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1. Summary
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Tom Jackson, the appointed team leader by Amazon, is tasked to form a team in the wake of their ambitious expansion in three major cities: London, Paris, and Berlin. The project aims to foster fast and reliable delivery services across Europe.
But tom’s interactions with the rest of the team suffer from some problems leading to conflict and disagreements from the start, paired with no suitable communication channel and the lack of commitment from two of its members (Mihaela and Spencer) towards the team’s objective, making the assignment more challenging to complete.
He now seeks a solution to help him complete the task and improve collaboration between his teammates.







2. [bookmark: _Hlk108196269]Introduction



[bookmark: _Hlk116842997]The following report uses models such as Tuckman’s model developed by Dr. Tuckerman (1965) that demonstrate the stages a team goes through from the beginning to the end, analyzing human behavior.
Belbin's 9 Team Roles created by Belbin (2016) uses as a critical factor background diversity and assigns different roles based on the various individual skills and abilities within a team.
The Culture Code by Coyle (2018) identifies how a successful group can become a successful team by identifying and suggesting specific routines.
Pentland (2008) incorporates critical factors such as communication and the exchange of information from outside sources that will help increases performance within a team.
Wheelan (2016) focuses on equilibrating task distribution between team members and offering everyone a second chance.




3. [bookmark: _Hlk116848813][bookmark: _Hlk108196339]Models of Team Development
[bookmark: _Hlk116849363]
Tuckerman Model
Dr. Tuckerman is the creator of the model back in 1965, first published in an article for the Psychological Bulletin named “Developmental sequence in small groups” (63, 384-399); the model initially had four stages, namely Forming, Storming, Norming and Performing with the addition of Adjourning a decade later.
The model describes the phases teams tend to journey through from the beginning to the end, highlighting the areas at which a team and, subsequently, the project can fail.

Forming
Team members focus only on the leader for guidance and authority, maintaining a distant but polite relationship with the other team members.
At this stage, the leader must be a role model for the team to follow and lay out expectations for the project. The team leader must also be open while handing out information and answer their teams’ questions in a welcoming manner. At this stage, team members and the team leader will begin to show their qualities and weaknesses.



Storming
At this stage, team members are more preoccupied with the impression they are making than the project itself, wanting to be respected, wondering who will support or undermine them, and demonstrating their skills to the team leader.
Factions will start to form, and some members will be isolated, especially in an environment that uses long-distance communication between members, such as Microsoft Teams.
It is essential for a team leader to encourage positive feedback as well as invoke stability within the team. Feedback should be viewed as contributions rather than criticism.
Norming
Reaching this stage should be considered an achievement with a newly formed team. This stage is where big ideas are implemented, decisions are made, risks are considered part of the journey, and everyone is along for the ride.
Roles and relationships have been established, and team members can now focus on the task, demonstrating their skills.
At this stage, team leaders can ask the team for solutions and ideas, cutting energy and time investment and focusing on planning and partnerships.


Performing
The team is now performing at 100% capacity. Conflict is healthy and non-intrusive, intertwined with fun and humor.
Success seems to be creating itself, and the team has learned how to work together as a whole.
The leader and team should recognize the contribution of other members and ensure that credit is given were due. If not, the frustration will make the next project-storming step harder to overcome if anyone feels left behind.
Adjourning
The last step is about closure, about a team who completed its goals.
During the first four stages, members have begun bonding with each other and feel at a loss disbanding the relationships they forged along the way.
Everyone will look back at the beginning of the project and measure their contributions.
As a team leader, it’s the time to say “thank you” and recognize and reminisce about the bumps on the road. Make sure the company knows about the team’s collective and individual achievements.








[bookmark: _Hlk116849395]Belbin’s 9 Team Roles
Team composition is essential to any team; an individual’s personality, skills, morals, motivation, experience, culture, and role model will help determine their most influential position within a team.

According to Belbin (2016), diversity is the key to balancing a team. Nine roles are divided into three major categories to help identify and diversify your team composition.







Action Orientated Roles – Shaper

The task leader leading and managing the teams’ efforts without a coordinator is often regarded as impulsive, impatient, and arrogant. His purpose is to transform decisions into actions making things happen.

Strengths –

It drives the team forward, providing momentum with their eyes on the goal.
A challenging and dynamic shaper thrives on pressure and can overcome any obstacles.

Weaknesses –

Easily provoked, sometimes affecting people’s feelings, and risks becoming aggressive or destructive in their attempt to arrive at a solution.








Action-Orientated Roles – Implementer

It needs a strategy or plant to function.
Suppose you want to know what decisions were made. This is the person to see. In that case, he is a practical organizer turning decisions into tasks that people can more easily complete. Hard to discourage with a systematic, efficient, and methodical approach to problem-solving, making him inflexible at times.

Strengths – 

Implementers are practical, reliable, and efficient, turning their ideas into actions and organizing the work that must be done.

Weaknesses – 

Inflexible at times and slow to respond to new possibilities; headstrong individuals who can be hard to persuade to give up their plans in exchange for other positive changes.




Action Orientated Roles – Finisher

Completers are mainly used at the end of the task to polish and search the work for problems subjecting it to a rigorous quality control test.
Constantly worrying about opposite effects and preoccupied with order and meeting deadlines, the completer maintains an air of anxiety and urgency, keeping everyone on their toes, easily side-tracked by trivia, and can be a downer sometimes.

Strengths –

Completers are painstaking, conscientious, but anxious people who search and find errors or imperfections.

