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[bookmark: _Toc116888577]Introduction 
In the case study provided in the assignment brief, a team is described where the team members do not have cohesion and are confused on how to communicate to each other. Moreover, the team has members who are interested in their personal benefits more than they are concerned with the general success of the team. In short, the team described in the case study is a typical ineffective team that is unlikely to achieve the goal of helping Amazon open three warehouses in London, Paris, and Berlin. This report aims to provide advice to the team leader on a number of important aspects of team development and effective team working. Firstly, the report will provide models of team development that will help in the team development. Such models will include the Tuckman model of team development and the Belbin team roles that designed to balance teams for purposes of effectiveness. In addition, the report will explain the advantages of effective team working and the problems of ineffectiveness team working. In doing so, the report will contribute to the team’s effectiveness.
An Overview Team Working: Definition of Teams and Contributors to Effective Team Working 
	A team is a combination of different individuals who come together to work on different individual tasks with the mission of achieving one goal common among all team members. In some cases, teams are created for specific purposes and last for as long as that purpose has not been achieved. Such teams have a limited lifetime and only exist to achieve their set objectives. In other cases, teams exist indefinitely, especially where the purpose of their existence is recurrent such as the purpose of a human resources management team in an organization (Borrill and West, 2015). Irrespective of the type of team and the nature of their purposes, all teams need to have certain characteristics that have been proven to contribute to effective team working. The most impactful contributor to effective team working has been shown by multiple studies to be effective communication. Most researchers on team performance credit effective communication as the biggest contributor to effective team working because it helps teams solve most of the problems that can cause ineffectiveness. 
Another characteristic of teams that has been shown to enable effective team working is a clear definition of roles that eliminates confusion among team members as to what is their place in the team. clear definition of roles contributes to effective team working as it not only enlightens each member on their roles, but also brings out the importance of each of those roles to the team members performing them as well as the other team members. The third team characteristic that contributes to effective team working is effective leadership. Teams with effective leaders who have mastered the process of guiding a team from the point it is formed to the point it accomplishes its mission have been observed to achieve more success and effectiveness (Borrill et al., 2017). This fact can be attributed to the fact that a good leader can envision strategies and plans to move the team forward while dealing with the issues that arise in the process of team working.
Models of Team Development that can Help Solve the Problems Described in the Introduction  
[bookmark: _Toc116888578]The Coyle Model of Team Development
	According to Coyle (2018), effective team working relies on three characteristics namely, the culture of safety, the culture of sharing vulnerabilities, and the culture of purpose. In a team with a culture of safety, Coyle argues, team members will be free to communicate freely knowing that they will still be appreciated despite their views and ideas. In a team where the culture of sharing vulnerabilities prevails, the team members will be open to sharing their weaknesses and inadequacies, which will present the team members with corresponding strengths to increase their help to the weaker team members thus strengthening the team as a unit. Thirdly, in a team where there is a culture of purpose, the team members will constantly strive towards achieving the said purpose, which makes for an effective team (Coyle, 2018).      
[bookmark: _Toc116888579]The Tuckman Model of Team Development
	The Tuckman model of team development tracks the development of a team through five steps that, according to Bruce Tuckman, represent the natural steps of the evolution of a team. The five steps include forming, storming, norming, performing and adjourning respectively (Runkel et al., 1971). In the first step, the team is formed and the team members are still new to each other, a situation that causes confusion on how to act or relate to each other. In the second step of storming, the team members show rebellion to their leader and to the ideas of fellow team members. During the storming step of team development, the conflicts experienced are caused by the newness of the situation to each member. As a result, the conflicts appear as each team member tests the set boundaries. 
In the third step of norming, the team begins to experience periods of peace as a result of team members’ increased understanding of the team environment and of the fellow team members. The norming step is also where team members begin to learn their roles and the reasons for their roles. In the fourth step of performing, the team experiences the highest productivity since its inception. At this step, team members have a full understanding of their roles and how they relate to those of the other team members. It is at this step that the team accomplishes its goals through efficiency and effectiveness. Finally, a team goes through the step of adjourning where it is ended having completed its mission. 
[bookmark: _Toc116888580]Comparison of the two Models 
	The above two models are good for team development. However, the Tuckman model is better as it follows team development from the start to the end. As a result, it elaborates better on the problems to expect during team development. As a consequence, it is the report’s suggestion that the team leader adopts this model and implement it in the process of developing his team at Amazon.
