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General Marking Instructions 

Introduction 
The main purpose of the mark scheme is to ensure that examinations are marked accurately, 
consistently and fairly. The mark scheme provides examiners with an indication of the nature and range 
of candidates’ responses likely to be worthy of credit. It also sets out the criteria which they should apply 
in allocating marks to candidates’ responses. 

Assessment objectives 
Below are the assessment objectives for GCE Professional Business Services. 

Candidates should be able to: 
AO1  Demonstrate knowledge and understanding of terms, concepts, theories, 

methods and models used by professional business services firms and their 
client businesses. 

AO2  Apply knowledge and understanding of concepts, theories, methods and 
models used by professional business services firms and their client 
businesses. 

AO3  Investigate, analyse and evaluate concepts, theories, methods and models 
as used by professional business services firms and their client businesses. 

Quality of candidates’ responses 
In marking the examination papers, examiners should be looking for a quality of response refl ecting the 
level of maturity which may reasonably be expected of a 17- or 18-year-old which is the age at which the 
majority of candidates sit their GCE examinations. 

Flexibility in marking 
Mark schemes are not intended to be totally prescriptive. No mark scheme can cover all the responses 
which candidates may produce. In the event of unanticipated answers, examiners are expected to use 
their professional judgement to assess the validity of answers. If an answer is particularly problematic, 
then examiners should seek the guidance of the Supervising Examiner. 

Positive marking 
Examiners are encouraged to be positive in their marking, giving appropriate credit for what candidates 
know, understand and can do rather than penalising candidates for errors or omissions. Examiners 
should make use of the whole of the available mark range for any particular question and be prepared to 
award full marks for a response which is as good as might reasonably be expected of a 17- or 18-year-
old GCE candidate. 

Awarding zero marks 
Marks should only be awarded for valid responses and no marks should be awarded for an answer 
which is completely incorrect or inappropriate. 

Marking calculations 
In marking answers involving calculations, examiners should apply the ‘own fi gure rule’ so that 
candidates are not penalised more than once for a computational error. To avoid a candidate being 
penalised, marks can be awarded where correct conclusions or inferences are made from their incorrect 
calculations. 

Types of mark schemes 
Mark schemes for tasks or questions which require candidates to respond in extended written form are 
marked on the basis of levels of response which take account of the quality of written communication. 
Other questions which require only short answers are marked on a point for point basis with marks 
awarded for each valid piece of information provided. 
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Levels of response 
In deciding which level of response to award, examiners should look for the ‘best fi t’ bearing in mind that 
weakness in one area may be compensated for by strength in another. In deciding which mark within a 
particular level to award to any response, examiners are expected to use their professional judgement. 

The following guidance is provided to assist examiners. 

 •  Threshold performance: Response which just merits inclusion in the level 
and should be awarded a mark at or near the bottom of the range. 

 •  Intermediate performance: Response which clearly merits inclusion in the 
level and should be awarded a mark at or near the middle of the range. 

 • High performance: Response which fully satisfies the level description and 
should be awarded a mark at or near the top of the range. 

Quality of written communication 
Quality of written communication is taken into account in assessing candidates’ responses to all tasks 
and questions that require them to respond in extended written form. These tasks and questions are 
marked on the basis of levels of response. The description for each level of response includes reference 
to the quality of written communication. 

For conciseness, quality of written communication is distinguished within either three or four levels of 
response.  

Where there are three levels of response, quality of written communication is distinguished as follows:

Level 1: Quality of written communication is basic. 
Level 2: Quality of written communication is good. 
Level 3: Quality of written communication is excellent. 

In interpreting these level descriptions, examiners should refer to the more detailed guidance provided 
below: 

Level 1 (Basic): The candidate makes only a limited selection and use of an appropriate form and style 
of writing. The organisation of material may lack clarity and coherence. There is little use of specialist 
vocabulary. Presentation, spelling, punctuation and grammar may be such that intended meaning is not 
clear. 

Level 2 (Good): The candidate makes a reasonable selection and use of an appropriate form and 
style of writing. Relevant material is organised with some clarity and coherence. There is some use 
of appropriate specialist vocabulary. Presentation, spelling, punctuation and grammar are suffi  ciently 
competent to make meaning clear. 

