situation is neces-
sary and constructivist approach is employed,
which, contrary to the positivist philosophy, don’t
look for an absolute definition. Thus competence
has to be defined through the common under-
standing of people realising it, through the aim of
application and organisational context (Stoof, et
al, 2002).

Levels of teamwork competences.
Teamwork competences can be divided into the
following levels (Baker, et al, 2005):

1) individual competences — knowledge, skills
and attitudes necessary for the team member
to perform a specific task allocated to them
(professional competences);

2)  team competences on the individual level —
knowledge, skills and attitudes necessary
for the generic activities in a team. These
competences are transportable and can be
transferred to various teams and environ-
ments (knowledge about team behaviour,
communication, decision making, interper-
sonal relationship skills, positive attitudes
towards teamwork, collective orientation);

3) team competences on team level — specific
knowledge, skills and attitudes necessary
for a certain team to perform specific tasks
(knowledge about the roles, responsibilities
and specific features of character of the
team members).

Individual professional competences in a
certain sphere cannot be separated from the indi-
vidual teamwork competences. In the theoretical
analysis it was aimed to reveal the concept of mu-
tually shared team competence by dividing it into
the individual and team levels.

Mutually shared team competence: indi-
vidual level. The distribution of the elements of
teamwork in the structure of individual teamwork
competences (knowledge, skills, attitudes and
values) becomes obvious having generalised ex-
planations of teamwork competences provided by
various authors (Baker, et al, 2005; Taatila, 2004;
Salas, quoted from Zydzidnaite, 2005; Pretis,
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2006). The authors point out the individual knowl-
edge, necessary in teamwork, which can be di-
vided into the following: teamwork (teamwork
processes; the mission, aims, norms and resources
of the team; specific functions in team; personal
commitment linked with the aims of team); com-
munication (communication, exchange of infor-
mation among the team members); interpersonal
relationships (interpersonal interaction, provision
of support for team members, knowing oneself
and others, solving interpersonal conflicts); ad-
ministration/coordination  (planning  activities;
assessment of quality of team activities; the shar-
ing task process; strategic assessment of mis-
takes); decision making (ways of decision mak-
ing), and professional knowledge.

Individual teamwork skills can be subdi-
vided into: communication (clear presentation of
information; efficient listening; asking questions;
open interest in various ideas; communication
among all the members; using evidence based
information); interpersonal relationships (division
of work; looking for a common solution; discuss-
ing various ways of performing a task; discussion
management; provision of support to each other;
communication, coordination of activities, conflict
solution); administration/ coordination (an ability
to create and implement a research project; coor-
dination of joint activities; leadership in the team;
foreseeing strategies; division of the internal re-
sources of the team; task allocation; provision of
feedback); decision making (decision making;
evaluation of the situation); professional skills
(application of the research data in work; creativ-
ity; combining professional practice with beliefs
of families; confidentiality — protection of the
data; openness to changes).

Individual personal qualities, attitudes
and values necessary in the teamwork are criti-
cally important as teamwork (pursuance of the
team morals; collective orientation; shared vision
of the team; motivation to work in a team; belief
in the importance of teamwork; constant learning
and development in a team; self-reflection; flexi-
bility; activeness) and interpersonal relationships
(trust in each other, respect; responsibility; accu-
rateness, etc.).

Mutually shared team competence: team
level. Team competence unites the nature of the
activities of the team, an ability to act together,
common motives and knowledge (Ellstrom, 1992,
guoted from Fredden, Nillson, 2003) and is de-
fined through coordination of leadership and ad-
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ministrative abilities, general specific professional
skills and knowledge, interpersonal abilities, per-
sonal characteristics (Mahmoodi, King, quoted
from Zydzitnaité, 2005). Lambert (2007) singles
the following components of the collective team
competence: 1) enabling — an efficient communi-
cation, concentration of resources and actions,
openness to changes, efficient creative solution,
mutually shared understanding of the situation,
stimulation of professional development; 2) re-
sourcing — mutually shared understanding of the
task, a common understanding of the organisation,
its aims, structure, knowing the strengths and
weaknesses of the team and its members; 3) fus-
ing — emotional maturity, empathy towards each
other, openness, honesty, confidentiality, discus-
sion about things to be improved; 4) motivation —
collective responsibility, sharing obligations, be-
lief in the value of the team, sharing positive criti-
cism.

