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Speaker Notes

As a part of this assignment we have been dived into groups, our task is to complete a presentation on team-working and team-working theory’s.
The task I have been allocated is to introduce the presentation and cover the descriptions of the 

Introduction:

I will introduce the presentation by greeting the audience, state the subject of the presentation and introduce fellow team members and what topics they will cover.

Abdul Islam
Introduction
& description of Tuckman and Belbin theory 


 Abdul Awol
Differences between groups and teams; Reward and recognition






Rahima 
The characteristic of effective teams, group dynamic





Kate 
Effective conflict handling;
Trust and delegation
Conclusion 




Tuckman Forming-Storming-Norming-Performing Model[edit] 
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[bookmark: bruce-tuckmans-1965-team-development-mod]Bruce Tuckman's 1965 Team-Development Model:
 Dr Bruce Tuckman published his Forming Storming Norming Performing model in 1965. 
He added a fifth stage, Adjourning, in the 1970s. 
The Forming Storming Norming Performing theory is an helpful explanation of team development and behaviour.
 Tuckman's model explains that as the team develops maturity and ability, relationships establish, and the leader changes leadership style. Beginning with a directing style, moving through coaching, then participating, finishing delegating and almost detached. At this point the team may produce a successor leader and the previous leader can move on to develop a new team. 
Four Stages

Stage 1: forming
High dependence on leader for guidance and direction. Little agreement on team aims other than received from leader. Individual roles and responsibilities are unclear. Leader must be prepared to answer lots of questions about the team's purpose, objectives and external relationships. Processes are often ignored. Members test tolerance of system and leader. 



Stage 2: storming
Decisions don't come easily within group. Team members compete for position as they attempt to establish themselves in relation to other team members and the leader, who might receive challenges from team members. Clarity of purpose increases but plenty of uncertainties persist. Cliques and factions form and there may be power struggles. The team needs to be focused on its goals to avoid becoming distracted by relationships and emotional issues. Compromises may be required to enable progress

Stage 3: norming
Agreement and compromise largely form among the team, who respond well to facilitation by leader. Roles and responsibilities are clear and accepted. Big decisions are made by group agreement. Smaller decisions may be delegated to individuals or small teams within group. Commitment and unity is strong. The team may engage in fun and social activities. The team discusses and develops its processes and working style. There is general respect for the leader and some of leadership is more shared by the team. 

Stage 4; performing
[bookmark: _GoBack]The team is more strategically aware; the team knows clearly why it is doing what it is doing. The team has a shared vision and can stand on its own feet with no interference or influence from the leader. There is a focus on over-achieving goals, and the team makes most of the decisions against criteria agreed with the leader. The team has a high degree of self-sufficiency. Disagreements occur but now they are resolved within the team positively, and necessary changes to processes and structure are made by the team. The team is able to work towards achieving the goal, and also to attend to relationship, style and process issues along the way. Team members look after each other. The team requires delegated tasks and projects from the leader. The team does not need to be instructed or assisted. Team members might ask for assistance from the leader with personal and interpersonal development. Leader delegates and oversees.  
Fifth stage: adjourning
Bruce Tuckman refined his theory around 1975 and added a fifth stage to the Forming Storming Norming Performing model - he called it Adjourning, Tuckman's fifth stage, Adjourning, is the break-up of the group, hopefully when the task is completed successfully, its purpose fulfilled; everyone can move on to new things, feeling good about what's been achieved 

The Nine Belbin Team Roles
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Dr Meredith Belbin and his team discovered that there are nine clusters of behaviour - these were called 'Team Roles' 
Each team needs access to each of the nine Team Role behaviours to become a high performing team. However, this doesn't mean that every team requires nine people! Most people will have two or three Team Roles that they are most comfortable with, and this can change over time. Each Team Role has its strengths and weaknesses, and each has equal importance.
However, not all are always required at the same time - it is important to first look at the team objectives and work out which tasks need to be undertaken. Once this has been done, discussions can take place regarding which and when each Team Role behaviour should be utilised. 
None of this is possible without an individual completing a Belbin Self-Perception Inventory and asking for feedback from their colleagues. The Belbin Individual Report that is produced will help pin-point individual Team Role strengths (and weaknesses) to communicate and share with the rest of the team.
By using Belbin, individuals have a greater self-understanding of their strengths, which leads to more effective communication between colleagues and managers. Great teams can be put together, existing teams can be understood and improved, and everyone can feel that they are making a difference in the workplace.


. Resource Investigator
Uses their inquisitive nature to find ideas to bring back to the team. 
Strengths: Outgoing, enthusiastic. Explores opportunities and develops contacts.
Allowable weaknesses: Might be over-optimistic and can lose interest once the initial enthusiasm has passed.
Don't be surprised to find that: They might forget to follow up on a lead.

Team worker
Helps the team to gel, using their versatility to identify the work required and complete it on behalf of the team.
Strengths: Co-operative, perceptive and diplomatic. Listens and averts friction.
Allowable weaknesses: Can be indecisive in crunch situations and tends to avoid confrontation.
Don't be surprised to find that: They might be hesitant to make unpopular decisions.

Co-ordinator
Needed to focus on the team's objectives, draw out team members and delegate work appropriately.
Strengths: Mature, confident, identifies talent. Clarifies goals.
Allowable weaknesses: Can be seen as manipulative and might offload their own share of the work.
Don't be surprised to find that: They might over-delegate, leaving themselves little work to do.

Plant
Tends to be highly creative and good at solving problems in unconventional ways.
Strengths: Creative, imaginative, free-thinking, generates ideas and solves difficult problems.
Allowable weaknesses: Might ignore incidentals and may be too preoccupied to communicate effectively.
Don't be surprised to find that: They could be absent-minded or forgetful.




Monitor Evaluator
Provides a logical eye, making impartial judgements where required and weighs up the team's options in a dispassionate way.
Strengths: Sober, strategic and discerning. Sees all options and judges accurately.
Allowable weaknesses: Sometimes lacks the drive and ability to inspire others and can be overly critical.
Don't be surprised to find that: They could be slow to come to decisions.
Specialist
Brings in-depth knowledge of a key area to the team.
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.
Don't be surprised to find that: They overload you with information
Shaper
Provides the necessary drive to ensure that the team keeps moving and does not lose focus or momentum.
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.
Don't be surprised to find that: They could risk becoming aggressive and bad-humoured in their attempts to get things done.
Implementer
Needed to plan a workable strategy and carry it out as efficiently as possible.
Strengths: Practical, reliable, efficient. Turns ideas into actions and organises work that needs to be done.
Allowable weaknesses: Can be a bit inflexible and slow to respond to new possibilities.
Don't be surprised to find that: They might be slow to relinquish their plans in favour of positive changes.
Completer Finisher
Most effectively used at the end of tasks to polish and scrutinise the work for errors, subjecting it to the highest standards of quality control.
Strengths: Painstaking, conscientious, anxious. Searches out errors. Polishes and perfects.
Allowable weaknesses: Can be inclined to worry unduly, and reluctant to delegate.
Don't be surprised to find that: They could be accused of taking their perfectionism to extremes.
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