Level 3 (Excellent): The candidate successfully selects and uses the most appropriate form and style of 
writing. Relevant material is organised with a high degree of clarity and coherence. There is widespread 
and accurate use of appropriate specialist vocabulary. Presentation, spelling, punctuation and grammar 
are of a suffi  ciently high standard to make meaning clear. 

Where there are four levels of response, quality of written communication is distinguished as follows: 

Level 1: Quality of written communication is basic. 
Level 2: Quality of written communication is satisfactory. 
Level 3: Quality of written communication is good. 
Level 4: Quality of written communication is excellent. 
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In interpreting these level descriptions, examiners should refer to the more detailed guidance provided 
below. 

Level 1 (Basic): The candidate makes only a basic selection and use of an appropriate form and style 
of writing. The organisation of material may lack clarity and coherence. There is little use of specialist 
vocabulary. Presentation, spelling, punctuation and grammar may be such that intended meaning is not 
clear. 

Level 2 (Satisfactory): The candidate makes a satisfactory selection and use of an appropriate form 
and style of writing. Relevant material is organised with some degree of clarity and coherence. There is 
some use of appropriate specialist vocabulary. Presentation, spelling, punctuation and grammar are of a 
satisfactory standard to make meaning evident. 

Level 3 (Good): The candidate makes a good selection and use of an appropriate form and style of 
writing. Relevant material is organised with good clarity and coherence. There is good use of appropriate 
specialist vocabulary. Presentation, spelling, punctuation and grammar are of a good standard to make 
meaning clear. 

Level 4 (Excellent): The candidate successfully selects and used the most appropriate form and style of 
writing. Relevant material is organised with a high degree of clarity and coherence. There is widespread 
and accurate use of appropriate specialist vocabulary. Presentation, spelling, punctuation and grammar 
are of the highest standard to make meaning absolutely clear.
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AVAILABLE 
MARKS

1 (a) AO1, AO2

  Responses may include:

  Similarities between leadership and management may include:
  • Operating in a position of authority, responsibility and accountability
  • Assessing the needs and resource requirements for their area of 

responsibility
  • Communicating a view of what needs to happen within their area of 

responsibility 
  • Developing and implementing plans
  • Allocating resources to achieve their plan
  • Communicating with employees
  • Motivating employees
  • Dealing with stakeholders
  • Monitoring and reviewing performance against objectives
  • Taking action to address variances in performance

  Differences between leadership and management may include:
  • Leaders are positioned at the top of the organisation. Managers are 

positioned lower in the organisation
  • Leaders undertake a wide-ranging and in-depth external and internal 

analysis of their organisation’s environment. Managers may take an 
in-depth analysis of their functional area

  • Leaders set goals and objectives that affect the entire organisation.  
A manager sets goals and objectives that are usually limited to their 
functional area

  • Leaders design and implement plans which cover the entire 
organisation. A manager would implement a part of the leader’s plan

  • Leaders communicate regularly to all employees in the organisation. A 
manager usually restricts their communication to employees within their 
function and a limited number of internal and external stakeholders

  • The scale of resources used by a leader to complete an organisation’s 
activities is much larger than the resources used by a manager

  • Leaders can influence the performance of the organisation’s employees 
by communicating a vision, which shows employees how they can 
contribute to the success of the business in the future. However, 
managers also have to work within the constraints imposed by leaders 
and consequently are often limited to motivating people through their 
style of management and the reward and remuneration system linked to 
their area

  • Leaders can interact with internal and external stakeholders. Managers 
may also meet with internal and external stakeholders but contact is 
usually limited to discuss something specific

  • Leaders monitor and review the performance of the entire organisation 
whereas managers are restricted to monitoring and reviewing the 
performance of their functional area

  All valid responses will be given credit

  [1] identification of a similarity 
  [2] identification and explanation of a similarity 
  (2 × [2])
  and
  [1] identification of a difference
  [2] identification and explanation of a difference
  (2 × [2])   [8]
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AVAILABLE 
MARKS

 (b) AO1, AO2

  Responses may include:

  Transformational leadership
  • Transformational leaders are typically charismatic and inspirational 

individuals 
  • They create a shared vision to obtain buy-in, inspire and motivate 

employees to achieve organisational goals, for example by coaching 
and mentoring, and by giving opportunities for employees to be 
innovative and creative 

