WHAT MAKES A SUCCESSFUL TEAM. HOW CAN TEAMS ADAPT TO NEW HYBRID WORKING DEMANDS.
Dr Meredith Belbin says: 
“Teams are a question of balance. What is needed is not well-balanced individuals but individuals that balance well together” (Belbin, 2010).
The Belbin Team Role Inventory is an examination of personality. Raymond Meredith Belbin conceived up the idea. This test will aid organisations and leaders in building high-performing teams, enabling for more efficient achievement of corporate objectives or goals.
One of the keys to operating in a hybrid manner is communication. It is crucial to success but may also be a high-risk sector. How a hybrid team must communicate depends on its size, the responsibilities of its members, and the nature of the hybrid job being performed. Always prior to forming a team, it is vital to establish the goals, the project, or the purpose clearly from the outset, which necessitates communication by technological means, the telephone, or even hand signals.
Trust plays a crucial role in enabling the achievement of individuals within teams. Critical to the performance of hybrid teams is the presence of trust. Trust builds over time and can have varying significance for various team members. With trust, people form a more powerful unit (Chang et al. 213a).
In the middle of the 1960s, Bruce Tuckman, a psychologist, initially recognised four stages of team development. These phases are formation, storming, norming, and performance. They define the process teams undergo as individuals build ties and learn how to operate effectively together.
During the stage of team formation, the majority of team members are optimistic and cordial, while a few may experience anxiety. People make an attempt to become acquainted during this time. Storming is the following phase. Currently, individuals are pushing the envelope. As individuals get upset with one another's characteristics and methods, personality and working style discrepancies can lead to conflict. Some individuals may even doubt the team's objectives and avoid undertaking chores. Some groups never advance beyond the storming stage. Normalization is the third phase. This is when individuals begin to reconcile their disputes, build upon one another's talents, and appreciate your leadership. Performing is the final phase. The members of your team have reached this level when they can accomplish the group's objective without conflict. Later, the last stage comes. As a leader at this level, you may delegate more work and devote more time to developing each team member to be the best they can be.
The Thomas Kilman Dispute Mode Instrument is helpful during the storming phase of a conflict. The TKI is a self-report questionnaire that examines a person's ability to manage interpersonal conflict. Simply put, conflict occurs when the interests of two or more individuals appear to be in opposition. How much you attempt to address your own wants is a measure of your assertiveness. How cooperative you are is proportional to how hard you work to make others happy. This results in five methods for resolving conflicts: avoiding the problem, trying to meet someone else's needs at the expense of your own, attempting to find a solution that is acceptable to both sides but only partially solves their problems, attempting to get what you want at the expense of what others want, and attempting to find a solution that works for both sides.
Teams should be encouraged and assisted in establishing their own norms on how to communicate with one another. This might include how frequently to hold in-person meetings, what technology to use for meetings and work that does not occur simultaneously, and how to ensure that everyone is included in communication.
Regular social and human interaction chances can assist employees feel like they are a part of the team and contribute to its development.
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