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Team members
The following people are sponsors, members or the leader of the team.

SPONSOR
Ivor Stature
Chairman

TEAM LEADER 
Sarah Smart
CEO

TEAM MEMBER
John Smith
Head of Operations

TEAM MEMBER 
Gwyneth Jones 
Head of Marketing
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Stages of team development model
This page provides an overview of the six stages of team development. A more detailed description of your team's selected stage is shown later in this report.

Teams develop over time. It typically takes 6-7 months for a team to progress from starting up to become fully effective and high performing.
Teams progress through distinct stages over this time. Each stage has its own unique set of challenges, and these can stop teams from progressing if not worked through. Teams do not
always progress and can get stuck or slip back. Many teams stop short of excelling and under-perform. teamSalient® places a team in its stage of development and measures how effective it
is in that stage. It shows a team where it is already effective and where it can improve. It identifies the actions a team can take to progress to the next stage as well as activities it can carry
out to prevent it getting stuck.
These actions and activities are prioritised to help a team focus its development. A team is able to compare itself against other teams at the same stage of development using in-built
benchmarking.
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The stages of team development and goals
This page provides an overview of the six stages of team development. A more detailed description of your team's selected stage is shown on page 10 of this report. This page also shows the
goals for a team to achieve at each stage. These are important because a team will need to achieve them to be able to progress to the next stage of development.

STAGE DESCRIPTION GOALS

1. Orientating In the ‘orientating stage’, a newly formed team readies itself to start
work. It is recruiting and integrating new members, while allocating roles
and tasks. Many aspects of the team and its work are unclear at this
stage.

To form and set up the team.
To foster a sense of belonging and loyalty to the team.
To make it safe enough for members to contribute and start work.

2. Resolving Whereas in the previous stage team members wanted to fit in, in the
‘resolving’ stage they seek to become more independent.

To develop unified team goals, values and processes.
To resolve team conflict.

3. Collaborating In the ‘collaborating’ stage of development, team goals are clearer, and
communication is open and task focussed.

To negotiate team member roles, priorities and processes (e.g.
decision making).
To develop positive team member relations.

4. Achieving An ‘achieving’ stage team is effective, productive and delivering results.
Members are clear about the team’s goals and work interdependently to
realise them. Having resolved earlier difficulties, the team can focus its
energy and collective efforts on results. The quality and quantity of work
evolves throughout this stage of development.

To continue to develop team effectiveness.
To get the job done – well.
To make more informed decisions.
To remain cohesive.
To maintain focus on the outcomes and results of collective work.

5. Excelling An ‘excelling’ stage team is highly effective and has been achieving
excellent results for some time. The team also finds ways of sustaining
success in the present and ensuring it in the future.

To raise performance to even higher levels.
To find ways of sustaining success.
To recruit and integrate additional team members without loss of
performance.

6. Re-orientating Even high achieving teams lose momentum over time. Typically, around
18-24 months after being formed, group effectiveness wanes and
performance drops. This is normal but can have a significant effect on the
team and its organisational performance. At this point, it is time to re-
think the team’s purpose: what work should it achieve now, and how
should it be carried out?

To update the team’s purpose, members, roles, ways of working,
processes and norms.
To revitalise the team and help it recover from declining
performance. or
To ready the team to close, while completing outstanding work and
sustaining performance.
To help members find new teams and successfully transition into
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Driver descriptions
This page describes the different 'drivers' of team effectiveness measured by teamSalient®.

DOMAIN: DRIVER: DRIVER DESCRIPTION:

Fundamentals Leadership
Purpose
Team composition
Psychological safety
Team glue

How leadership is provided within the team
The reason the team exists and its contribution to the organisation
Team membership and the skills of team members
A shared belief that it is safe for team members to take risks and be themselves
The strength of team member inter-dependence and team cohesion

Facilitators Task processes
Communications
Collaboration
Conflict
Resources
Learning

The steps a team takes to achieve its tasks
How a team exchanges information through conversations
How team members work together and with other teams
Disagreements between team members based on a clash of interests or beliefs
Resources and development available to help the team carry out its work
How the team uses and develops team member's skills and improves from feedback

Fire ups Achieves results
Self-management
Courage
Adaptability
Creativity

The team's results orientation and motivation to succeed
How team members moderate their behaviour towards each other in the interests of the team
The strength to do the right thing for the team
The ability to adapt the team's thinking and behaviour and respond at pace
A culture of creating radically different ways of meeting stakekeholders needs

Private and Confidential © teamSalient® page 6Sample Report • Example Organisation • 20 Oct 2020



Interpreting a team profile - summary view. Sample profile
This page shows how to interpret your teamSalient® profile.
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Interpreting a team profile - summary view. Sample profile
This page explains how to interpret a team’s profile. The chart below gives an overview of a team against 16 'drivers' of team effectiveness. These are divided into three domains:
‘Fundamentals’, ‘Facilitators’ and ‘Fire ups’. The drivers are presented in order of importance from left to right starting with the ‘Fundamentals’.
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Interpreting a team profile - driver view. Sample profile
This page explains how to interpret your team’s profile. It looks at one of the 16 'drivers' of a team's effectiveness.
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My team's stage of development
This is a more detailed description of your team's selected stage of development, including what to expect as a team leader and member and how to progress to the next stage.

1. Orientating stage of development
Overview of this stage
To learn to work together interdependently as one team, while moving in the same direction towards a common goal.