  • Transformational leaders persuade employees to extend their goals and 
perform beyond expectations 

  Transactional leadership 
  • Transactional leaders use psychological rewards (for example, positive 

feedback and praise) or tangible rewards (for example, financial 
incentives, promotion and time off) to motivate employees and achieve 
organisational goals 

  • Transactional leaders will establish systems and structures to set 
targets and monitor employee performance 

  All valid responses will be given credit 

  [1] identification of a difference between transformational and transactional 
theories of leadership

  [2] identification and a basic explanation of a difference between 
transformational and transactional theories of leadership

  [3] identification and a good explanation of a difference between 
transformational and transactional theories of leadership

  [4] identification and an excellent explanation of a difference between 
transformational and transactional theories of leadership

  (2 × [4])   [8] 16

2 AO1, AO2

 Responses must include:

 1. Planning – involves an assessment of past performance and external and 
internal influences; a forecast of future business needs; a layout of actions to 
be taken to meet business objectives

 2. Organising – entails confirming the lines of authority and responsibility and 
providing resources (human, physical, financial, time) structures, systems 
and policies to meet business objectives

 3. Co-ordinating – maps out the timing and sequencing of activities
 4. Commanding – is when leaders/managers put the plan into effect
 5. Controlling – involves the monitoring of activities and making adjustments to 

address any variances within the agreed plan

 All valid responses will be given credit 

 [1] identification of a Fayol’s Function of Management
 [2] identification and explanation of a Fayol’s Function of Management
 (5 × [2])    [10] 10
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AVAILABLE 
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3 AO1, AO2, AO3 

 Responses may include:

 The benefits of team working may include:
 • Increased productivity
 • Provision of emotional security (shared responsibility)
 • Overview of the big picture
 • Increased ownership of the work
 • Increased employee motivation
 • Greater learning and development for all
 • Enhanced organisational co-ordination
 • Raised level of problem solving
 • Enhanced decision making through new perspectives
 • Business’s aims and objectives achieved
 • Better product/service
 • Improved communication
 • Enhanced communication skills
 • Builds trust
 • Encourages risk-taking
 • Career development opportunities
 • Division of labour (specialisation)
 • More flexibility
 • Fosters creativity
 • Facilitates innovation
 • Creates a support network

 All valid responses will be given credit [12]

 [0] is awarded for a response not worthy of credit

 Level 1 [1]–[4] Basic
 • Knowledge and understanding of at least one benefit of team working.
 • Application of the benefits of team working in Nutts and Bolts Ltd is basic.
 • Analysis of the benefits of team working in Nutts and Bolts Ltd is basic.
 • The quality of the candidate’s written communication is basic.

 Level 2 [5]–[8] Good
 • Knowledge and understanding of up to three benefits of team working.
 • Application of the benefits of team working in Nutts and Bolts Ltd is good.
 • Analysis of the benefits of team working in Nutts and Bolts Ltd is good.
 • The quality of the candidate’s written communication is good.

 Level 3 [9]–[12] Excellent
 • Knowledge and understanding of three benefits of team working.
 • Application of the benefits of team working in Nutts and Bolts Ltd is 

excellent.
 • Analysis of the benefits of team working in Nutts and Bolts Ltd is excellent.
 • The quality of the candidate’s written communication is excellent.  12



14736.01 F 88 [Turn over

AVAILABLE 
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4 AO1, AO2, AO3 

 Responses may include:

 Performance standards
 • Inform an employee of the performance level that they need to reach
 • Establish a benchmark whereby the employee’s performance can be 

measured on a consistent basis
 • Internal/external customers know the level of service that they should 

receive
 • Indicate potential deficiencies in service/output levels delivered by an 

employee
 • Help protect the corporate brand which symbolises a level of quality

 Effective feedback
 • Provide guidance and direction for the appraiser and the appraisee – action 

and effort are orientated towards goal-related activities and away from 
unconnected activities which ensure that the manager makes effective use 
of the employees time and resources

 • Facilitate planning – work activities can be allocated deadlines for 
completion which enables the manager to monitor progress and take action 
if there is a delay in the activity being completed

