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Within this report Liam Jackson will be looking at some of the problems that ABC technology are facing. ABC technology are a software company with two UK bases offices one based in Cardiff and the other based in Glasgow. ABC technologies are working on new artificial intelligence software but are finding the geographical differences between the two company offices a difficult challenge to handle. they have always relied on innovation to drive growth to remain competitive in the marketplace. The teams have always met face to face to work on or iron out any problems that the company may be facing. But as of late due to the covid pandemic and a restriction of travel the teams have been forced to host meetings online However as a result of poorly defined team roles, different working styles and a lack of clear leadership coupled with the move to online meetings, communication has broken down. As a result of the broken-down communication the productivity of both teams has shot down over the recent weeks. This has also led to conflict between the two teams working on this new software. senior managers realised that if the teams working on the two projects combined their strengths together and worked effectively, they could create a well-balanced effective team to complete the project. However, to achieve this the groups would need to work through their differences, define roles, developed a better understanding of each other’s dynamics, and use suitable methods of communication. This would also help them connect and communicate to avoid future problems. As a business consultant Liam Jackson has been asked to advise both teams on how they can engage with each other to learn and encourage communication skills and effective team working skills.  The aim of this workshop is to address the issues and provide recommendations and theories that may help ABC Technology to enable a successful project.  
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Description automatically generated]Bruce Wayne Tuckman was an American Psychological Researcher who carried out his research into the theory of group dynamics. He also came up with the Bruce Tuckman team development model.  According to (Tuckman) states that any group of individuals that stay and work with each other will change and develop over time Tuckman noted that there are three main issues that may occur which determine how well these teams will perform. These three issues are content, process and feelings.  Content relates to what the team in question do, process relates to how the team works towards their goal and feeling relate to how the individuals react with one another on the team. Tuckman came up with team Development model to help mitigate the issues that teams may face.     This model describes the phases which teams tend to go through from their inception to the successful completion of the project and highlights the areas which may cause the team and the project to fail. According to (Wilson) the stages of Tuckman theory goes as follows.   
The first stage of the plan is the forming stage this is where each member of the team will look to the team leader for guidance only accepting the team leader’s authority. During this period, the team leader must be open to pass on information to their team members and must be able to handle any questions that their team may have for them. Strengths and weaknesses of the team will be tested at this stage including those of the team’s leader. There is likely to be baggage from everyone in regarding to how they may have been treated before within a group, either from a previous job or maybe from another team within work. Be it a positive experience or a negative one this baggage will most likely be prevalent during this stage. Time invested by the team leader and other members of the team to try to interact with one another will pay off further in the future. Job roles, descriptions and expectations should be laid out by the team leader to their team and the team leader should lead their team by example.  
The second stage of the plan is the storming stage this is where the individuals of the group might find this stage most challenging. Team members that want to be respected are most likely trying to focus making a good impression to their teammates and gain the respect and trust of their team leader rather than focusing on the task at hand. During this stage there is a danger of factions forming within the team leaving other members feeling isolated and inadequate particularly in today’s virtual team working environment. This is when each team members should use positive feed back to the others as much and as often as they can to encourage a more positive working environment within the team.