Qualities of competence connected with
the structure of an organisation (Taatila, 2004)
are considered to be the qualities of competence
on the team level: 1) roles of the team members;
2) principles on which the activities of the organi-
sation are based; 3) set processes used to create
organisational competence; 4) culture — psychoso-
cial habits, work practice, implemented by intui-
tive actions; 5) real values (formally not defined),
6) atmosphere, i.e. hidden moods of the organisa-
tion; 7) work practice, as defined by the employ-
ees themselves; 8) the level of trust in each other,
ways of interaction and actions, 9) shared knowl-
edge, applied in practice; 10) collective knowl-
edge — individual mutually shared knowledge,
adhered to in practice; 11) activities coordination
practice; 12) organisational learning; 13) ways to
share information in an organisation; 14) creation
of an environment conductive to work (physical,
psychological, social, intellectual). According to
Margerison (2001), the content of the team com-
petence could be also described by such compo-
nents as information gathering and conveyance,
creation of new ideas and experimenting, use of
opportunities, application of new approaches,
foreseeing the processes, distribution and useful-
ness of activities, adhering to the standards of
control, coordination and integration of all the
components.

The presented concept of the team compe-
tence (in)directly emphasises these components:
shared understandings (aims, values, beliefs, re-
sponsibilities); problem solving processes (com-
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munication, cohesion of resources, problem solv-
ing, decision making); learning environment
(learning, sharing and creating knowledge, quality
management); positive psychological climate;
shared leadership, coordination.

Education, management and psychology
research pay a lot of attention to study team com-
petence. Taatila (2004) reviews the following
theories which are employed to analyse it: an or-
ganisational learning — oriented towards the ways
which organization learns and adapts; human re-
sources management — maintains, that collective
success is sought through relationships and the
main attention is paid to the shared methods of
work and team attitudes; knowledge management
theory, where organisational work is understood
as a process of creating new knowledge, manage-
ment, changes. In Brown, et al., (1989), Laister,
Koubek (2001) considered opinion, distributed
cognition theory, emphasizes that human knowl-
edge and cognition is developed not individually,
but by placing memories, facts, or knowledge on
the objects, individuals and tools in environment
(i. e. people acting in an organisation). This ap-
proach involves coordination between individuals,
artifacts (requirements) and the environment.

The concept of team competence can be
explained in various aspects depending on theo-
retical methodological approach, context and the
aims of research. Theoretical analysis of shared
team competence conception in this study is re-
lated with aiming to disclose presumptions of
team competence development on the basis of
teamwork processes in specific context (meeting
special educational needs of young children and
providing support for their families).

Presumptions of team competence de-
velopment. The revealed content of mutually
shared team competence allows to distinguish the
main processes encouraging teamwork quality: a)
collaborative culture creation (Kepalaité, 2005;
Laister, et al, 2001; Ruskus, et al, 2007;
AliSauskieng, et al, 2004); b) efficient professional
development (Guskey, 2000; Friedman, Phillips,
2004; Hopkins, et al.,1998); c) creation of learn-
ing environment (Wade, 2003; Bossche, et al,
2006; Jucevicieng, 2007).

Collaborative culture creation. The na-
ture of collaboration culture is self-contained
(Hopkins, et al, 1998), when the collaboration
relationships are determined by the community
and the specificity of activities. The culture of
efficient collaboration is formed on the basis of
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voluntary activities, encouraging development.
The combination of professionals from different
fields in a team as it is in ECI makes an impact on
the outcomes of teamwork. To communicate,
team members need a common conception, com-
mon meanings and the use of a common language
(Chmiel, 2005). Efficient collaboration is under-
stood as a result of an interaction between the
interpersonal relationships among the team mem-
bers (social factors) and knowledge creation
(cognitive factors), determining the mutually
shared conception of the problem in a team (Boss-
che, et al, 2006). Mutually shared conception cre-
ates a context for the efficient problem solving:
1) makes it possible to learn from others by com-
paring various opinions, by accepting well-
grounded alternative attitudes; 2) stimulates coor-
dinated actions, ensures participation of all team
members in problem solving; 3) encourages a
creative problem solving with regard to the alter-
native possibilities, arguments etc. (Bossche, et al,
2006).

