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Group  structures  or  organizations  are  important  in any  business  or  an  institution. A group of committed group can achieve a lot than a great bunch of many individuals alone. A group can be united by either a common business goal or being committed to achieving a common objective. Teams achieve so much and this gives the purpose of spending quality time in developing and building them. Teams can generate wider range of ideas, motivate each other, take more risks than individuals and also they facilitate growth of each members self-confidence. Team development involves several activities such as sharing ideas, cooperating being open and supporting each other.

Bruce Tuckman came up with a four steps model of group development in the year 1965 and added the fifth step ten years later. The model describes the phases a team tend to go through from their inception to the successful completion of the project and shows areas which may cause the team and the project to fail. The classic model has been delivering comfort to and new perspectives to managers who have the responsibility of running team a team. His work has gone on to develop many aspects of organizational psychology.
The stages of this classic model are identified as follows:

1. Forming 

This part of the groups’ level is determined by the leader since all the members look up to him. The members politely follow the instructions of the leader consequently ignoring their relationship with the other members. Expectation and job description of the group are clearly laid down by the leader and he or she is the main role model to the groups’ behavior and performance.
2. Storming 
In this time of group development the group members are more and very self-conscious. They are highly concerned with the impression they are making in the group than the project at hand. They battle with a lot of feelings and wants. They want to proof to the leader their value to the team. In this stage there are dangers of faction formation and isolation of some members. 
3. Norming

Though it is hard to reach this stage for most of the groups, those groups that make it to this stage are probably at a verge of succeeding. In this stage it is an exciting and important moment for all members where many decisions are made and are implemented, taking risks, taking ideas in actions and overcoming the effects of failure.

4. Performing 
With group norms and roles established, group members focus on achieving common goals, often reaching an expected high level of success. The team members are now competent and able to handle decision making without supervision. Even most of the decisions are made by the members rather than the leader.

5. Adjourning 

This is the last step of the group. Bruce added this last process to his model ten years later. It involves bringing the group to a closure when the project has been completed. It is a time for thanking, recognition of individual achievements and reflection on how far the team has come, failures along the way and the lessons learnt to carry forward in future. There had been some bonding between the members and there is a sense of loss at disbanding the team.
Any group especially grope managers must be able to recognize and understand group behavior at its various stages. It is difficult for a team to thrive if it does not recognize these stages especially the second stage of storming where conflict and competition are at its greatest. In this stage a more dominant group of members arise suppressing the less dominant members who fear and care of their feelings. This stage is challenging and if the leader is not keen the group collapses.
For proper success of the team, at the first stage the leader and the members should invest time in listening and empathizing with others. The second stage each member should focus on delivering as much sincere positive feedback as they can. At the norming stage the leader should use coaching style and ask for their solutions before giving the leaders solution. At the fourth stage all members should recognize the contribution of others and ensure that credit is awarded. At the last stage all the stake holders should be aware of the collective and individual achievements. This ensures the best entry in another group after adjournment of the current one.
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