 • Allows work to be prioritised – the manager and the employee can rank the 
objectives and decide which take priority

 • Provides a basis to set budgets – funds can be allocated to the employee’s 
objectives

 • Motivate and engage employees – objectives can challenge and stretch an 
employee to exert more effort which results in increased performance

 • Help the appraiser and appraisee to evaluate and control performance

 Setting objectives
 • Enhances understanding for the appraiser and appraisee as to what 

has been done and needs to be achieved in the future. This reduces the 
likelihood of conflict as the appraiser and appraisee can discuss and address 
matters that may be causing problems 

 • Creates learning and development opportunities for both parties – the 
appraiser may discover, for example, that the appraisee has had to work 
with faulty equipment which has adversely affected their performance. The 
appraisee may identify training that they need to fully use equipment

 • Strengthens the relationship between the appraiser and appraisee as both 
parties can see the benefits of sharing information openly (trust)

 All valid responses will be given credit [12]

 [0] is awarded for a response not worthy of credit
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AVAILABLE 
MARKS

 Level 1 [1]–[4] Basic
 • Knowledge and understanding of the importance of performance standards, 

effective feedback and setting objectives in the performance review process 
is basic.

 • Application of the importance of performance standards, effective feedback 
and setting objectives in the performance review process to Nutts and Bolts 
Ltd is basic.

 • Analysis of the importance of performance standards, effective feedback and 
setting objectives in the performance review process to Nutts and Bolts Ltd 
is basic.

 • The quality of the candidate’s written communication is basic.

 Level 2 [5]–[8] Good
 • Knowledge and understanding of the importance of performance standards, 

effective feedback and setting objectives in the performance review process 
is good. 

 • Application of the importance of performance standards, effective feedback 
and setting objectives in the performance review process to Nutts and Bolts 
Ltd is good.

 • Analysis of the importance of performance standards, effective feedback and 
setting objectives in the performance review process to Nutts and Bolts Ltd 
is good.

 • The quality of the candidate’s written communication is good.

 Level 3 [9]–[12] Excellent
 • Knowledge and understanding of the importance of performance standards, 

effective feedback and setting objectives in the performance review process 
is excellent. 

 • Application of the importance of performance standards, effective feedback 
and setting objectives in the performance review process to Nutts and Bolts 
Ltd is excellent.

 • Analysis of the importance of performance standards, effective feedback and 
setting objectives in the performance review process to Nutts and Bolts Ltd 
is excellent.

 • The quality of the candidate’s written communication is excellent.  12
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5 AO1, AO2, AO3 

 Responses may include:

 Fear
 • an employee’s fear of the unknown
 • an employee’s thought of experiencing some type of loss
 • little to no consultation with employees in the early stages of the change 

process
 • employees may feel isolated and suspicious that something negative is 

going to happen
 • the fear may grow within the employee/s after the change review process is 

completed and no information is provided as to why the change is needed 
and what exactly the change entails

 • the employee/s do not know the extent of the change to be implemented
 • levels of employee stress and feelings of isolation builds within the 

employees as they may feel their only option for self-preservation is to resist 
the change

 • the employee’s level of fear maybe amplified as time passes if there are 
negligible communications received from management

 • employees may fear the change programme because they think that they do 
not have the skills or capacity to cope with the change initiative 

 Insufficient information
 • employees may resist change as they may perceive that they are provided 

with insufficient information by management
 • the employee’s perception may lead them to the conclusion that they 

are being deprived of information because the planned change will have 
a determined impact on their position, status and well-being within the 
business

 • the employee may think that if they were in full possession of the facts 
pertaining to the change programme then management may fear that the 
employee/s may engage in activities that would resist the planned change

 Uncertainty
 • employees may face uncertainty about the future if the business continues to 

make change after change
 • this could result in the business having to restructure and employees may 

worry about what their future circumstances may be
 • while the need for change may have been communicated, if there is a lack of 

detail in terms of the number of jobs that may be lost, the types of jobs, and 
the location, this is likely to create an atmosphere of uncertainty

 • such uncertainty can create pressures on employees who may have 
financial commitments, for example loans, mortgages and dependents

 Peer pressure
 • this can bring about resistance from employees for change
 • any stakeholder group can exert influence over members which results in 

resistance to change
 • each group will try to protect their particular interest and may view the 

change as a threat or in a negative way
 • employees within the group will allow the views/opinions of other employees 

to influence their thoughts and decisions

 All valid responses will be given credit [20]

 [0] is awarded for a response not worthy of credit
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 Level 1 [1]–[5] Basic
 • Knowledge and understanding of the reasons for resistance to change is 

basic.
 • Application of the reasons for resistance to change by the employees in 

Nutts and Bolts Ltd is basic.
 • Analysis of the reasons for resistance to change by the employees in Nutts 

and Bolts Ltd is basic.
 • The quality of the candidate’s written communication is basic.