[bookmark: _Toc116888581]The Belbin Team Roles
	All teams need their team members to be able to play complementing roles in order to succeed. A team where all team members play similar roles will fail due to lack of diversity in talent (Sheehan and Anderson, 2015). The Belbin team roles are nine roles that were created by Belbin for purposes of guiding teams towards success. The roles, as Belbin observed, make the team balanced and provide it with an opportunity for success (Aritzeta, Swailes, and Senior, 2017). The nine roles are the following:
Shaper – a shaper is a team member that is good at working under pressure and stress of disappointments. As a result, they are good at keeping the team’s shape when it experiences problems.
Implementer – an implementer is a team member that is good of turning ideas into practical strategies and carrying them out. Because of this ability, an implementer is often responsible of ensuring that ideas agreed upon have been implemented.
Completer Finisher – a completer finisher is a team member that is good at scrutinizing a task and discovering flaws or ways in which it can be made better. Because of this ability, such team members help the team perform its tasks with limited mistakes.
Coordinator – a coordinator is a team member with the ability to bring the different team members together and make their roles work for the benefit of the team. because of this ability, they end up assuming leadership roles.
Team worker – a team worker is a team member that is good at gelling the team together by solving problems that may cause disharmony. Because of this ability, such team members are likely to put the team’s success above their own personal glory. 
Resource investigator – a resource investigator is a team member with the talents of negotiating for resources on behalf of the team. They are extroverted and are not afraid to ask for the things that a team needs from the management or their personal contacts.  
Plant – a plant is a thinker in a team who is clever and can think of solutions, ideas and strategies that can benefit the team. A plant can be lazy but highly effective in thinking through problems. 
Monitor evaluator – a monitor evaluator is a team member that is highly logical in their thinking and does not let feelings into their thought process. Such a team member helps the team choose the best solution.
Specialist – a specialist is a team member that provides specialized advice to the team on subjects that the team needs to understand. Due to this ability, a specialist is a member that can be a part time member of the team.   
[bookmark: _Toc116888582]Advantages of Effective Team Working
Support Network
	Support network within a team is important as it ensures that each team members has within their disposal the help they need when they need it. Effective team working provides the opportunity to create a support network within a team as it gives team members a reason to trust and support each other. Therefore, effective team working is advantageous because it offers a team the foundation for building a support network for the benefit of the team members (Melnik, 2021).   
Flexibility
	Flexibility of team members in a team refers to their ability to transfer their skills to other roles and cover for their team mates. A team where team members are flexible is far more likely to succeed than a team where the team members can only perform the roles assigned to them. Effective team working enables flexibility within a team as it promotes competence among team members, which makes them skillful enough to acquire multiple skills (Melnik, 2021).  
Efficient Conflict Resolution
	Effective conflict resolution mechanism is important in a team because it ensures that all conflicts are solved within the shortest time possible, and that they are not given time to develop into more complex problems. In effective teams, conflict resolution is efficient as communication channels are clear and all team members with grievances can communicate their issues to the relevant authorities as soon as the issues arise (Melnik, 2021).
[bookmark: _Toc116888583]Impacts of Ineffective Team Working 
Poor collaboration
	Collaboration in a team setting is an expected behavior. Despite the fact that team members are often assigned differing roles, they have to collaborate in order to achieve the overall team goal. However, in an ineffective team, collaboration suffers as team members do not value working with each other. Moreover, ineffective teams often suffer from lack of trust and respect among team members, a behavior that discourages collaboration (Parker, 2003).    
Averse to Risk Taking Behavior
	Risk taking in a team is important as it opens the doors for new opportunities in a team. however, ineffective teams have a problem assuming risks because the team members do not have the freedom to think outside the roles assigned to them. As a result, the team misses out on opportunities that it would have had if its team members could take calculated risks (Parker, 2003).  
Delayed Solutions to Problems
	All teams run into problems in the course of their existence because they are often tasked with solving barriers to the achievement of their goals. Therefore, in order to achieve success, it is important that the solutions are arrived at fast. Ineffective teams, however, delay the process of creating solutions because team members are discouraged from critical thinking and the channels to communicate the solutions are often non-existent (Parker, 2003).
[bookmark: _Toc116888584]Conclusion
	According to this report, the leader of the team should apply the Tuckman model of team development and develop his team accordingly. Additionally, the report provides advantages of team working that the leader should take note of and work towards achieving the same for his team. At the same time, he should ensure that the team avoids the negative impacts of ineffective team working as provided by the report. Moreover, it is important that the team leader familiarizes himself with the Belbin team roles and ensure that most of the roles have team members who can perform them. In doing so, the team will be more balanced and stand a better chance of success. Finally, the report recommends that the team leader in the case study provided understands the contributors to effective team working and work to have them in the team. As it stands, his team is suffering from lack of contributors to effective team working such as effective communication, which causes the problem in the team. 
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