Description of this stage
In the ‘collaborating’ stage of development, team goals are clearer, and communication is open and task focussed. Working relationships are more positive: there is likely
to be increased trust between team members, and a greater willingness to co-operate. With a stronger overall commitment to the team, members are less territorial and
concerned about role-related status and power. They are able to focus their energy on doing the work.
The team will generally have worked through earlier conflicts. While there may be some residual friction, on the whole, the level of disagreement will be greatly reduced
and can be effectively managed by members. As team members collaborate more and start to take on some leadership, there is a reduced dependency on the leader, who
can be less prominent and directive and more consultative.

Goals of this stage
To negotiate team member roles, priorities and processes (e.g. decision making).
To develop positive team member relations.

Stage progression
Once the group has become a team, rather than operating as individuals, it is ready to progress to the next stage. Trust has been established and there are structures in
place to help members collaborate and work towards a common goal.
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My team's summary
This page provides an overview of your team and its overall effectiveness.

Team performance rating

Performance ratings are separate from and do not alter the overall team effectiveness score or individual Driver scores.

 Sponsors average rating  Team Leader rating  Team Members ratings1.0  Well below expectations   5.0 Outstanding

Team effectiveness score

70%
Team Score

53%
Comparison Score

17%
Improvement Score

This percentage score shows your team’s overall effectiveness rating. It compares it with other teams at the same stage 
(Comparison score) and shows the difference (Improvement score)
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My team's profile
This page provides a summary of your team’s profile. The higher the score, the more effective the team is in each driver. Read left to right in order of driver importance.
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My team's
drivers SCORE: 3.1PSYCHOLOGICAL SAFETY (Fundamentals)

A shared belief that it is safe for team members to take risks and be themselves

 5.0 Highly accurate
 Sponsor(s) average rating  Team Leader rating  Team Member(s) ratings 

1.0 Highly inaccurate

Range: 1 – 3

Q1 There are high levels of openness between members of this team and a willingness to discuss problems and difficult issues

Range: 3 – 5

Q2 Team members ask each other for help and support in this team, especially during difficult work

Range: 2 – 4

Q3 Team members spend sufficient time together to get to know each other personally and professionally

Range: 4 – 4

Q4 When mistakes are made or admitted in this team, they are not held against team members

Range: 3 – 4

Q5 It is safe for team members to be themselves in this team

Range: 1 – 3

Q6 Team members are not worried about being rejected by others in this team
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My team's
drivers SCORE: 3.0CREATIVITY (Fire ups)

A culture of creating radically different ways of meeting stakekeholders needs

Additional comments
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Team actions
This page sets out actions and activities a team can take to stop it getting stuck or slipping back, and to progress to the next stage.

Actions/activities to prevent a team getting stuck in a stage:
Action 1: Model collaborative behaviours. We are social creatures and imitative. By modelling ideal group behaviour, leaders can spark others to copy them.
Action 2: Create a team collaboration blueprint. Teams often want to collaborate but don’t know how because they haven’t spent the time working it out. What does
collaboration look like in practice? Make team processes explicit so they are understood and easily followed.
Action 3: Avoid collaboration overload. Watch that team members don’t give up too much of their personal resource and time in an effort to be inclusive. This
detracts from overall progress. Decide priorities and resource allocation as a team to help manage collaboration requests.

Actions/activities to progress to the next stage:
Action 1: Dial up dialogue. The team can be so focussed on preventing conflict that individuals are reluctant to share controversial ideas. Give team members
permission to play ‘devil’s advocate’ and champion unusual suggestions. Rotate team members into and out of this role to avoid anyone becoming typecast.
Action 2: Keep tabs on excess energy levels. As conflict decreases, anxiety dissipates, and new energy can take its place. If not channelled properly, this can become
distracting. Notice it when it arises and identify it, so the team stays focused on productive work.
Action 3: Avoid team and leader overload. The leader can continue to protect the team from excessive collaboration requests from outside, while giving members
permission to take on leadership tasks on his/her behalf so he/she doesn’t become overloaded.

Actions/activities to prevent a team slipping back a stage:
Action 1: Acknowledge it’s easy and normal for the team to slip backwards at this stage, particularly when the team leader no longer needs to be as directive and
has started working more like a normal member. To prevent regression and the leader reverting to a directive role, the team should be even more active in taking
collective ownership of tasks.
Action 2: If you are the team leader, resist the urge to act on behalf of the team. Notice when you observe this in yourself and share your observation. More often
than not, this can be actioned by a team member instead. Leave the team with the responsibility to resolve tasks.
Action 3: Let team members know what is expected of them. Collaborating is not easy, so spell out how members should help one another achieve collective goals.
Ask others for help.
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Glossary

Comparison score – refers to the score of other teams at the same stage of development.

Development stage – refers to the ‘stage of team development’. See ‘stage’ below.

Domain – refers to one of the domains within teamSalient®: ‘Fundamentals’, ‘Facilitators’ or ‘Fire ups’. A domain is a way of arranging related ‘drivers’.

Driver – refers to one of the drivers of team effectiveness measured by teamSalient®

Improvement score – refers to the percentage difference between a team’s effectiveness score and that of other teams at the same stage of development.

Organisational context – refers to the context in which a team operates within an organisation.

Score - refers to a team’s score in a ‘driver’.

Sponsor – refers to the sponsor of a team. This could be the team leader’s manager or a key stakeholder (internal or external).

Stage – refers to the ‘stage of team development’. This is also sometimes known as a stage of team maturity.

Team goal – refers to the team’s aim(s) for using teamSalient®

Team leader – refers to the team’s leader or manager.

Team performance rating – refers to the perceived rating of the team’s performance.

teamSalient®- refers to the name of the team discovery tool.
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Notes
Add your notes below:
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For more information on teamSalient® 
and other leadership consulting tools and
services, please contact:

www.teamsalient.com
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