 Level 2 [6]–[10] Satisfactory
 • Knowledge and understanding of the reasons for resistance to change is 

satisfactory. 
 • Application of the reasons for resistance to change by the employees in 

Nutts and Bolts Ltd is satisfactory.
 • Analysis of the reasons for resistance to change by the employees in Nutts 

and Bolts Ltd is satisfactory. 
 • The quality of the candidate’s written communication is satisfactory.

 Level 3 [11]–[15] Good
 • Knowledge and understanding of the reasons for resistance to change is 

good. 
 • Application of the reasons for resistance to change by the employees in 

Nutts and Bolts Ltd is good.
 • Analysis of the reasons for resistance to change by the employees in Nutts 

and Bolts Ltd is good.
 • The quality of the candidate’s written communication is good.

 Level 4 [16]–[20] Excellent
 • Knowledge and understanding of the reasons for resistance to change is 

excellent. 
 • Application of the reasons for resistance to change by the employees in 

Nutts and Bolts Ltd is excellent.  
 • Analysis of the reasons for resistance to change by the employees in Nutts 

and Bolts Ltd is excellent.
 • The quality of the candidate’s written communication is excellent.  20
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6 AO1, AO2, AO3 

 Responses may include: 

 Possible advantages of using the Belbin Nine Team Roles Model may include:
 • Objectivity – an external, objective perspective of employee behaviour 

is observed and their team roles are identified through the Belbin model. 
The application of an external model reduces the bias that may occur from 
preconceived views that a manager may have developed about an employee 
if they were undertaking a standalone assessment of an employee. 

 • Counter to discrimination – the potential for discrimination cases being 
taken against the business by an employee may be reduced as externally 
validated objective assessments in the form of the Belbin model are being 
used. This applied model reduces the likelihood that a manager’s negative 
view of an employee would influence their assessment of an employee. 

 • Selection process – the effectiveness of team roles that an employee can 
play within a team are identified and ranked through the combination of 
the Belbin self-evaluation questionnaire and 360° observation report. This 
ranking enables managers to decide which people should be selected to be 
members of a team and the role that they should play within the team. The 
combination of the team members and the roles they play should enhance 
the performance of the team. For example, the Belbin model can be 
employed in assessment centres to assess applicants team role behaviours. 
The most desired team role behaviour identified in the person specification 
can be matched against those revealed during the assessment process. This 
helps the organisation to select and appoint the best applicant and reduce 
the need for training once the person is in the job. 

 • Employee development – the model allows the employee to objectively 
identify their strengths and weaknesses. The employee is able to understand 
how they could be effectively employed within a team by utilising their 
strongest team roles. The employee may also want to address the 
team roles where they are weaker through learning and development 
programmes. Engaging in learning and development activities affords 
the employee the opportunity to enhance their overall work and team 
competence portfolio which extends their versatility to undertake a wider 
range of team roles in the future. 

 • Management tool – a team manager can objectively identify and rank an 
employee’s team roles capabilities. This enables a manager to decide 
which team an employee could be deployed to and the team roles that an 
employee would perform within the team. The model helps a manager to 
effectively combine and deploy employees with their respective team roles to 
a team. 

 • Learning and development aid – a manager can ascertain the strengths and 
weaknesses of an employee which gives them the opportunity to address 
the employee’s weaknesses and build on their strengths. A manager could 
provide learning and development programmes that remedy an employee’s 
team role weaknesses and enhance their strengths. Employees who 
successfully completed these learning and development programmes would 
have a greater range of team role capability and subsequently give the 
manager more scope and flexibility in deploying employees to teams in the 
future. 

