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Group Project Viva Questions

1. Which of the references you listed gave you the information for your paragraph on adaptive leadership and how does this compare with Belbin?

  In total 6 references gave me my information and allowed me to develop a better understanding of what the adaptive leadership theory is and how it is implemented and what factors in my research process allowed me to come to the conclusion that the traits shown by members of the team in a management and leadership role exhibited Adaptive leadership traits and ideology’s. I began my research by comparing and contrasting many different leadership roles via an in class exercise conducted back in February, for this me and other members of my group had to research 5 main concepts of leadership and study their pros and cons. From this I was easily able to deduce which leadership roles were most associated with My Colleagues and team. The first reference sited was an online document titled “Becoming an Adaptive Leader” This paper gave me a clear understanding of what adaptive leadership theory was and its basic background of origin, Mentioning the Important work that Ronald Heifetz and Marty Linsky (Heifetz, R. and Linsky, M. (2009). Becoming an Adaptive Leader.) Conducted in order to theorize what an adaptive leader is, how an adaptive leader distinguishes between technical problems and adaptive challenges and what I found the most relatable and useful, the process of an adaptive leader. Whilst reading through this section I was able to make key parallels between what Linsky was saying and what attributes are displayed by my managers.  The next reference I sited was an article from the Corporate Finance Institute titled, “What is Adaptive Leadership?” From this I was able to delve into what single traits are displayed by an active adaptive leader but also what Main challenges can arise from implementing an adaptive leadership ideologies. I found this page very useful as it also gave examples of real life problems faced by an adaptive leader in corporate sector. Also this page gave a useful summary of key aspects. The next reference that gave me more information on adaptive leadership was Ronald Heifetz, one of the co-creators of the adaptive leadership theory, faculty page from Harvard School, from this reference I was able to present my research from the creators themselves and to present the theory from the creator giving direct quotes.  My third Reference was again an online document but from Cambridge Leadership, titled simply, “What is Adaptive Leadership?” Even though this page displayed basic information I found one quote very useful in explaining my reasons behind my choice this being “Adaptive Leadership is the framework you need to diagnose, interrupt, and innovate to create the capabilities that match your organizations aspirations.”(Cambridge Leadership Associates. (2020). Adaptive Leadership.) The final reference that I used was an article writes by N. Regoli, this article again went into the advantages and disadvantages of the adaptive leadership theory, although many of the pints had been raised previously this article gave another perspective on some points and allowed me to expand my knowledge on the subject. 
   To compare the adaptive leadership theory and Belbins Team role theory, the Belbin Team Role that is most associated with that of an adaptive leader is An Implementer, as stated in my report an Adaptive leader knows what strategy’s need to be implemented for the good of the company and organization as well as the team.  
2. Give examples of incidents/ behaviour where you confirmed your analysis of your Belbin role (implementer) or where you behaved as one of the other roles.                                                                    
   Throughout this report I had to always refer back to my previously assigned role as an Implementer. I was assigned the role through a class room exercise conducted by myself and others in regards to our Management and Innovation assignment, however the exercise was directed in allowing us to use said findings in both modules. When writing about my understanding of Belbin’s team roles in my report I had already created a multiple rough drafts of the table shown in the final report comparing each team members roles to the theory itself, finally coming to the conclusion that you see in the report. I found my role as an implementer was confirmed in this project as my key role shares that of an implementer specification written in Meredith Belbin’s Theory. An example where I confirmed my analysis of my team role was implementing the design stages. Taking what had been previously completed by other members of my team such as the sales team and the site supervisor, for example the preliminary design and the assessment completed in the tender document I was able to implement these ideas into a full design drawing and then to further this I then created a fully hydraulic calculation, again always referring back to information previously gathered and using the results from this calculation I was able to produce the final design drawing which was then sent by myself to be fabricated and now post Covid Lockdown it has been installed successfully. Also other than the design itself I had to also ensure that correct hanger and fixing components were designed and fabricated and were onsite in a suitable time frame. In Belbin’s team role theory, one negative thing that is associated with the implementer is that they, “Slow to respond to new possibilities and ideas.”(Moultrie, J., 2020. Belbin's Team Roles.) This can definitely be associated with myself and how I carried out the initial early stages of design for the pump system and housing. A situation arose where the components of the pump house, the pump, the installation control valves and other larger valves and pipework where designed to be assembled in such a way by myself that the footprint of the Pumphouse would have equalled 30m2. I was happy with this design, but upon inspection from one of my colleagues (the senior designer) he made me aware that if I repositioned the pump and change the orientation then we could reduce the footprint down to 25m2 so therefore saving us money from a smaller pump house construction and also reducing the amount of bespoke pipework and instead using stock lengths. As the Belbin team role would suggest, as an implementer I was very slow to respond to these new ideas and was somewhat against this new redesign, however after assessing myself what would be best I was indeed wrong and the redesign meant we saved a substantial amount on the early stages. At this moment it was clear to be that my self-analysis was indeed correct and I showed signs as the implementer of the team.




3. How did your team fit with Tuckman’s theory?
   Tuckman’s Theory on team development was theorized by Professor Bruce Tuckman in 1965. The theory is based upon 4 stages of a project, Forming – Storming – Norming – Performing (Teambuilding.co.uk. n.d.) In the forming stage members of an assembled team are all given roles in order to complete the task in hand. They are job orientated roles, however no real thought is given to a person’s skills or personality this can lead to people deciding to work independently so complications may occur which will lead to personality clashes and friction. This stage will only work if all members of the team are willing to put the time in to work through issues and come to a suitable understanding on how the project will run. (Teambuilding.co.uk. n.d.) Comparing this Team development theory to what I have experienced in my team, I’d say that the process in how we begin a project is the complete opposite, the forming stages are done by those more suited to the role and all jobs and tasks are delegated to those in the team with the required and necessary skills. This allows for us to reduce the time for planning as everyone knows their role form the start so things are a lot smoother. The next stage Storming is where the team will now start addressing the project and what needs to be done, this is where conflicts may arise (Elsey, E., 2020.) and unless the management role isn’t delegated to a suitable member of the team then this can become very hostile and a lot of projects don’t make it through this stage due to the increased hostility that may arise. This is where a clear leader needs to take charge and ensure that the project in hand remains the most important thing. Again this is very much contrasting to how Team projects are run within our company and office, during the planning stage members of the team are situated in a Gantt chart so that what they are doing will complement the persons work before and after them. In theory this should be a smooth operation but as with all companies sometimes peoples personalities can cause friction, this is where my colleagues in management will organise the structure of our team to avoid this but May also step in to help defuse any clashes. If a team makes it through the Storming stage however they will then move onto the Norming stage. The norming stage is where final plans are decided, a timescale for when tasks need to be completed by and jobs are reassigned with regards to peoples skillset (Elsey, E., 2020.).  This is the key stage for “Team Bonding”, the team will start to rust each other and would have come to understand as to where they lie in the group and have an understanding of their role. Implementing a team theory such as the Belbin theory, you do away with all the earlier stages such as forming and storming, Team members already know their roles and how important they are to the team, they know where to apply their skills and knowledge and when, this is definitely the case for how our team is run, formed and applies its skills. 
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