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[bookmark: _Toc225551229]Introduction
This report examines the importance of team working for both academic and professional development, drawing on relevant academic literature to support the discussion. Team working is a fundamental skill that enables individuals to collaborate effectively, share knowledge, and achieve common goals within increasingly complex and interdependent environments. Tuckman’s Stages of Group Development (1965) is used as a framework to analyse how teams evolve over time and how effective collaboration develops across different stages. The report further evaluates the importance of team working by analysing the key characteristics that contribute to effective team performance. Overall, it argues that successful team working is not only essential for achieving academic outcomes but also for developing the transferable skills required in professional practice.

[bookmark: _Toc225551230]Definition of Team Working
Team working is described as the process of individuals who share interdependence and work collectively using diverse skills and knowledge to achieve a common goal (MIT Human Resources, 2024). This involves clearly defined roles, effective communication, mutual trust and coordinated effort, which support accountability and collaboration within the team.
This definition is supported by organisational behaviour literature, which emphasises that effective teams are characterised by interdependence, shared responsibility and collective performance outcomes (Robbins and Judge, 2017).
The organisational literature distinguishes groups from teams, noting that while all teams are groups, not all groups function as teams due to differences in structure, purpose and coordination (OpenLearn, 2004). A team can therefore be understood as a specialised type of group with a clear and shared goal that members actively work towards.
Stephen P. Robbins and Timothy A. Judge (2017) further distinguish a work team from a work group through the concept of positive synergy, where coordinated effort produces outcomes greater than the sum of individual contributions. Teams rely on complementary skills, shared responsibility and open communication to produce a collective outcome. This distinction highlights that effective team working requires deliberate coordination and shared accountability, rather than simply grouping individuals together.
Understanding how teams are structured provides a foundation for examining how they develop over time, as explained by Tuckman’s model.

[bookmark: _Toc225551231]Tuckman’s Stages of Group Development
Tuckman’s Stages of Group Development is one of the most widely recognised theories explaining how teams develop over time. Tuckman (1965) originally proposed four stages of group development based on observed patterns of behaviour in small groups. These stages are Forming, Storming, Norming and Performing. The model was later extended with a fifth stage, Adjourning, reflecting the temporary nature of many modern teams (Tuckman and Jensen, 1977). Rather than defining teamwork itself, the model provides a framework for understanding how group interactions and behaviours evolve as a team progresses through different stages (Robbins and Judge, 2017). For this reason, the model continues to be widely applied in both academic and professional contexts to explain patterns of team development. This demonstrates that team effectiveness is not solely dependent on individual capability but on how well teams progress through these stages and manage the challenges associated with each phase.

[bookmark: _Toc225551232]Forming
The Forming stage represents the initial phase of team development. During this stage, members begin to understand the group’s purpose and expectations (Tuckman, 1965). Individuals often behave cautiously as roles and relationships are still developing. Roles and responsibilities may remain unclear, and members may rely on leadership for direction. In academic settings, this stage commonly occurs when students first meet to discuss assignment requirements and allocate responsibilities. Establishing clear expectations early can help groups avoid misunderstandings and improve teamwork outcomes (Oakley et al., 2004). In professional environments, this stage occurs when a new project team is created and members begin clarifying objectives and reporting structures. However, if expectations are not clearly established during this stage, teams may experience confusion and inefficiency in later stages.

[bookmark: _Toc225551233]Storming
The Storming stage occurs when members begin expressing their ideas more openly and challenging each other’s viewpoints (Tuckman, 1965). Disagreements may arise regarding leadership, responsibilities or decision-making processes. Tuckman (1965) suggested that this tension is a natural part of team development rather than a sign of failure. In academic group work, this stage may appear when students disagree about workload distribution or expectations. While conflict can encourage discussion and problem solving, unresolved tensions may reduce collaboration and negatively affect group performance. This suggests that effective conflict management is essential, as teams that manage disagreement constructively are more likely to progress to later stages of development (Robbins and Judge, 2017).