The collaborative culture in ECI team en-
sures cooperation between the professionals (as
the experts in theoretical knowledge) and the par-
ents (as the experts of everyday life of their child)
whose children need a support. This kind of coop-
eration is viewed as a key principle of the team
providing ECI (AliSauskiené, 2005). In practice,
parents often feel that they are not equal partners
in the team yet. As is demonstrated by the re-
search (AliSauskiené, Milteniené, 2004), profes-
sionals are only inclined to collaborate with par-
ents to a certain degree, parents are seldom in-
cluded into common activities of the team, activi-
ties themselves lack in flexibility in terms of
needs of the child and the family. The research
data (AliSauskieng, 2005) show that professionals
together with parents seeking for collaboration
singled out the following criteria of collaboration
model: empowerment of the family and recogni-
tion of its individuality, information exchange,
mutually shared problem solving, positive atti-
tudes, concreteness, empathy, clarity of language,
stability of the relationships among the profes-
sionals in a team, organisation of the team activi-
ties, etc. One of the key elements in creating the
collaboration with the family is education of par-
ents and professionals, joint problem solving and
striving for agreed changes. In the most general
sense, collaboration culture in a team can be cre-
ated when all members are interactive partners,
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mutually sharing their experiences and compe-
tences.

Efficient professional development. The
nature of teachers’ professional development con-
sists of coordination of knowledge, skills and atti-
tudes, based on self-control, responsibility, reflec-
tive practice and learning (Friedman, Phillips,
2004). Professional development (especially in
inter-professional team as ECI is) is a systematic
process, in which long-term changes are foreseen
on all levels of an organisation. From a systemic
point-of-view, professional development is viewed
not only on individual level, but also as strength-
ening of an ability of an organisation to solve
problems, striving for changes in a team (Guskey,
2000). This can be a planned process of develop-
ment, when individual needs of the employees are
foreseen, adjusted and met within the context of
the whole institution (Hopkins, et al, 1998). The
development of competence in a team stimulates
the transfer of new knowledge, skills and abilities
into the functioning system and their application
under concrete circumstances. The process of con-
tinuous development creates cognitive changes in
behaviour connected with the teamwork, which is
realised in the context of a constant change
(Friedman, Phillips, 2004).

In Lithuania, as well as in many other
European countries, so far there hasn’t been a
system of ECI professional training. That is why
most professionals providing ECI do not have
appropriate  special training  (AliSauskieng,
Milteniene, 2004). The constantly changing pri-
orities in the sphere of practice (participation of
families in decision making, empowerment, focus
on needs and expectations of the child and the
family, provision of social support etc.) determine
changes in the content of training of the profes-
sionals when not only the acquisition of compe-
tences in a particular sphere is sought but also
sharing of these competences in a team. The re-
search results (Alisauskiene, Cegyte, 2008) show
that professionals mostly have special compe-
tences (connected with the content of professional
field), however, they lack general competences
(communication, information management, col-
laboration, research, organisation development,
management of changes etc.), which are important
in ECI practice. In this context the efficient pro-
fessional development is viewed as a process of
reflective practice stimulating cognitive (models
of thinking), working (action performance) behav-
iour changes and learning needs, which has posi-
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tive influence for change of all ECI team mem-
bers’ (professionals, families, children) situation.

Creation of learning environment. Com-
petence is closely connected with the environment
in which it is applied. The team culture deter-
mines the development of competences of its
members; on the other hand, the competences of
the team members influence the expression of the
team culture. Learning culture in a team is defined
as a continuous development of the competences
of its members in striving for the expected results
by developing new strategies of thinking, by con-
stant action learning, by developing systemic
problem solving abilities, by experimenting, by
learning from experience, by encouraging team
members to learn from one another, by applying
new knowledge in practice etc. (Wade, 2003).
Learning environment is a space where people
collaborate and, by using the available resources,
are looking for the best ways of problem solving
(Lipinskiene, 2002). In such environment learning
aims and needs are established, most of potential
means and resources are employed, hypotheses
are generated and adjusted, and necessary skills
are developed; members of the team learn to criti-
cally evaluate their own and others’ competences,
they learn from experience, and reflect upon their
activities (Zydzianaite, 2005). Learning environ-
ment is understood as an information space gained
in the process of communication and empowering
people to act not only at a certain moment but also
in respect of unforeseen future situations (Lip-
inskiené, 2002; Juceviciené, 2007).

