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Introduction:
[bookmark: _Int_wPYClKkD]This report will be based on the given case study of Next Global. It will consider within the context of this case study the attributes needed to develop an effective team that is cohesive and can motivate itself to complete the appointed task. Tuckman’s model will be used to investigate team development stages and consider the impact effective team working can have on a team and the barriers to this happening. Further, Belbin’s team roles model will be used as a counterpoint to highlight the rationale for choosing Tuckman’s model and later to investigate and examine the detail of team roles and their strengths and weaknesses. The discussion will use personal case study material to understand the dynamics of a real-life situation where team roles are not as transparent as in a research scenario. Finally, it will conclude with its recommendations on the necessity of observing stages and functions being strategic in ensuring a team's success or not and team coaching and mentoring to be part of a group’s fundamental foundation and eventual success. 












Definition of a team:
[bookmark: _Int_PxaBPaMf]According to Morgon 2017, p204, a team constitutes several individuals who have a shared commitment to working towards a particular goal. In contrast, to juxtapose and clarify this, a group is defined as several people who come together regarding their shared commonalities or characteristics. 
[bookmark: _Int_JQMdIiyy][bookmark: _Int_bnP7NmNi]There are several attributes that literature has highlighted constituting an effective team; they are commitment to team success and shared goals; interdependence; interdependence; open communication; appropriate team composition; commitment to team processes. To summarise, these such teams are committed to developing an environment which is mutual, inclusive, congruent, trustworthy, accountable, and which is willing to put the group above the individual whilst still offering support on an individual level to bring out the best in all its participants and help all to achieve. Furthermore, there must be a willingness to give and accept criticism freely without partiality, but feedback should be positive and open. Another aspect crucial to a successful team is its composition and the willingness of team members to accept their position and responsibilities fully. Accountability to one's position and role is a natural consequence of such acceptance. Finally, effective leadership will unite the team into a cohesive whole, allowing members to inhabit their roles and engage the team process fully. (Tarricone, P & Luca, J.) 
[image: ]
(25 Characteristics of Effective Team in the Workplace. 2022).













Models of Teams Development:
[bookmark: _Int_lHDzV64e]The development model chosen is Tuckman's Model, first formulated in 1965. This model's focus after the team's initial formation is to develop a task from beginning to end using four distinct stages. These stages are Forming, Storming, Norming and Performing, with an additional adjourning and transforming, which Tuckman later added to cover a task's end/completion stages. 
[image: ]
Tuckman and Jensen (1977). Tuckman (forming, norming, storming, performing).











Rationale:
[bookmark: _Int_dIHKPqRY][bookmark: _Int_8GTkvsiu][bookmark: _Int_ITzSxqfa][bookmark: _Int_Vj2dwTPe]Tuckman’s model would be beneficial given the case scenario because it is first project-focused and sets out the task in stages for a team.  Compared to a model such as Belbin’s, which is role-focused, this is preferable as it gives the project a linear progression, fits into time constraints and ensures everyone works simultaneously toward the project’s end goal. For example, Tuckman’s model allows for a stage ‘Forming’ where everyone is unclear and needs direction; it then provides the storming stage for conflict and power struggles as the team develops cohesiveness. Suppose this is not allowed organically, and groups are designated roles before this natural stage occurs. In that case, there is a risk that further conflicts will erupt, and the team will never reach a consensus. With the Next team scenario, there is a breakdown in communication, trust and understanding of shared goals for the project with team members not turning up for group meetings. This could have been handled differently initially by allowing the ‘Forming’ ‘Storming’ stages to take place. Furthermore, as the team comprises global participants with many different cross-cultural ways of working and understanding team roles is vital that these initial stages are not missed to allow people to work out their roles and responsibilities with the project.
https://eactivities.union.ic.ac.uk/training/articles/513
 Belbin’s Team roles model is centred upon team members’ roles, and in the Next case scenario; however, it could be beneficial to understand one’s team role and strengths and weaknesses. This model brings nothing to helping a team form and allowing for natural conflict and friction to be settled.


