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[bookmark: _Toc838144744][bookmark: _Toc101537657]Introduction.
Teamwork has been around for a long time and there are always ways to improve it, teamwork helps to reach goals and persevere when the team is well structured from the beginning.
To build a team that covers and satisfies everyone's requirements, we must always consider a few crucial factors in order to be successful and to avoid many inconveniences.
first of all we must scan the requirements of the emerging market to see what we need in the team, a team must be built step by step and strengthened with patience, understanding, trust, respect, each team must offer and receive the above mentioned after which everyone must know their role in the team and where the supported team should be

[bookmark: _Toc1371322284][bookmark: _Toc1454783851]How students can develop an effective team.
‘’The student cohort at the University of Wales Trinity Saint David is truly diverse in terms of gender, demographics, age, background, and experience. While diversity presents its benefits to students, challenges due to diversity also inhibits teamwork/group work in classrooms’ (scenario)
We will choose one of the models of team development, we will choose the Tuckman model, and there are other models of team development that are all similar, so we choose the above-mentioned model which has the following 5 steps:
steps that students can use to develop an effective team.

[bookmark: _Toc1351996629][bookmark: _Toc809788771] Forming stage of development
In this stage students should get to know each other, find common ground, and set team rules. Everyone has gotten together; everyone is polite. in this stage all the students are a little behind, they don't want to share ideas or anything else, they just want to see the rules and they want to show the best behavior, this is what happens in every new group oriented towards becoming a team. (A. Girdler ,2020)

[bookmark: _Toc1005320265][bookmark: _Toc1767140708]  Storming stage of development
The next stage, which Tuckman calls the Storm, is characterized by competition and conflict in personal relationships and organizational tasks. As members of the group try to organize themselves to do the task, conflict over personal relationships is inevitable. Individuals need to give in more and shape their feelings, ideas, attitudes, and beliefs to fit the group's organization. Due to the fear of exposing oneself or the fear of weakness, failure, etc., the desire to structure or clarify, to get involved in the structure increases.
 
Although conflicts may not surface as problems, this does not mean that they do not exist.
It's just that here the team leader must play his role in such a way as to be able to satisfy everyone's requirements and offer the same chance to each team member. (M.Trasca 2016)

[bookmark: _Toc950965934][bookmark: _Toc272100591] Norming stage of development
It is the "normalization" stage. Rules, working methods, values begin to be established and team members begin to have more trust in each other and in the leader. Only now can the leader rely on the team and the fact that he will receive feedback when he does something wrong, he allows himself to delegate and give confidence and responsibility to a certain member or to certain mini teams formed. (Andrei. R ,2007)

[bookmark: _Toc774806963][bookmark: _Toc1095092840] Performing stage of development
A well-welded team will reach the stage where it can do without the leader being there all the time. The leader stays the one who gives the direction and delegates projects to the students, but the team works very well and does not need guidance at every step. Usually, at this stage, the leader helps people only at the level of good project development.
 
Students share the same vision, work, know exactly what to do and are very motivated, even trying to get results beyond the leader's expectations. It is the maximum point that a team of students can reach, which a brief time ago was not a team, but rather a disorganized group.

 Adjouring  stage of development
Adjourning stage (or Mouning, in some books) is a 5th stage, added later and, from my point of view, quite debatable. In short, it is about the moment when the team achieves its goal and the project ends. At that point, normally, the team is no longer a team, each taking its own path. Like the team and the classroom, I can say that it is a goal achieved.

 The impact effective teamworking can have for team success. 
Although it seems simple, not all people feel comfortable when working in a team. It is often easy to notice when a new student is suitable or not for teamwork because he has a specific behavior. To demonstrate that you know how to work in a team, you can consider the following behaviors and attitudes. 
First of all, show your interest in establishing contact with colleagues, through various methods: open conversations with them, go to dinner together, make friends with them on social networks, try to integrate into their group. Also, communicate effectively with them in different situations: ask for help when you need it and, in turn, offer support when you can, on your own initiative.
 
Second, it is important to focus on meeting the team's goals, not just your personal ones, and to be altruistic. Personal success does not necessarily mean the success of the team, so be an involved and reliable member and give everything you can so that you and your teammates have reasons to rejoice in the end.
 
It is also important to understand the role of each person on the team in order to know who to turn to in different contexts, respect the opinions of others and be empathetic and understanding with colleagues so that the team is as close as possible.
 