Learning in workplace is explained in
situated learning theory, developed by Lave,
Wenger (1998). This theory moves from individ-
ual learning towards the community, emphasising
the view that learning is an integral and insepara-
ble aspect of practice (Day, 2006).

Therefore learning environment created in
team can be described as common development of
team members in carrying out professional tasks,
solving actual problems within particular commu-
nities of practice (which are developed by mutual
members’ engagement in these activities, their
own understanding about priorities of practice,
functions). Learning environment in teams can be
an important presumption for the development of
mutually shared competence of team.
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Team development. All these presump-
tions of team competence development are di-
rectly related with team development perspec-
tives. Whilst generalising various phases typical
for the development of team (forming, storming,
norming, performing, maturity), in striving for the
efficiency of the teamwork, two most important
issues are singled out: membership and compe-
tency. In the membership phase an identification
of all the members with the team is sought. In the
team competency phase the needs of the members
and the team are recognised, resources are used in
the teamwork process, collective energy, interper-
sonal trust while performing tasks and satisfaction
with the outcomes of the performed tasks are felt
(Bushe, Coetzer, 2007). The team development
criteria are considered to be self-reflection, ration-
ality, power to act, and identity with the team
(Bushe, Coetzer, 2007). The maturity of the team
is achieved when there is an open exchange of
information, the norms of teamwork and activities
are created together, when functional roles are
described with regard to the needs, competences
and attitudes of the team members, when respon-
sibility is assumed, directions for actions are set
(Barvydieng, Kasiulis, 2001; Zydzianaite, 2005).
In the team development models, the following
qualities of a mature team are singled out (Bushe,
Coetzer, 2007): preparedness to talk about the
internal problems of a team; goal-oriented behav-
iour; a better application of various abilities; a
clear identity with a team and openness for change
etc. The development of the team in the educa-
tional environment (as in ECI), collaboration
among the team members and efficient profes-
sional development create appropriate precondi-
tions for ensuring the mutually shared team com-
petence and show the maturity of the team.

Theoretical model of the mutually
shared competence of the team. On the basis of
analysed sources and constructivist approach to-
wards the definition of the competence and dis-
tributed cognition approach to the development of
team competence a theoretical model of the mutu-
ally shared team competence has been constructed
by the authors of the article. The theoretical model
depending on the real situation of team should be
modified and developed (Figure 1).
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Team level

Mutually shared team competence

(high level capability of team solving problems in complex
and changeable situations, acting together due common goals
(generated by team members), on the basis of active participa-
tion of all in decision making processes)

Attitudes TT

Team development — efficient teamwork

(clear strategies and priorities, open solution of internal prob-
lems, team self-reflection, constant supervisions, quality man-
agement, positive psychological climate)

LN

Individual level

Individual professional competences
(related with functions in team, profession)

<5

Abilities

vl

Individual teamwork competences (related
with teamwork): teamwork, communication,
interpersonal relationships, administration /
coordination, decision making, etc.

Knowledge

Collaborative

culture creation
(shared concep-
tion of the prob-
lem, use of vari-

N—1
Efficient profes-
sional develop-
ment

(reflective prac-
tice, systemic

Learning envi-
ronment crea-
tion

(situated learning,
collaborative

ety of compe- approach — learning, commu-
tences) changes in all nication)

levels of organi-

sation)

1T 1T 1T

Mutual processes based on shared problem solving

1T

Competence developmental presumptions

istributed cognition

Fig. 1. Theoretical model of team competence and its’ development

was carried in 2008 by the authors. Professionals
(N =29) from 6 teams (early intervention centres,
pedagogical psychological centres, child welfare
committee) took part in the survey.

A qualitative content analysis was carried
out for the identification of the levels of the
teamwork competences (individual professional,
individual teamwork and shared team compe-
tences) of professional teams meeting special edu-
cational needs of children in educational environ-
ments. The level of team competence has been
established on the basis of the content presented in
the theoretical model (Fig. 1).