What roles are needed to create a cohesive and effective team? 
Belbin’s model defines the roles needed to create a cohesive and effective team. These nine roles are set below with their accompanying strengths and weaknesses.  As should be noted, a margin is made for allowable liability before they impinge upon a group’s cohesiveness. Furthermore, it can be seen the team roles have comparative, opposing weaknesses to their strengths. For example, a specialist may give an intense, detailed view of a project element. Yet, their ability to expand and contextualise to a broader macro viewpoint or see other pictures is limited, and they may only contribute in a small way.
Conversely, a Plant role may admirably fulfil their creative, imaginative, free-thinking role but negate the details and not properly invest time in communicating their thoughts and ideas with other team members. In the same manner but for different reasons, the plant and Specialist may not fully share their ideas with the rest of the group. However, as can be seen, one role’s weakness can be made up and augmented by another strength. For example, a Saper could give Resource Investigator the enthusiasm to continue and not lose interest. Consequently, the need for diversity within team roles can be seen as no one member can fulfil all parts, and a diverse team can help to promote a balance that would otherwise not be there. 
[image: ]
Ayla Erhan, (2018)
Discussion:
[bookmark: _Int_XrvzTD7P][bookmark: _Int_6TtH3I6j][bookmark: _Int_3JsJc5In]Within past working experiences, I have worked in a supervisory bar role. On reflection, my part covered several functions from Belbin’s team role model. For example, I was a co-coordinator and a team member sharing dual duties with other team members when the restaurant became busy. I was also a Completer finisher, as, at the end of the day’s business, I had to ensure that paperwork was completed for that day and any stock order was made. An inventory was made for losses or breakages so that the next day went smoothly.
Further, I was responsible for the maintenance of the building and had to flag any potential infrastructure issues with my management. I feel the role of co-ordinator in Belbin’s model suited my strengths and allowed me to showcase my qualities of being able to work under pressure and complete several tasks concurrently. However, I also know I took on more roles than needed and should have delegated functions to others more frequently.
[bookmark: _Int_uGC3GqLK]Macenzie P. (2003) states that an allowable weakness can become a disallowable weakness. In time my position at the restaurant could have been impeded by my unwillingness to allocate work. Nair, D, & Rani M.N. (2020) consider that a coordinator role is the interface of the business with the public and thus enables feedback from the outside to be given to team members. Consequently, in hindsight, I could have been more actively engaged with the other team members and helped motivate them by reflecting on how they were being perceived individually and as a team.
[bookmark: _Int_otsuZeHI]It is essential to consider team roles when selecting team members or recruiting new staff because it is essential to understand the whole group’s way of working and where strengths and weaknesses may be augmented or reduced? Aranzabel. A. et al. (2021) consider that balanced teams boost positive interdependence and individual accountability.  However, some of the main problems affecting teams are group composition with ensuing issues such as different motivation and expectations, personality clashes, task and role ambiguity, no norming taking place and conflicts because of perceived unequal contribution, to name but a few. As well as being aware of these difficulties addressing the integration of new team members could be handled through mentorship and coaching session for any new members. Aranzabel.A. et (2021).
Considering the choice of individuals for roles in a team, … states that individuals who possess strengths in one aspect of their role will have relative weaknesses in other parts of their position. Thus, a heterogeneous mix is considered favourable so that there is a balance of team members occupying all roles. (Licorish s. 2009).

Conclusion:
The success of a team or not is, according to research, traditionally based on models of communication and team roles. In this report, both Tuckman's and Belbin’s models have been used to illustrate and investigate how teams can cohere together and be successful. However, there are instances when couples are not formed exclusively for one set task. Still, individuals are part of a larger collective within an organisation and arrive and leave according to the tenure of their position and type of job role. Consequently, Aranzabel’s (2021) call to implement mentorship and coaching within team modelling could enhance other support teams. In the case of Next Global, even though the team were called together on a set task, coaching on their joint mission and responsibilities could help develop more motivation and cohesiveness in regenerating and engaging disinterested members. 
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Resource Investigator

Strengths: Outgoing, enthusiastic.
Explores opportunities and develops
contacts.

Allowable weaknesses: Might be
over optimistic, and can lose interest
once the initial enthusiasm has
passed.

Teamworker

Strengths: Co-operative, perceptive
and diplomatic. Listens and averts
friction.

Allowable weaknesses: Can be
indecisive in crunch situations and
tends to avoid confrontation.

Co-ordinator

Strengths: Mature, confident,
identifies talent. Clarifies goals.
Allowable weaknesses: Can be seen
as manipulative and might offload
their own share of the work.

Plant

Strengths: Creative, imaginative,
free-thinking, generates ideas and
solves difficult problems.
Allowable weaknesses: Might
ignore incidentals, and may be too
preoccupied to communicate
effectively.

ober, strategic and
discerning. Sees all the options and
judges accurately.

Allowable weaknesses: Sometimes
lacks the drive and ability to inspire
others and can be overly critical.

Specialist

Strengths: Single-minded, self-
starting and dedicated. They provide
specialist knowledge and skills.
Allowable weaknesses: Tends to
contribute on a narrow front and can
dwell on the technicalities.

Shaper

Strengths: Challenging, dynamic,
thrives on pressure. Has the drive and
courage to overcome obstacles.
Allowable weaknesses: Can be
prone to provocation, and may
sometimes offend people's feelings.

Implementer

Strengths: Practical, reliable,
efficient. Turns ideas into actions and
organises work to be done.
Allowable weaknesses: Can be a bit
inflexible and slow to respond to new
possibilities.

Completer Finisher

Strengths: Painstaking,
conscientious, anxious. Searches out
errors. Polishes and perfects.
Allowable weaknesses: Can be
inclined to worry unduly, and
reluctant to delegate.





