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[bookmark: _Toc68569712]Introduction.
Teamwork encompasses cooperatively and efficiently working of a group of individuals towards a common goal or predetermined aim. The positivity resulting from cooperation is critical in the building of a strong bond among employees, enhancing the capitalisation of their individual talents. Teamwork is essential in organisational prosperity as it enhances motivation leading to employee confidence development and professional integrity building, besides facilitating consistency in projects goals meeting. The following report is prepared for senior managers outlining the various steps and considerations that need to be made in order to introduce effective team working. This will be achieved through highlighting the benefits of team working, stages of team development, team roles, managing conflict and successful team development. 
[bookmark: _Toc68569713]Benefits of team working.
Team working encompasses a group of individuals working cooperatively and efficiently towards the accomplishment of a common goal. There are numerous benefits of team working, for instance, it boosts productivity as it enables equal workload sharing among members and distribution based on each member skills and strengths (van Geffen, 2020). This eliminates overwhelm, allowing team members to solely focus on a single task at a time, enhancing efficiency and increased productivity. Teams are better able to produce more creative, innovative and practical solutions as opposed to an individual (van Geffen, 2020).
Team working provides a support network, and organisational success is attributed to the strong and stable environment encouraged by team working, especially in the midst of a crisis when team members help and rely on each other for support and guidance (van Geffen, 2020). This ensures efficient completion of projects and achievement of goals as it enhances employee focus. Through teamwork, there is maximum utilisation of the team members’ skills resulting from the support of other members of the team. 
Team working improves morale as it gives employees a sense of belonging, appreciation and recognition, boosting their self-esteem and morale. The sharing of tasks leading to the completion of tasks on time offers employees a greater sense of accomplishment (Super, 2020). Furthermore, team working gives employees a common purpose connecting the employees with the organisational culture, consequently leading to job satisfaction which is critical in lowering the turnover rate. 
Talent attraction and innovation fostering is another benefit of team working. The diversity within a team during brainstorming and creativity sessions leads to the generation of better ideas and solutions as opposed to an individual. A team equally will come up with diverse and elaborate solutions to challenges in the workplace (Super, 2020). Furthermore, the brainstorming sessions enhance employee confidence enabling them to come up with unique, ground-breaking ideas contrary to loners who present safer options to management. Owing to the fact that millennials are expected to take over the global workforce in a few years’ time who prefer collaboration over competition, it is critical to create an all-inclusive culture so as to attract and retain top talent (Super, 2020).
[bookmark: _Toc68569714]Stages of team development.
Effectiveness and efficiency of a team heavily rely on the team members’ ability to work together, contributing collectively to organisational success. Prior to operating as a team, it begins with a collection of individuals assigned to work together (Crunk, 2018). Over time the team members get to know each other, their expectations from each other, tasks and roles assigning and coordination. Bruce Tuckman, an educational psychologist, suggested a widely used five-stage team development process followed by most teams to attain high performance (Crunk, 2018). The stages are; forming, storming, norming, performing and adjourning, as illustrated below.
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Source: (Crunk, 2018).
Forming stage; it is the initial stage marred with uncertainty as team members are inquisitive on a range of issues such as what is expected of them, how they will fit in and what will the team offer them, among many others. Generally, members undergo orientation and familiarisation; hence the interactions are social in nature. The purpose of the team and the mission is pitched at this stage (Solomon, 2020).
Storming stage; this the most critical and equally challenging stage for a team to navigate through. It is identifiable by the constant conflicts and competition due to the emergence of individual personalities (Solomon, 2020). Differences between the mission, vision and the assignment approach are common as team members get to know each other and learning to work with each other. All these results in a decrease in team performance due to focusing valuable energy on unproductive activities (Solomon, 2020). As such, it is paramount for team members to find a workaround on conflicting issues and acceptance of individual differences or risk the team breaking down.
Norming stage; at this stage, the team has either consciously or unconsciously formed a working relationship; thus, there is progress on the team’s objectives. There is a general consensus on the choice of the team leader and team members in various roles (Black et al., 2019). There is cohesion and unity due to resolving interpersonal differences. There is increased team performance attributed to cooperation among team members and focusing on common team goals. However, caution should be excised since the team is at risk of re-emergence of disagreements leading to the team sliding back into storming (Black et al., 2019).
Performing stage; at this stage, there is a clear and stable structure due to the synchronisation of team processes and interpersonal relationships, leading to effectiveness and efficiency in working on team objectives. There is an elaborate mechanism for handling conflicts that might emerge (Black et al., 2019).
Adjourning; this is the final stage when the team has completed its mission; hence, members need to pursue other projects. As such, emphasis is on winding up final tasks and documenting the results and efforts. It is advisable to schedule an ending ceremony and debrief the project to discuss the success and areas to improve in the future (Rickards and Moger, 2020).
[bookmark: _Toc68569715]Team roles.
An efficient and effective team must possess a range of personality types capable of assuming various roles. Based on employees’ strengths and weaknesses, roles are assigned effectively, tapping into people’s strengths (Rickards and Moger, 2020). There are numerous models used by different organisation in allocating team roles. The Belbin model devised by Meredith Belbin comprising of nine team roles based on behaviour describing job duties broadly categorised into three; thought-oriented, action-oriented and people-oriented roles a case in point (Rickards and Moger, 2020).
