Team Stage Survey 
Project teams go through different stages of development, and effective leaders manage teams differently depending on which stage they are in.  This job aid helps Project Managers determine (i) which stage of development their team is in and (ii) what leadership style is most likely to support a high performing team.

The “Forming Storming Norming Performing” model of team development
 explains that a project team progresses through four stages of development as follows:
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The final stage, the Performing stage, is the most productive and desirable stage of team development.  But all new teams must go through the Forming, Storming, and Norming stages before they reach the Performing stage.  
The job of the leader is to help the team get to the Performing stage and then help them stay in that stage.  Over time, especially if there significant staff turnover or other changes, a team can revert from the Performing Stage to one of the other, less desirable stages.

Your team is in the Forming Stage
You see the following in your team members:
· Dependence on Leader for answers to questions

· Lack of clarity regarding project goal and objectives
· Lack of clarity regarding roles and responsibilities
· Low level of work output
· Desire to test Leader
Recommended actions:

· Provide specific direction and close supervision

· Emphasize one-way communication (from leader to team)

· Be available to team to answer questions

· Conduct Team Launch (#Team Launch Agenda Template) to orient team on project goal, objectives, processes, and roles and responsibilities and overall Project Plan ( # Project Plan Template) and Schedule (# Schedule Template)
· Reinforce goal, objectives, processes, and roles and responsibilities

Your team is in the Storming Stage
You see the following in your team members:
· Greater awareness and understanding of project goal and objectives 

· Competition for power

· Development of cliques or factions

· Resistance to suggestions from each other

· Questioning of legitimacy and authority of Leader

· Little sense of accomplishment

Recommended actions:

· Continue to define roles and tasks

· Seek ideas and suggestions from team / move toward two-way communication 

· Facilitate discussions to resolve disagreements

· Address any unprofessional behavior

· Recognize helpful behavior

· Do team-building exercise
· Educate team on the Forming, Storming, Norming, Performing stages of team development
Your team is in the Norming Stage
You see the following in your team members:

· Roles and responsibilities are understood and accepted

· Team processes and working style are established

· Leader is respected and team begins to share some leadership

· Team provides feedback to each other constructively

· Team improves work output

Recommended actions:
· Transfer day-to-day decisions to the team

· Facilitate and otherwise support team in making decisions
· Continue to reinforce project goal and objectives
Your team is in the Performing Stage

You see the following in your team members:
· Growing confidence -- team knows what it is doing and why it is doing it
· High level of productivity
· Team member expertise may now exceed that of the Leader
· Team manages itself and resolves its own conflicts
· Team members trust each other

Recommended actions:

· Allow team to make decisions based criteria agreed upon with the Leader
· Delegate more control to team
· Respond to team requests for assistance
· Oversee progress from a distance

In addition, your team is in the Adjourning Stage

You see the following in your team members:

· Desire for evidence that project is valued and has achieved its goal and objectives

· Sadness about project ending

· Anxiety regarding where team members will go next
Recommended actions:

· Involve team in articulating Project Lessons Learned (#Lessons Learned Template)
· Conduct exit interviews (#exit interview questionnaire) with team members
· Share results of project evaluation – if not complete when team disbands, send later

· Invite individual discussions about career development

· Mark end of a project with an event – lunch or dinner

� This model was first developed by Bruce Tuckman