[bookmark: _Toc225551234]Norming
During the Norming stage, relationships begin to stabilise and cooperation improves (Tuckman, 1965). Members develop shared expectations and clearer communication patterns, helping to strengthen trust within the group. Roles become more clearly defined, allowing individuals to understand how their contributions support the team’s objectives. In both academic and professional teams, this stage is often visible when members coordinate tasks more effectively and work in a more organised way. However, this stage relies on the successful resolution of earlier conflicts, meaning not all teams reach this level of cohesion. It is often associated with increased cohesion and trust, which are key indicators of effective team functioning (Wheelan, 2009).

[bookmark: _Toc225551235]Performing
The Performing stage represents the most productive phase of team development. At this point, teams work collaboratively towards shared goals (Tuckman, 1965). Members demonstrate greater independence while remaining aligned with the team’s objectives. In academic contexts, this stage may occur when group members complete tasks efficiently and support one another to meet deadlines. In professional environments, it can be observed when project teams deliver results with minimal supervision. Evidence from project environments suggests that teams which progress effectively through earlier stages are more likely to achieve stronger outcomes (Guttenberg, 2020), whereas teams that fail to resolve earlier conflicts may struggle to reach high levels of performance (Bonebright, 2010).

[bookmark: _Toc225551236]Adjourning
The final stage, Adjourning, reflects the temporary nature of many teams (Tuckman and Jensen, 1977). This stage involves completing the task and preparing for the group to disband. In academic contexts, this may occur once a group assignment has been submitted, while in professional settings project teams often separate after their objectives have been achieved. The effectiveness of this stage often depends on whether the team reflects on its performance and captures learning for future collaboration, which can support improved effectiveness in future team-based work (Tuckman and Jensen, 1977; Bonebright, 2010).

[bookmark: _Toc225551237]Limitations of Tuckman’s Model
Despite its influence, Tuckman’s model has several limitations. One criticism is that the theory assumes teams progress through the stages in a fixed sequence (Bonebright, 2010). In practice, teams may move backwards or experience overlapping stages when new challenges arise or when membership changes. Wheelan (2009, pp. 27–34) argues that team development is influenced by communication patterns, leadership and group structure. Recent research in problem-based learning also indicates that teams may shift between stages depending on how effectively the group functions and how pressures develop during the task (Mellon et al., 2024). Additionally, the model was developed from observations of small face-to-face groups and may not fully reflect the dynamics of modern virtual teams. This highlights that team development is not always linear but is influenced by a range of internal and external factors, particularly in modern and virtual working environments where team composition and tasks may change frequently, reinforcing the dynamic nature of team development.
[bookmark: _Toc225551238]Comparison with Belbin’s Team Roles
Belbin’s Team Roles theory provides another perspective on how teams function. Belbin’s theory focuses on the behavioural roles individuals contribute within a team (Belbin, 2010, pp. 20–24). While Tuckman explains how team interaction develops over time, Belbin highlights how different roles can improve team balance and effectiveness. Research suggests that teams with a balanced range of roles often demonstrate stronger collaboration and overall performance (Aranzabal et al., 2022, pp. 23–25). Similar findings have been reported in large project environments where teams structured around Belbin’s role framework demonstrate improved coordination (Rahmani et al., 2022). These two theories therefore complement each other by offering different perspectives on how teams function and develop.
Overall, Tuckman’s model provides a valuable framework for understanding team development, although its effectiveness depends on the dynamic and non-linear nature of team interactions and organisational context.

[bookmark: _Toc225551239]Importance of Team Working
Building on this theoretical understanding, team working can be further examined in terms of its importance in both academic and professional contexts. In academic settings, working in a team encourages students to communicate with both peers and tutors, facilitating the exchange of ideas and the consideration of different perspectives (Devece et al., 2014). This interaction supports problem-solving and enhances the quality of outcomes in group assignments.
According to Larson (2013), this reflects the concept of synergy, where individuals working together can produce solutions that exceed what they could achieve independently. However, achieving synergy depends on effective coordination within the team. Collaborative approaches can improve productivity and work quality, aligning with the norming stage of Tuckman’s model, where members cooperate more effectively, resolve conflicts and share responsibilities (Walsh and Kahn, 2009). This reinforces why teams that progress through earlier stages are better able to combine skills and ideas, leading to improved academic performance and learning outcomes.
In professional contexts, team working supports employee development and organisational performance. Gallie et al. (2012) argue that collaboration in the workplace enables employees to develop key skills, including conflict resolution, adaptability, accountability and leadership. This reflects the performing stage of Tuckman’s model, where teams operate at high levels of productivity and collaboration.
Beyond skill development, team working contributes to morale and wellbeing, as individuals learn from each other’s experiences and provide mutual support. Lencioni (2002) highlights the importance of trust and support within teams, while collaboration can reduce stress, minimise errors and create a more positive working environment (Mordue, 2025). As a result, effective team working enhances both individual capability and organisational outcomes, including productivity, efficiency and workplace culture.
In summary, team working is essential for both academic and professional development, as it promotes individual growth and improves overall performance. Through Tuckman’s model, it can be understood as a progression from initial formation to effective collaboration, resulting in improved learning outcomes in academic settings and stronger performance and development in professional environments.