Thought-oriented team roles are assigned to team members who are critical thinkers with the ability to analyse ideas by weighing the pros and cons besides possessing specialised knowledge and skills. The monitor evaluator, for instance, makes decisions based on facts and rational thinking as opposed to emotions and instincts (O’Reilly et al., 2017). Naturally, they are loners thus, less involved in colleagues’ lives enabling them to remain objective. They carefully consider all angles and possible outcomes in situations as such, consistently make effective decisions, often landing them managerial positions (O’Reilly et al., 2017).
A specialist, on the other hand, is a team member with expertise in a specific field. Like their monitor evaluator counterparts, they too are loners since they only contribute to tasks in their area of expertise (Anderson and Sleap, 2014). However, they readily share their knowledge with other team members. Proposals and projects are created by senior management based on their knowledge.
Action-oriented roles are usually assigned to team members who strive to get things done. For instance, shapers being extroverts, push themselves and others to attain desired results. Their dynamism and self-drive inspire passion in team members. A shaper is vital in any team for progress as they meet deadlines and seem to thrive under pressure, making them ideal for a managerial position (Anderson and Sleap, 2014).
The implementer is another action-oriented team member who emphasises structuring their environment and maintains order. Their high discipline and self-control enable them to disregard self-interest and focus on team and organisational needs (Anderson and Sleap, 2014). They are regarded as the backbones of organisations as they are responsible for the implementation of strategies ensuring effective and timely completion of tasks, by extension team goals and objectives.
Whereas people-oriented team members rely on networking and interpersonal skills for tasks completion, they play a critical role in cohesion building as they are excellent listeners (Anderson and Sleap, 2014). Coordinators are a case in point who possess exceptional interpersonal and communication skills propelling them to management positions. However, unlike shapers, they prefer democracy and an open communication management style. They excel in talent identification and its utilisation to achieve group objectives (Fisher, Hunter and Macrosson, 2018). 
Team workers being extroverts makes them versatile and highly adaptable, enabling them to effectively interact with different people besides easily coping with spontaneous changes. They are excellent listeners and good at establishing harmony within a team, making them indispensable. Their interpersonal problem-solving abilities and support to other team members earn them popularity thus, easily clinch top positions (O’Reilly et al., 2017).
[bookmark: _Toc68569716]Managing conflict.
The diversity in teams is an asset in sparking innovations and driving performance; however, the differences at times lead to misunderstanding, conflict and resentment. As such, it is critical for team leaders and managers to identify and resolve conflicts to keep healthy relationships and productivity (Williams, 2021). A manager must be proactive, observant, fair and impartial, step in when needed, patient and avoid assumptions. There are various conflict resolving techniques, such as the five steps adapted from the Chartered Institute of Personnel and Development (CIPD) framework illustrated below (Williams, 2021).
Step one entails speaking to team members involved in the conflict individually so as to hear their concerns in a safe and confidential platform. A manager must avoid making assumptions rather than let people open up in their own time, ask the same questions to ensure impartiality and reassure the employee's confidentiality of the discussions (Williams, 2021).
After getting individual perspectives and a better understanding of the conflict, the manager should bring all the relevant parties together and act as the moderator. It is pivotal to set some ground rules, such as respecting the various points of view and avoidance of personal comments during the conversation (McKibben, 2017). The manager must ensure the conversation is calm and non-threatening, encourage individuals to share ideas and encourage active listening for better understanding. If the discussion becomes heated, it is always wise to pause and reconvene later (McKibben, 2017).
In the event the conflict affects the whole team, and it is not sensitive, the manager should ask everyone’s perspective. This fosters a psychologically safe environment encouraging employees to freely share ideas and concerns, preventing future conflicts (McKibben, 2017). 
Afterwards, the manager should ask the parties to detail agreed-on actions for reconciliation, further getting each to commit to this strategy. A follow up to ensure that the issues have been properly resolved is mandatory. Using an anonymous team survey for feedback is recommended for revealing any lingering frustrations (McKibben, 2017).
[bookmark: _Toc68569717]Successful team development.
Efficient and effective teams immensely contribute towards any organisational success and productivity. On the downside, dysfunctional teams negatively impact an organisation’s productivity, missed goals and objectives and demoralised workforce. Professor Gregory Huszco outlined the following seven key components for successful team development (Fisher, Hunter and Macrosson, 2018).
Talented team members with the vision, skill set and commitment to accomplish team objectives. The team members must have a clear sense of direction so as to precisely understand their various roles and expected team outcomes enabling them to focus on the shared purpose (Fisher, Hunter and Macrosson, 2018). 
There must be reasonable and efficient operating procedures. Elaborate systems for identification and resolving of problems, decision-making process, information communication channels and tasks progress evaluations for accountability and easier management (Franke and Foerstl, 2018). A team must have a constructive interpersonal relationship with systems to accommodate diversity and support provided to individuals with challenges (Franke and Foerstl, 2018).
A successful team must possess a constructive external relationship and active reinforcement systems. This ensures accountability by members and rewards for positive outcomes and behaviours. Since the team relies on organisational resources and other co-workers, good diplomatic relations are crucial (Franke and Foerstl, 2018). 
[bookmark: _Toc68569718]Conclusion.
The report has highlighted how the opportunity to work collaboratively on a team can be an exceptional experience. Team working facilitates better innovations translating to organisational prosperity. The report also revealed the various benefits of team working by including the employees in planning, problem-solving and decision making for improved customer service. The report further revealed that conflict at the workplace is natural, and the key to resolving is to create an open, respectful, fair, consistent and kind workplace environment. The report concluded by highlighting the key components of successful team development.
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