The third stage of the development plan is the norming stage. If a team can reach the norming stage it is usually a good sign that the group have settled their differences and are now starting to work as one cohesive unit. It may take some time for the group to reach this stage but if and when they do reach it any decision that they might be forced to make will be made and implemented with ease. At this stage new ideas brough on from the group are quickly converted into reality. At this stage risks and failure are just seen as necessary steps to take on the way by the team. Roles and relationships have been established between the team members giving the team members the freedom to use their individual skills that brough them into the team.  
The fourth stage is the preforming stage. At this stage, the team is a well-oiled machine working in synchronization. Every decision is implemented without a shadow of a doubt. There is plenty of fun and humour that inspires healthy conflict between the team. Success at this stage come easy because the team leader and the team are now able to give their very best to one another. The leader and the team should recognise the hard work of the others and give the credit where the credit is due. If some one did not get the recognition, they deserved this may lead to resentment that may be hard to correct further into the future.    
The fifth stage is the adjourning stage. During this stage, the team may get a sense of satisfaction looking back to see how far they have come. They even may feel like they have created a personal bond with other members of their team this may bring a sense of lose from disbanding the team. The way that this is handled can have a profound effect on the next time the team may be tasked with meeting up again. If an organisation is constantly forming and reforming as people move around the executive circuit a collective cultural memory will be collected influencing the newcomers to the company for years to some. This is also a time for thankyous between the team. Recognition of individual achievements. Making sure all stakeholders outside of the team are aware of each individual traits and attributes.         
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Raymond Meredith Belbin is an English researcher and management consultant best known for his work on management teams. 
“The term Team Role refers to a tendency to behave, contribute, and interrelate with others at work in certain distinctive ways”. (R, Meredith Belbin, 2010). 
According to (www.belbin.com, 2021) that the most successful teams were made up of a diverse mix of behaviours. Each team needs access to each of the nine Belbin Team Role behaviours to become a high-performing team. A team may not need to consist of 9 people because one person may contain two of three of the team roles traits. Why is it important that you have a team that works well with one another? If you argue and contradict each other, you may achieve a victory, but it will be an empty victory because the winner will never win the opponents good will from that moment onwards. (Carnegie, 1953 p122). If a team wants to have good productivity, they must be able to bounce off one another and be able to bring the best of out of one another. Using Belbin’s team roles to understand what team members posses which trait. In doing this it allows the team to use their strengths and weaknesses as a collective to get the best out of one another. It is when a team reaches this type of chemical balance and synchronization will you have a high performing highly productive team. 
(Table of the 9 roles on page below)
It is also important for a team to synergise with one another once a team synergises the team members open their mind to new possibilities, new options and new alternatives that may have been missed if the individuals involved did not gain the insight from not coming together. (Covey 2020)














	roles
	Descriptions 
	Weaknesses 

	plant
	Creative, imaginative, unorthodox. Solves difficult problems
	Ignores details. Too preoccupied to communicate effectively.

	Resource investigator 
	Extrovert, enthusiastic, communicative. Explore opportunities. Develops contacts.
	Overoptimistic. Loses interest once initial enthusiasm has passed.


	Co-Ordinator 
	Mature, confident, a good chairperson. Clarifies goals, promotes decision-making, delegates well.
	Can be seen as manipulative. Delegates personal work.

	shaper
	Challenging, dynamic, thrives on pressure. Has the drive and courage to overcome obstacles.
	Can provoke others. Hurts people’s feelings.


	Monitor evaluator 
	Sober, strategic, discerning. Sees all options. Judges accurately.
	Lacks drive and ability to inspire others. Overly critical.

	team worker
	Co-operative, mild, perceptive, diplomatic. Listens, builds, averts friction, calms the waters.
	Indecisive in crunch situations. Can be easily influenced.


	Implementor 
	Disciplined, reliable, conservative, efficient. Turns ideas into practical actions.

	Somewhat inflexible. Slow to respond to new possibilities.

	Completer finisher 
	Painstaking, conscientious, anxious. Searches out errors and omissions. Delivers on time.
	Inclined to worry unduly. Reluctant to delegate. Can be a nit-picker.

	Specialist 
	Single-minded, self-starting, dedicated. Provides knowledge and skills in rare supply.
	Contributes on only a narrow front. Dwells on technicalities. Overlooks the ‘big picture’.
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Conclusion 

In conclusion team leaders of both the Glasgow and Cardiff branches should get their respected teams together and figure out through there communication methods what team member resides with one or more of Belbin’s team role. Once the team leaders have decided what team member has what trait from Belbin’s theory the team leader should use this use this information to their advantage and start to delegate job roles to the team members best suited for the job. Once the job roles have been delegated by the team leader, they should contact the team leader of the other branch and discuss the decision they have made with one another to fully understand what team member has what role from the other branch. After the team member have discussed what team members have which role, they may begin to start the Tuckman development plan. It is at this point that the team leaders should keep close watch of their respected teams to ensure that the roles given to their team members are best suited to them in practice. This is also the stage that the team members should make sure that the team are progressing through the Tuckman’s development plan. knowing the stages of the plan the team members will be able to look at their team’s performance from an outside prospective to ensure that the plan is working correctly. this is also the time that the team leaders should be able to look at the problem their team may be facing so that they can adjust and recalibrate their teams if need be. ABC technologies should organise team meeting online and use the new dynamics of these theories and development plan. The team leaders should implement these changes and should look out for any boosts or dips in team performance and adjust accordingly. 
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