Professionals (N = 8) from 2 early interven-

Individual teamwork competences together
with other factor are considered to be important to
create the mutual competence. Realised collabora-
tion, professional development and learning in the
team, individual teamwork competences encour-
age mutually shared conception, which testifies to
the maturity of the team and ensures a community
of practice.

Analysis of survey results

On the basis of self-evaluations of interpro-
fessional teams (early intervention centres, peda-
gogical psychological centres, child welfare
committee) the most important competences nec- tion teams pointed out the following competences,
essary for professionals in a team were singled in their opinion, most necessary for ECI profes-
out. sionals (see Table 1).

The research sample and methods. A
written survey (using open-ended gquestionnaire)
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Table 1

The most important competencesin ateam
(according to professionals of early intervention centres)

Knowledge ‘

Skills
Individual professional competences

‘ Personal characteristics

One’s own sphere (3); child de-
velopment (2), ways of support,

(2), job ethics (2) of new methods (1)

Knowledge application in practice (3); application

Creativity (1); consistency of actions

()

Individual teamwor k competences

Interpersonal relationships:
social interactions (3)

Teamwork: work in a team (2);

Communication: voicing an opinion (2); listening
(2); information generalisation (1);

Interpersonal relationships: social interactions (2)

Related to teamwork: self-control
(3), responsibility (2)

Related to interpersonal relation-
ships: sincerity (3); empathy (2)

Common processes: collaboration (2)

The competences singled out by early inter-
vention teams’ professionals show that most atten-
tion in a team is paid to professional competences
and individual teamwork competences. In their
opinion, the most important among those are in-
terpersonal relationships (sincerity, communica-
tion, empathy) and communication competences
(opinion voicing, listening). Some professionals

M utual team competence

singled out the importance of the collaboration
process, which, in their opinion, is a precondition
to the mutual team competence.

Professionals (N =9) of the pedagogical
psychological centres (N = 2) singled out the fol-
lowing necessary knowledge, skills and personal
qualities for working in a team (Table 2).

Table 2

Themost important competencesworking in ateam
(according to professionals of pedagogical psychological centres)

Knowledge

Skills

Personal qualities

Individual professional competences

Special education (2); recognition of
special educational needs (1); develop-
ing of educational programs adapting
the content and methods of education
(1); child development specificity (2);
groups of disorders (2); support provi-
sion (1); one’s own sphere of work (3);
connected spheres(1); official docu-
ments on education (2)

Confidentiality (1); identification of
special needs of the child (1); parent
consulting, conveying information, pre-
paring recommendations (4)

Creativity (2)

Individual teamwor k competences

Interpersonal relationships: social in-
teractions with team members (2)

Administration/ coordination: carrying
out definite functions (1); foreseeing
strategies (3); being organised (1)
Communication: evidence based com-
munication (1); listening to others (2)
Interpersonal relationships: interper-
sonal conflict solving (1); social interac-
tions (5)

Related to teamwork: flexibility (3),
responsibility (2); commitment (1),
activeness (1); concreteness (1); sagac-
ity (1)

Related to interpersonal relationships:
trust (3); tolerance(3); sincerity (1);
honesty (1); empathy (3); respecting
others (3); benevolence (1)

Mutual team competence

Common processes: collaboration (7); striving for the common aim (2)
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Professionals from pedagogical psychologi-
cal centres are also inclined to view as the most
important competences as professional and indi-
vidual teamwork competences. Interpersonal rela-
tionships competences (communication, conflict
solution, trust, tolerance, respect) and administra-
tion/coordination competences (foreseeing strate-
gies, being organised, flexibility, responsible per-
formance of functions) are emphasised. These
professionals more often than those from early

intervention teams emphasise the importance of
collaboration and striving for the common aim
(the elements of the mutually shared team compe-
tence).

Educators and professionals (N =12) of
child welfare committee teams, working in pre-
school institutions (N = 2) singled out the follow-
ing necessary knowledge, skills and personal
qualities (see Table 3).

