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1. Summary
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Amazon, one of the largest companies in the world, founded 23 years ago by Jeff Bezos, has decided to expand in 3 major cities: London, Paris, and Berlin;
They hired Tom Jackson as a team leader and tasked him to gather a team and facilitate the expansion project.

Unfortunately, tom’s interaction with the team has some problems, such as conflicts and disagreements, no proper communication channel, and a lack of commitment from 2 of its members (Mihaela and Spencer) towards the team’s goals, increasing the difficulty of the assignment.

He is now looking for a solution that will help improve collaborations and facilitate the completion of the task.




2. [bookmark: _Hlk108196269]Introduction



The following report uses models like Tuckman’s model
Belbin's 9 Team Roles, created by Belbin (2016), puts great importance on background diversity and assigns different roles based on individual skills or abilities within a team.
The Culture Code by Coyle (2018) identifies how a successful group can become a successful team by analyzing and suggesting specific behaviors.
Pentland (2008) incorporates vital 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]Team Development
(Models)

[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 of the project, highlighting the areas at which a team and, subsequently, the project can fail.

Forming
At this stage, team members focus on the leader for attention for guidance, maintaining a distant relationship with their other members.
The leader must be a role model for others to follow and lay out what is expected of the team at the beginning of the project.
Being open and handing out information is a must. Calmly answering questions will improve the team’s overall positivity.


Storming
Currently, team members are more interested in their image than the project itself, wanting respect, worrying over friends and enemies, and showcasing their skills to the team leader.
Groups will start, and solo members will become isolated, especially if the default communication method is at range.
In this situation, a team leader must encourage positivity and stability; feedback should be welcomed and not dismissed as criticism.
Norming
A newly formed team reaching this stage is a tremendous achievement; this is the stage where ideas are implemented, big decisions are made, and risks are no longer an obstacle and have become part of the trip.
Relationships have been established, roles have been set, and members now have the time to shine in their respective tasks.
Team leaders are no longer the de facto answer machine and can now cut down on time loss and energy waste by asking the team for advice.



Performing
The team functions at maximum capacity, and conflict is close to none or satirical in nature.
Success is easy to create, and the team has learned how to interact with each other.
The leader should start recognizing the contributions of the other members and ensure that credit is given where due. Feeling left behind is unsuitable for anyone and will hinder upcoming projects if given the opportunity.
Adjourning
This is the end of the project, a time for celebrations and “thank you.” Team members might have difficulty letting go and will reminisce about the problems on the road toward success.
[bookmark: _Hlk116849395]As a team leader, it is time to congratulate everyone for their work and remind them of their individual and collective achievements.













Belbin’s 9 Team Roles Model
Team composition is essential in creating a team; skills and personality can make or break the team's chemistry.

Belbin (2016) suggests that diversity is vital when building a successful team, listing nine roles divided across three major categories that will help your team's diversification.








(Action Role) - Shaper

The task leader leads and manages the team’s focus in the absence of a coordinator, regarded as impulsive at times; his role is to change decisions into actions.

Strengths –

The driving force behind the team is providing momentum with the eyes on the prize.
Challenging and dynamic by nature and empowered by pressure, this member can overcome any obstacle.

Weaknesses –

Shapers have the risk of becoming bad-humored and might lash out if in a bad mood.








(Action Roles) – Implementer

Needs to have a plan before they make any decisions.
If you need to know the decisions that will be made, this is the person to go to; practical and organized, he is the person that turns decisions into tasks that are easier to complete for others.
A methodical approach to every situation paired with good problem-solving skills.

Strengths – 

Practical, reliable, and efficient organizers at the core make everyone’s job easier.

Weaknesses – 

Sometimes inflexible and slow to respond to new possibilities, coupled with their headstrong trait, making it hard to persuade their plans in favor of positive outcomes.





(Action Roles) – Finisher

Finishers are mainly used at the end of the task to give the job a final touch or an in-depth look for any quality control mismatches.
Constantly in a state of worry and preoccupied with order and meeting deadlines, the finisher keeps their team members on their toes and gives a sense of urgency.


Strengths –

Painstakingly conscient but, at core, anxious people who can find errors in anything.

Weaknesses –

Sometimes they are reluctant to delegate tasks worrying over minor issues and taking their perfectionism to the extreme.