 • Conflict resolution – the applied model helps to reduce conflict between the 
manager and the team and conflict among team members. The team role 
assessments provide evidence to managers and employees about each 
employee’s team role capability. This knowledge informs the discussion as to 
the team role(s) most suited to an employee within a team and may result in 
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an employee being more accepting and committed to their designated team 
role. As employees within the team are aware of their team role(s) and that 
of their team members they will focus on their role and supporting the role 
of other team members rather than spending time arguing over who is best 
suited to a particular role. 

 • Facilitates change – employees and managers may be more adaptable 
to change. The results generated from the assessments may give the 
employee and manager a better understanding about behaviour and how 
it affects, and is affected, by people you interact with. If it is shown that a 
behaviour is having a negative impact on the employee or other colleagues 
then there is an opportunity to amend the negative aspects of the behaviour. 
This revised behaviour may positively affect the employee and other people 
and possibly result in improved individual and team performance. 

 • Culture change – the model can be employed to change business culture 
and performance. If the business wanted to create a continuous learning 
culture or high-performance team ethic then the Belbin model enables 
the team role capabilities of individuals and teams to be assessed. The 
organisation learns which individual and team weaknesses need to be 
addressed. The provision of learning and development to address these 
weaknesses demonstrates that the employee, the team and the organisation 
are open to learning and take on new learning. The expectation is that this 
acquired learning will result in improved employee, team, and organisation 
performance.

 Possible disadvantages of using the Belbin Nine Team Roles Model may include:
 • Licence fee – the organisation will have to pay a licence fee if it wishes to 

use the Belbin assessment processes. 
 • Assessment costs – assessment costs will be incurred. Will a member 

of staff be trained in the use of the Belbin assessment processes or will 
external consultants be employed to undertake the assessments. 

 • Logistic issues – time delays and limited flexibility may be encountered in 
using the model. Consultants may only be available at certain times that may 
not suit the work needs of the organisation. 

 • Assessors debate – conflict may occur in relation to who is undertaking the 
assessments. Employees may argue that the 360° observations should 
be undertaken by a consultant as they are perceived as being objective. 
Alternatively, employees may argue that 360° observations should be 
undertaken by a manager as this person who is most knowledgeable about 
the work an employee is required to do. 

 • Imprisoned role – employees may be or become unhappy if they perceive 
that they are required to perform the same team role(s) on a regular basis. 
If an employee is consistently undertaking the same roles then they may 
become frustrated and demotivated. This in turn may cause the employee to 
underperform or be disruptive. 

 • Technical skills deficit – the employee may have the required team role 
behaviour but not the technical skills and abilities to do the job. 

 • Frozen in role – there is the potential that if employees are cast in a certain 
team role then this will lead to inflexibility or unwillingness to contribute 
outside of the role over the longer term. This may restrict the capacity of the 
employee to grow and develop.

 All valid responses will be given credit [20]

 [0] is awarded for a response not worthy of credit



14736.01 F 1414 [Turn over
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 Level 1 [1]–[5] Basic
 • Knowledge and understanding of the advantages and disadvantages of 

using the Belbin Nine Team Roles Model is basic.
 • Application of the advantages and disadvantages of using the Belbin Nine 

Team Roles Model in Nutts and Bolts Ltd is basic.
 • Analysis and evaluation of the advantages and disadvantages of using the 

Belbin Nine Team Roles Model in Nutts and Bolts is basic. 
 • Judgement is basic.
 • The quality of the candidate’s written communication is basic. 

 Level 2 [6]–[10] Satisfactory
 • Knowledge and understanding of the advantages and disadvantages of 

using the Belbin Nine Team Roles Model is satisfactory. 
 • Application of the advantages and disadvantages of using the Belbin Nine 

Team Roles Model in Nutts and Bolts Ltd is satisfactory. 
 • Analysis and evaluation of the advantages and disadvantages of using the 

Belbin Nine Team Roles Model in Nutts and Bolts Ltd is satisfactory.  
 • Judgement is satisfactory.
 • The quality of the candidate’s written communication is satisfactory.