Table 3

Themost important competencesworking in ateam
(according to professionals of child welfare committee teams)

K nowledge |

Skills |

Personal qualities

Individual professional competences

One’s own sphere (3); assessment of the
child’s development (3); child’s develop-
ment (3); pedagogy (5); developmental

disorders (2); methods of intervention (2);
relationships between professionals and
family, communication style (2); the im-
pact of the environment on the child’s de-
velopment (1)

Knowledge application in practice (2); edu-
cation (1); assessment of the child’s devel-
opment (1)

Self-criticism (2); dutifulness (1);
accuracy (2); industriousness (1);
creativity (5)

Individual teamwor k competences

Teamwork: about the activities and the di-
rections of other team members (4);
Interpersonal relationships: conflict man-
agement and prevention (2); communica-
tion (5)

Administration/coordination: organisation
of work (2)

Communication: theoretical substantiation
of an opinion (1); listening (3); information
exchange (sharing knowledge) (4)
Interpersonal relationships: communication
in a team (4); understanding each other (1);
Decision making: situation analysis and as-

Related to teamwork: responsibil-
ity (8); independence (1); devel-
opment, innovation (2);

Related to interpersonal relation-
ships: openness (2); tolerance (5);
sincerity (3); respect (1); confi-
dence (1); simplicity (2)

sessment (5); decision making (2)

Mutual team competence

Common processes: concentration of the members (1); collaboration (4); team responsibility (2)

According to members of child welfare
committee teams, professional and individual
teamwork competences prevail. They believe that
the most important competences are those of in-
terpersonal relationships (communication, con-
flict management, tolerance), communication (in-
formation exchange, listening), decision making
(analysis and assessment of the situation, respon-
sibility, decision making). Some of them empha-
sised the importance of collaboration, team re-
sponsibility etc. (components of the mutually
shared team competences).
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All teams participated in the survey, empha-
sised individual professional competences related
to: the identification and assessment of the child’s
development, knowledge about disorders, ways of
providing special educational support, relation-
ships between the professionals and the family as
the most important ones.

The survey showed that professionals of in-
ter-professional team, highly value professional
competences, interpersonal relationships among
the members of the team, communication and
administrative  abilities. Individual teamwork
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competences are highlighted more than the mutu-
ally shared competence of the team.

The concept analysis on theoretical level to-
gether with the outcomes of the pilot survey al-
lows assuming that for professionals working in a
inter-professional team it is necessary to develop
mutually shared competence in order to support
most vulnerable persons, especially young chil-
dren in difficulties and their families. The mutu-
ally shared competence is estimated as efficient
teamwork supporting appropriate team culture and
learning environment for professionals and fami-
lies.

Conclusions

o The study of scientific literature and the
review of research publications showed that
the concept of competence is described as
developing practical activities, determining
a successful work in a concrete professional
context and allowing the professionals for
the action in unforeseen complex situations.
In defining the competence, it is important
to delineate the concepts revealing its struc-
ture and a content. On the basis of a con-
structivist paradigm, the definition of com-
petence is based on the common concep-
tion, aims and context of professionals ap-
plying it.

o For inter-professional teams, providing ECI
and meeting the needs of children and their
families, the mutually shared team compe-
tence is presented as having highest impor-
tance in professional practice. The highest
level competence — mutually shared team
competence combines individual profes-
sional competences of the team members
and teamwork competences in its structure.
The following characteristics can be
stressed: a high individual and general
qualification of every professional, their
personal qualities, managerial competence
in a certain sphere, continuous learning
from each other, and high culture of team-
work. The mutually shared competence on
the team level is based on a systemic ap-
proach towards the interactions among the
team members, stimulating a common con-
ception of processes in the team.

o The mutually shared competence of the
team is developed in the mutually processes
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of the teamwork based on common problem
solving: collaboration culture creation, effi-
cient professional development, building of
learning environment and relations, and
usually is reached at the period of the high-
est point of the development of the team -
the period of the maturity. Collaborative
culture is aimed at shared conception of
problems and cohesion, efficient use of re-
sources. The purposeful and planned pro-
fessional development of the team members
ensures changes in all levels of the organi-
sation, as outcome of reflective practice.
The suitable learning environment stimu-
lates communication and creates communi-
ties of practice which members collabora-
tively learn in the setting of workplace.

. On the basis of the survey with profession-
als working in teams meeting special educa-
tional needs of young children and their
families, it can be stated that individual pro-
fessional and individual teamwork compe-
tences are considered to be most important
in the teamwork. Characteristics typical for
the mutually shared team competence are
seldom mentioned, although the importance
of collaboration is emphasised by a number
of respondents.
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