Share with other members ideas and suggestions that can improve your activity and get actively involved in all that it entails. Thus, you will prove that you care and that for you the result is important. (J Luca, P Tarricone 2001)




[bookmark: _Toc1865643308][bookmark: _Toc416975239]Barriers to effective teamwork. 
Successful teams produce extraordinary results in all aspects of a business. But the teams fail to reach their true potential due to the barriers encountered on the road to success. But what are these barriers and how can they be overcome?

Uncertainty about what needs to be done
 Teams need to know what they need to achieve. In other words, they need specific and measurable results. Teams are often formed with vague goals such as improving retention, reducing mistakes, or shortening the reporting cycle, to name a few. This lack of clarity is a guaranteed recipe for disappointment.
 
Solution: 
Establish specific and measurable results for your teams such as, for example, reducing the number of breaks and meetings

Lack of trust
 Most people feel the need for confirmation that others will be able to integrate into teamwork. In other words, he must trust. Building trust requires time, effort, involvement, and conviction. There is no magic formula, only actions that are more vocal than words. 
 
Solution: 
Get involved and show by action that you have agreed and that you can be trusted with the result.

Individual agendas 
People are used to taking care of them. We've all been told or heard someone say we need to be leaders. In other words, let us focus on our own agenda instead of the team's.
 Solution: 
When you are on a team, focus only on the unique contribution you make to the overall result and put the team's results first. (B Buzdugan, 2020)



[bookmark: _Toc1269743136][bookmark: _Toc888035636]The types of roles that are needed to create a cohesive and effective team.
Belbin Team Roles
Belbin Team Role Theory is the result of over 9 years of research by Dr. Meredith Belbin and her team in the field of human behavior and workplace contribution. The result of this research was first published in 1981, and the theory of team roles was immediately recognized and accepted by academia and business as an important tool for human resource management.
 
The Team role is defined by Meredith Belbin as "a person's specific tendency to behave, contribute and interact with others". Belbin and his team identified nine such roles representing unique combinations of positive and negative behavioral aspects. In practice, a person can approach two, three or even four preferred, main roles. The same person may have a few secondary roles to approach when the situation calls for them and several roles for which they are not suitable, which they should actually avoid. The distribution of these roles derives from the personal profile that is achieved by capturing by specific means the own perception and the perception of the observers (colleagues, manager, subordinates, collaborators, clients, etc.) on the behavior of the respective person. Belbin, M. (2016)
 
In addition to the personal profile, a profile of the position held by that person can be created. The multitude of information obtained at individual level, positions and the whole team make team role theory an excellent tool for individual evaluation, personal development management, team building and development, team leadership, selection of candidates for a particular position, managerial education.
Team building and development
The information about the team roles obtained for the individuals and for the positions they occupy helps us to build a balanced team. Team balance is an especially important concept in team role theory because research results have shown that balanced teams are the ones with the best results. This presupposes that the team has those roles required by the nature of the objectives and the context in which it finds itself and while there are not too many roles of the same type within the team that may conflict. Successful teams are aware of their strengths and weaknesses, maximize strengths and avoid engaging in areas they do not master, or seek alternatives to address these areas. Non-performing teams fail either because they are unaware of their condition and then go into a vicious circle of consecutive trials and failures, or because, although they obtain relevant information about their condition, they do nothing to put them to work. Bradley, J. H., & Frederic, J. H. (1997).


Information about individual team members' profiles can be used to:
 determine the strengths and weaknesses of the team and exploit them accordingly.
to delegate the activities according to their nature to the most suitable people to perform them.
identify groups of people who can work well together and complement each other's strengths and weaknesses.
to avoid the occurrence of friction and conflicts within the team.
to organize the parallel approach of the activities by the balanced groups in such a way that the team's objectives are achieved more efficiently.
ensure adequate team leadership (individual or collective);
to support internal or external recruitment decisions that consider the achievement of team balance.
to support the career decisions of the team members by indicating the areas in which their natural roles are best exploited and can lead to the best possible results.
Team role theory applies very well to young teams, when we have several options for selection and organization. But it applies just as well to mature teams whose membership is already established. It is important for these teams to be aware of the dynamics of the relationships within them and from the interface with the other teams and the ways of contribution and interaction of each member. The members of these teams must decide on a style of work and development measures to be taken at the level of the individual and the whole team to ensure its proper functioning and the delivery of the expected results. (Smith G, Yates P 2011)
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