 Level 3 [11]–[15] Good
 • Knowledge and understanding of the advantages and disadvantages of 

using the Belbin Nine Team Roles Model is good. 
 • Application of the advantages and disadvantages of using the Belbin Nine 

Team Roles Model in Nutts and Bolts Ltd is good. 
 • Analysis and evaluation of the advantages and disadvantages of using the 

Belbin Nine Team Roles Model in Nutts and Bolts Ltd is good.  
 • Judgement is good.
 • The quality of the candidate’s written communication is good.

 Level 4 [16]–[20] Excellent
 • Knowledge and understanding of the advantages and disadvantages of 

using the Belbin Nine Team Roles Model is excellent. 
 • Application of the advantages and disadvantages of using the Belbin Nine 

Team Roles Model in Nutts and Bolts Ltd is excellent. 
 • Analysis and evaluation of the advantages and disadvantages of using the 

Belbin Nine Team Roles Model in Nutts and Bolts Ltd is excellent.
 • Judgement is excellent.
 • The quality of the candidate’s written communication is excellent.   20 
 
      Total  90



<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles true
  /AutoRotatePages /All
  /Binding /Left
  /CalGrayProfile (Dot Gain 20%)
  /CalRGBProfile (sRGB IEC61966-2.1)
  /CalCMYKProfile (U.S. Web Coated \050SWOP\051 v2)
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /Error
  /CompatibilityLevel 1.3
  /CompressObjects /Tags
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages true
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /DetectCurves 0.0000
  /ColorConversionStrategy /LeaveColorUnchanged
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedOpenType false
  /ParseICCProfilesInComments true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 1048576
  /LockDistillerParams false
  /MaxSubsetPct 100
  /Optimize true
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveDICMYKValues true
  /PreserveEPSInfo true
  /PreserveFlatness true
  /PreserveHalftoneInfo false
  /PreserveOPIComments false
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Apply
  /UCRandBGInfo /Preserve
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /CropColorImages true
  /ColorImageMinResolution 300
  /ColorImageMinResolutionPolicy /OK
  /DownsampleColorImages true
  /ColorImageDownsampleType /Bicubic
  /ColorImageResolution 300
  /ColorImageDepth -1
  /ColorImageMinDownsampleDepth 1
  /ColorImageDownsampleThreshold 1.50000
  /EncodeColorImages true
  /ColorImageFilter /DCTEncode
  /AutoFilterColorImages true
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /ColorImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasGrayImages false
  /CropGrayImages true
  /GrayImageMinResolution 300
  /GrayImageMinResolutionPolicy /OK
  /DownsampleGrayImages true
  /GrayImageDownsampleType /Bicubic
  /GrayImageResolution 300
  /GrayImageDepth -1
  /GrayImageMinDownsampleDepth 2
  /GrayImageDownsampleThreshold 1.50000
  /EncodeGrayImages true
  /GrayImageFilter /DCTEncode
  /AutoFilterGrayImages true
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /GrayImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasMonoImages false
  /CropMonoImages true
  /MonoImageMinResolution 1200
  /MonoImageMinResolutionPolicy /OK
  /DownsampleMonoImages true
  /MonoImageDownsampleType /Bicubic
  /MonoImageResolution 1200
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.50000
  /EncodeMonoImages true
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects false
  /CheckCompliance [
    /None
  ]
  /PDFX1aCheck false
  /PDFX3Check false
  /PDFXCompliantPDFOnly false
  /PDFXNoTrimBoxError true
  /PDFXTrimBoxToMediaBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXSetBleedBoxToMediaBox true
  /PDFXBleedBoxToTrimBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXOutputIntentProfile (None)
  /PDFXOutputConditionIdentifier ()
  /PDFXOutputCondition ()
  /PDFXRegistryName ()
  /PDFXTrapped /False

  /CreateJDFFile false
  /Description <<

    /BGR <>
    /CHS <FEFF4f7f75288fd94e9b8bbe5b9a521b5efa7684002000410064006f006200650020005000440046002065876863900275284e8e9ad88d2891cf76845370524d53705237300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c676562535f00521b5efa768400200050004400460020658768633002>
    /CHT <FEFF4f7f752890194e9b8a2d7f6e5efa7acb7684002000410064006f006200650020005000440046002065874ef69069752865bc9ad854c18cea76845370524d5370523786557406300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c4f86958b555f5df25efa7acb76840020005000440046002065874ef63002>
    /CZE <>
    /DAN <>
    /DEU <>
    /ESP <>
    /ETI <>
    /FRA <>
    /GRE <>