[bookmark: _Toc225551240]Key Characteristics of Effective Team Working
While team working provides clear academic and professional benefits, its effectiveness depends on the characteristics demonstrated within the team. Effective team working enables individuals to combine skills, knowledge and experience to achieve shared objectives (West, 2012). It is not merely about task completion; effective teams demonstrate relational cohesion, clear communication and mutual trust, which are essential for navigating complex tasks and interdependent responsibilities (Northouse, 2021). These characteristics play a crucial role in determining whether teams are able to progress effectively through stages of development and achieve high levels of performance.
Tuckman’s (1965) model of team development provides a useful framework for understanding the dynamic nature of teamwork. In the forming stage, teams require clarity in roles and responsibilities, along with structured guidance from leadership. As teams move into the storming stage, conflicts emerge, highlighting the importance of trust, open communication and conflict resolution (Lencioni, 2002). The norming stage is characterised by increased cohesion and shared accountability, while in the performing stage, teams demonstrate high levels of efficiency, adaptability and commitment to collective outcomes (Tuckman, 1965; West, 2012).
Leadership is a critical determinant of team effectiveness. Hersey and Blanchard’s (1969) life cycle theory suggests that leadership style should adapt to the team’s maturity and competence. New or inexperienced teams benefit from a more directive approach, whereas mature teams require supportive and participative leadership that encourages autonomy and innovation (Hersey and Blanchard, 1969). Effective leaders also promote open communication, encourage diverse perspectives and create psychological safety within the team (Northouse, 2021; West, 2012).
Trust is widely recognised as a foundational characteristic of effective teams, enabling members to communicate openly, share ideas and take risks without fear of negative consequences (Lencioni, 2002; West, 2012). In addition, clear communication ensures that goals, roles and expectations are understood, supporting effective collaboration and problem-solving (Northouse, 2021). Accountability at both individual and collective levels ensures that team members take responsibility for their contributions and remain committed to shared objectives, while collaboration and mutual support allow teams to make effective use of diverse skills and knowledge (Lencioni, 2002; West, 2012).
A practical example can be observed in healthcare, where multidisciplinary teams of doctors, nurses and support staff collaborate to deliver patient care. When a new team forms, leaders provide guidance and clear roles. As trust develops, leadership becomes more collaborative, fostering shared decision-making and accountability (West, 2012; Northouse, 2021). However, the effectiveness of these characteristics may vary depending on team context and leadership approach.

[bookmark: _Toc225551241]Conclusion
Overall, team working is a fundamental component of both academic and professional development, enabling individuals to combine diverse skills, knowledge and perspectives to achieve shared objectives. It extends beyond simple collaboration, requiring clear roles, effective communication and mutual accountability to produce meaningful outcomes.
Tuckman’s Stages of Group Development provide a valuable framework for understanding how teams evolve, although progression is not always linear and is influenced by factors such as leadership, communication and conflict management. The comparison with Belbin’s Team Roles further highlights that both team processes and individual contributions are essential for achieving effective performance.
In academic contexts, this is evident in group assignments such as this report, where team members progressed from initial organisation to more effective collaboration, enabling the group to combine strengths and improve the quality of work produced. In professional environments, similar dynamics support productivity, innovation and organisational success.
Overall, while team working offers clear benefits, its effectiveness depends on how well teams manage relationships, roles and responsibilities, demonstrating that high performance is achieved through both structured development and effective collaboration. This reinforces the idea that effective team working is a critical skill that must be actively developed and managed to achieve sustained success in both academic and professional environments.
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