Weaknesses –

They can be reluctant to delegate tasks and worry over minor issues, sometimes taking their perfectionism to extremes.







People Orientated Roles – R. Investigator

A resource investigator is an inquisitive person by nature and a diplomat by heart; sociable, always positive, and enthusiastic. They always bring a breath of freshness to the team, staying calm under pressure and being natural improvisers.

Strengths – 

Generally outgoing and enthusiastic seeks opportunities and deepens relationships with people.

Weaknesses –

Sometimes over-optimistic and will lose interest once the novelty has passed, forgetting to follow up on ideas.









People Orientated Roles – Team-Worker

Keeps the team together using their adaptability to identify the required work on their behalf. 
Active internal communicators aware of individual needs and emotions; likable, popular, unassertive; born diplomats.
A team worker is loyal to their team, builds on ideas instead of destroying them, helps the most in stressful situations, and helps avoid conflict.

Strengths – 

Team workers are known to cooperate and be perceptive in a diplomatic style. They are good listeners and help avoid friction.

Weaknesses – 

They tend to avoid confrontations and find it hard to decide in a critical situation, as well as being advert in making unpopular decisions.





People Orientated Roles – Coordinator

Coordinators help their team focus on one objective at a time and support delegating work to others.
Natural-born leaders who are intelligent but not necessarily ‘ideas’ people tend to establish roles and utilize the skills of others to their full extent allowing for everyone's input in decision-making and coordinating team effort.

Strength –

A mature and confident person that identifies talent and clarifies goals.

Weaknesses –

At times manipulative and will take advantage of their position to get their work done for them, leaving them with little to do.








Thinking-Oriented Roles – Plant

Their creativity and good problem-solving skills highlight them in unconventional ways.
The ‘ideas’ person, an innovator who likes to work alone, is the most imaginative and intelligent team member, the first person to look for a different solution if the current one does not work.
He can offend other members by criticizing their ideas by proposing his own.
They can sulk if their ideas are not implemented or rejected, needs to be constantly in touch with the coordinator to keep the flames lit.

Strength –

Good imagination and a creative mind that is striven at problem-solving tasks.

Weaknesses –

Struggle to communicate effectively and tend to be absent-minded or forgetful at times.

Thinking-Oriented Roles – Monitor-Evaluator

Evaluates situations with a logical and impartial thought process making decisions when needed and weighing the options at hand.
Monitor-Evaluator is the most objective person in a team and has the best judgment calls.
The measured, dispassionate, and analytic individual with the role of separating good ideas from bad ones.
Critic and not creator if there is a flawed argument.
Likes to have an in-depth look at things preventing the team from going on the wrong path.

Strengths –

Awake, strategically minded, and with a decerning eye sees and judges all options before making official decisions.

Weaknesses – 

They are slow and methodical and can’t inspire people but can be overly critical of them.


Thinking-Oriented Roles – Specialist

Possesses in-depth knowledge of a specific area of expertise.
The specialist is an expert in his domain and might be summoned to help consult a team in need.
Often in high demand and rarely a permanent team member sometimes leads to tension with the other team members.

Strengths –

They are self-starting, dedicated to the task at hand, and have a mind providing specialized knowledge in a field or domain.

Weakness –

Sometimes overwhelmingly informative and helpful in narrow use case scenarios.
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The Culture Code
Coyle (2018) identifies the secrets of groups and how they can be developed into successful teams.


Safety Building

Body Language
You can build a safe space by using body language, such as eye contact, to show that you’re paying attention.

Positive Fallibility
As a leader, giving yourself the benefit of fallibility encourages others to interact and share their knowledge with you.

Acceptance
Negative feedback or bad news is part of the journey and should be treated with receptiveness and positivity.







Highlighting Vulnerabilities

Be an Example
Amenableness in a leader can be used to strengthen a team by opening a conversation channel, telling the truth to his team, and asking questions such as “What is a thing I am doing, and if should I continue doing it? “; normalizing the attitude between a leader and his team.

Personally Involved
Any negative news or feedback should be delivered in person reconnection afterward, keeping a positive attitude.

Be Receptive
Provide insight instead of simple nodding and:

1. Making the other feel safe and supported.
2. Be cooperative
3. Challenge the status quote with gentle rebukes.
4. Suggest less used paths that might prove more effective




Establish Purpose

Priority Order
Name and find your first target.
To be successful, have five or fewer targets you want to achieve.
Behaviour is the key to a successful team. As such, treating each other reasonably will produce success.

Clear Goals
Leaders should reiterate their goals and priorities to ensure the team remembers them.
Remind your team about the companies’ priorities at every given opportunity.
Make your purpose known by testing awareness. “What have we done, and where did that lead us?”












Conclusion

Before solving the issue, we must first understand the underlying principles of team working and its strengths and weaknesses.

According to (Morgan, 2017, p204), a team is defined as two or more individuals working towards a common goal to which they all have committed.

(Griffith & Dunham, 2015, p7) talks about the most common problems in teams, such as a lack of commitment, productivity losses, poor communication, interpersonal conflict, and poor leadership.

[bookmark: _Hlk116871364]Before a team leader can form a team, he must think about the skillset needed for the project; using Belbin’s 9 Team Roles created by Belbin (2016), we can attribute different roles to fit different skill sets to maximize our efficiency.

According to Tuckerman Model (1965), a good leader must be a role model for the team, laying out expectations from the beginning of the project and be willing and open to questions.
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