    /HRV (Za stvaranje Adobe PDF dokumenata najpogodnijih za visokokvalitetni ispis prije tiskanja koristite ove postavke.  Stvoreni PDF dokumenti mogu se otvoriti Acrobat i Adobe Reader 5.0 i kasnijim verzijama.)
    /HUN <>
    /ITA <>
    /JPN <FEFF9ad854c18cea306a30d730ea30d730ec30b951fa529b7528002000410064006f0062006500200050004400460020658766f8306e4f5c6210306b4f7f75283057307e305930023053306e8a2d5b9a30674f5c62103055308c305f0020005000440046002030d530a130a430eb306f3001004100630072006f0062006100740020304a30883073002000410064006f00620065002000520065006100640065007200200035002e003000204ee5964d3067958b304f30533068304c3067304d307e305930023053306e8a2d5b9a306b306f30d530a930f330c8306e57cb30818fbc307f304c5fc59808306730593002>
    /KOR <FEFFc7740020c124c815c7440020c0acc6a9d558c5ec0020ace0d488c9c80020c2dcd5d80020c778c1c4c5d00020ac00c7a50020c801d569d55c002000410064006f0062006500200050004400460020bb38c11cb97c0020c791c131d569b2c8b2e4002e0020c774b807ac8c0020c791c131b41c00200050004400460020bb38c11cb2940020004100630072006f0062006100740020bc0f002000410064006f00620065002000520065006100640065007200200035002e00300020c774c0c1c5d0c11c0020c5f40020c2180020c788c2b5b2c8b2e4002e>
    /LTH <>
    /LVI <>
    /NLD (Gebruik deze instellingen om Adobe PDF-documenten te maken die zijn geoptimaliseerd voor prepress-afdrukken van hoge kwaliteit. De gemaakte PDF-documenten kunnen worden geopend met Acrobat en Adobe Reader 5.0 en hoger.)
    /NOR <>
    /POL <>
    /PTB <>
    /RUM <>
    /RUS <>
    /SKY <>
    /SLV <>
    /SUO <>
    /SVE <>
    /TUR <>
    /UKR <>
    /ENU (Use these settings to create Adobe PDF documents best suited for high-quality prepress printing.  Created PDF documents can be opened with Acrobat and Adobe Reader 5.0 and later.)
  >>
  /Namespace [
    (Adobe)
    (Common)
    (1.0)
  ]
  /OtherNamespaces [
    <<
      /AsReaderSpreads false
      /CropImagesToFrames true
      /ErrorControl /WarnAndContinue
      /FlattenerIgnoreSpreadOverrides false
      /IncludeGuidesGrids false
      /IncludeNonPrinting false
      /IncludeSlug false
      /Namespace [
        (Adobe)
        (InDesign)
        (4.0)
      ]
      /OmitPlacedBitmaps false
      /OmitPlacedEPS false
      /OmitPlacedPDF false
      /SimulateOverprint /Legacy
    >>
    <<
      /AddBleedMarks false
      /AddColorBars false
      /AddCropMarks false
      /AddPageInfo false
      /AddRegMarks false
      /ConvertColors /ConvertToCMYK
      /DestinationProfileName ()
      /DestinationProfileSelector /DocumentCMYK
      /Downsample16BitImages true
      /FlattenerPreset <<
        /PresetSelector /MediumResolution
      >>
      /FormElements false
      /GenerateStructure false
      /IncludeBookmarks false
      /IncludeHyperlinks false
      /IncludeInteractive false
      /IncludeLayers false
      /IncludeProfiles false
      /MultimediaHandling /UseObjectSettings
      /Namespace [
        (Adobe)
        (CreativeSuite)
        (2.0)
      ]
      /PDFXOutputIntentProfileSelector /DocumentCMYK
      /PreserveEditing true
      /UntaggedCMYKHandling /LeaveUntagged
      /UntaggedRGBHandling /UseDocumentProfile
      /UseDocumentBleed false
    >>
  ]
>> setdistillerparams
<<
  /HWResolution [2400 2400]
  /PageSize [612.000 792.000]
>> setpagedevice