(People Roles) – Resource Investigator

Resource Investigators are inquisitive and diplomatic. Their traits are sociable, cheerful, calm under pressure, and enthusiastic, bringing a breath of fresh air to any team.

Strengths – 

Seek opportunities to deepen their relationships with their team members.

Weaknesses –

Overly optimistic at times and forgetful when it comes to the implementation of ideas.











(People Roles) – Team-Worker

Keeps the team afloat by identifying the work that has to be done for them.
Active communicator is aware of teammate’s needs and emotions with a likable and unassertive overall personality.

Strengths – 

Team workers who help avoid friction are perceptive and good listeners.

Weaknesses – 

Avoid confrontations, slow decision-makers in critical situations, and are averse to unpopular decisions.









(People Roles) – Coordinator

Coordinators help spread the workaround, focusing on one task at a time.
Brilliant leaders but not ‘ideas’ people are apt at utilizing the skills of others to their full extent allowing for everyone’s suggestion to come through and coordinating team effort.


Strength –

Identifying talent and completing goals is their forte.

Weaknesses –

They can be manipulative and use their fellow members to do the tasks for them instead of evenly dividing them.







(Thinking Roles) – Plant

Highly creative and a good problem solver in unconventional ways.
The ‘Ideas’ person is the most imaginative and intelligent person in a team and the first person looking for a new solution when the current one stops working.
They can offend other members by proposing ideas and dismissing their own.
Uninterested when his ideas are not implemented or rejected needs to stay in touch with the coordinator to keep him engaged.

Strength –

Incredible imagination and a creative and open mind; They work best when solving problems.

Weaknesses –

Struggle with communicating and tends to be absent-minded sometimes.


(Thinking Roles) – Monitor-Evaluator

Bases decision-making on logical and impartial conclusions weighing the available options.
Monitor-Evaluator is the most objective team member and the person with the judgment calls.
Likes to look at things in depth, putting the team on the right path.

Strengths –

An analytical mind that judges all options before making a decision.

Weaknesses – 

Slow and methodical, at times overly critical of people lacking the ability to inspire them.









(Thinking Roles) – Specialist

Experts in a specific area of expertise.
They are usually not part of teams and are only called to help a section in need for a short time.
Often in demand, their additions to a newly formed team might lead to tensions between team members.

Strengths –

Provide specialized help in a specific domain.

Weakness –

Narrow use case scenarios and expensive.












[bookmark: _Hlk116849664]The Culture Code Model
According to Coyle (2018), groups and teams share the same secrets that can make them successful.

Safety Building

Body Language
Building a shared safe space can be done with body languages such as eye contact and directional positioning.

Positive Fallibility
A leader can’t be right all the time. It is best to leave a door open for unexpected events.

Acceptance
Negativity is part of the journey and should not be considered an unsurpassable failure.










Highlighting Vulnerabilities

Be an Example
As a leader being honest opens up communication channels with your team and strengthens the bond between each team member with you as the center. Asking questions such as “What do I do right, and should I continue doing?” shows leaders need feedback and are not above everyone else.

Connect with People
Negativity should be addressed in person, be professional and not personal, and reconnect afterward.
Be Receptive

Be proactive instead of reactive, cooperate with your team members as well as:

1. Challenge standards with gentle rebukes.
2. Suggest different, less traversed paths that might prove more effective.
3. Create a safe space for others.






Establish Purpose

Define your Targets
Search and find your first target.
Limit the number of targets to five or fewer to achieve success.
Control your erratic behavior to be more successful.
Clear Goals
Reiterate your team’s goals at every given a chance.
Tell your team your company’s goals every time the opportunity arises.
Make your intentions known and reflect on them. “What have we done, and where did that take us?”













Conclusion

Understanding the issues and underlying principles of teamworking and its strengths and weakness will allow us to be more successful.

According to (Morgan, 2017, p204), a team is two or more individuals working together towards a shared goal to which they are committed.

(Griffith & Dunham, 2015, p7) underlines the most encountered problems, such as lack of commitment, low productivity, poor communication between members, conflicts, and poor leadership.

Before forming a team, a leader must consider the skill set required to fill each position. According to Belbin’s 9 Team Roles created by Belbin (2016), there are excellent roles divided across three major categories.

After team formation, Tuckman’s Model created by Tuckman (1965) can be used to guide a team through a set of five stages meant to raise awareness and help set a section on the right path.
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