The MCG Team Development Model

The MCG model offers a framework for understanding the dynamics of a working group.  

Model Parts 

External Data - Initially, groups are formed for some purpose.   Group members need to have a common understanding of that purpose and understand its connection to the bigger picture (the future direction of the organization, the mission & goals, the strategic plan, etc.).  What the organizational purpose is for creating group originally and currently.

As the group continues to work, there are external and other influences that may change the organization’s direction, their charge.  There may be other impacts of the larger organizational system which may have a significant influence on their work.

Membership - While the emphasis of “membership” in the model is on the individual, the original question generated by the purpose of the group is, “Do we have the right people in the room given the reason we were brought together”?  Similar questions include:  Who in the “whole” system has the information that the group needs to inform the group of the implications of its actions?  How do we include or inform decision-makers?

The individuals in a group bring with them all of their talents and gifts, knowledge, skills and experience.  They also bring with them all of their insecurities, personal history, feelings/thoughts about their past experience with others in the group and current emotional state.  These issues need to be known (at different levels and at different times) throughout the time the group works together.

Membership issues include the following: Why was I selected to be in this group?  What part of the organization are the others in this group from?    What do I know (what don’t I know) about what we are going to be doing that might affect my status in the group?  Will these people like/respect me?  Who are these people?  Can I trust them?  Will I be listened to?  Have I worked with them in the past and what was that like?  Can I be honest?  How do I need to communicate to be heard?  How will our differences add to or detract from how we will work together?  Will the members of the group pull their weight?  What if they don’t?

Control - Control issues address questions regarding how the group will work together.  They include questions like, What are our operating norms?  When will we meet, for how long, where?  Will we start on time, end on time?  What roles do we need to have and who will fill them?  (Who will set the agenda, who will take notes – if any, who will facilitate?)  What will we do about missing members/How will we make decisions?  Will our meetings have a format/design - how will we arrive at the format/design?  How will we handle “power” in the group?  Do we need to report our progress to anyone – who, how often, how?  

Goal - Goal issues have to do with having a commonly understood goal and a plan to achieve that goal.  They also include goal alignment in the organization both vertically and horizontally.  When a group is formed, the individuals often believe they know what the goal is.  However, unless it is openly talked about, this may not be the case.  Another goal question is, Are there personal goals that are in conflict with the goal of the group?  This shows up in organizations where the possibility of downsizing is a real threat.  Hidden agendas are unknown goals of members.  As the group matures, these may emerge.  Other goal questions include: What methods will we use to achieve these goals?  What are the timelines for achieving sub-goals and the ultimate goal?  Who is doing what, when (action plans)?  Do we need approval once we find solutions?

Internal Data - Internal data is that information that concerns group/team members.  This data is constantly changing.    As we learn more about members, as members are challenged regarding norms, as internal roles change, etc. the dynamics of the group change and must be attended to.

Conflict - Conflict will take place as the group works together.  If conflict is denied or not managed positively, the group will not mature into a well-functioning team.  If conflict is not handled within the team, by the team, the group remains in the “norming” stage of group development.  When the group is more concerned with “getting along,” hard issues are not addressed.

How the Model Works
The model is based on certain principles. The more information that is explicit rather than implicit, the better the chances for the group to be high-performing and achieve their goals.

There are levels of M, C, G and conflict that constantly change as the group works together.

The model has an order to it.  The driving force - or goal for which the group has been formed - needs to be clear.  Some level of membership should be dealt with before Control and both M and C need to be explicit before the Goals can be clarified.

Diagnostically, if there are issues that present themselves in the group, the issues that need to be addressed first are those in the area “back one”  (counter-clockwise) in the model.  

All of the parts of the model emerge in all phases of group/team development.  There are Forming, Norming, Storming and Performing implications in the model which are demonstrated in each of the parts of the model.  There are membership issues in forming, in norming, in storming and in performing.  The integration of these two models helps us understand, diagnose and intervene in helping groups.

If conflict is not dealt with openly in the group, the group does not deepen.  If group members deal with their issues outside of the group - group energy is being “leaked” away.  There is real power in processing group conflict within the group to mature the group.

The M-C-G model was originally conceived by Jack Gibb and subsequently developed by Kathleen Dannemiller.  This description was written by Becky DeStefano.
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M-C-G Model, Original Concept, Jack Gibb
Model Developed by Kathie Dannemiller. 1981




PAGE  
1
Ref:  Dannemiller/Tyson Assoc.  DNystrom Reveln Consulting, A2, Michigan


