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ABSTRACT


The purpose of this report aims to inform about improvements of team performance in the care home team at Pelsall Hall Care Home. Further findings of this report demonstrate possibilities to work more jointly, effectively, productively and quickly. It can also be concluded that the current care home’s teams teamwork can be greatly improved.
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The main focus of this report lies in determining how manager Steve Brookes can improve Pelsall Hall Care Home’s team performance. As the care home team does not have consistent teamwork, it is manager Brookes’s intent to bring forth the team’s potential harmony and teamplay. By way of laying out how teams define themselves, assign team roles, progress further and perform effectively it can be proven how crucial and vital well team performance is. Tuckman’s model of team development and Belbin’s knowledge of team roles will additionally assist in showing that. For the reason that modern healthcare is provided by interdisciplinary administered healthcare teams who trust in effective teamwork and communication it is vital to make constructive and safe patient care guaranteed (Weller, Boyd, & Cumin, 2014). 
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First and foremost, it should be clarified what a team actually is: 
“A small number of people with complementary skills, who are committed to a common purpose, performance goals and approach for which they hold themselves mutually accountable” (Clutterbuck, 2007, p.38).
As per Clutterbuck, prior to understanding what a team is knowing how groups identify themselves first should be considered. Members in a group give priority to their personal interests. Unlike team’s who pursue common objectives, groups are designed for individuals who follow different purposes. Whereas, when facing crisis for example resigning a board member a group may be required to take team-minded action, it is unlikely for this event to set a basis for future mutual affinity or support. The current state of affairs in the care home shows no signs of the care home team unable to work as a team. In fact, they have just been doing so.




“Ghaye”, states that for a multi-professional team to work cohesive and unified, supplementary team building is needed. This is for the reason that each and every team member has their respective roles to fulfil, although working in a team. Having a team with individually strong characters grow together through team building exercises such as regular meetings for instance, where discussions on how to effectively work more as a team are held, results from a timespan of about a year have shown team members to feel more participated and focused (Ghaye, 2005). As Pelsall Hall Care Home’s team building is pre-existing, all that is left is for the team to do is to continue building a joint work attitude on a several month basis. In doing so, ineffective teamwork like unwillingness in cooperation, miscommunication and confusion can be avoided. 
Furthermore, regarding group size research results show that as groups numbers increase intimacy and cohesion decline. Unfortunately, member satisfaction decreased as well (Wheelan, 2009). This is an obvious indicator for the care home to collaborate, if possible, in smaller groups as cohesion is expected to improve.
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[image: ]According to Hall, Tuckman’s model of team development covers important key-topics such as individuality and interaction between people, may it be discussion, decision-making or just social communication. It is therefore to be considered as a suitable model of team development  (Hall, 2007). Figure 1:Tuckman's stages of team development


This is a vital reason for the care home team to follow the guidelines this model of team development has to offer because it may assist the carers in avoiding confusion or incapability of dealing with an issue in the future. 


“Each stage addresses both interpersonal relations (labeled group structure) and the content of interaction as related to the task at hand (labeled task activity)” (Hall, 2007, p.423).
Given to Hall, in all four stages in the model of team development, each stage contains task and socially related elements. The stages identify themselves as the following: Forming, Storming, Norming and Performing.
The first stage (Forming) is for the team to get to know each other. Personal information such as background for instance or motives may be shared and also clues and knowledge about the given task. The following stage (Storming) comprises of the identification of pertinent roles and responsibilities, taking possible conflicts of interest into account. In the third stage (Norming) the team acknowledges cooperation. In the best-case, open discussion of opinions about the task at hand is realizable. In the final stage (Performance) the team is now a capable unit ready to tackle and solve the given task based on the completed previous stages (Hall, 2007). 
Furthermore, according to Hall Gersick’s explanation on team development is about teams progressing through a time period of steadiness. Here, a team adheres to a daily work cycle and sets standards, which help working towards objectives. As soon as the work is halfway finished the team members investigate their activity so far in order to determine performance upgrades. Gersick believes a team’s work should rather be focused on finding a solution to a given problem than social interactions between team members. This is to take place in the first phase. In the second phase another time period of consistency or stability takes place. From this point on out activities are carried out based on the determinations made in the first phase. In the final phase “Gersick” concludes that groups seem to have mixed expressions and feelings about work and one another (Hall, 2007). 
After reviewing Tuckman’s model of team development, it is fair to say that Pelsall Hall Care Home’s care team benefits more from this guidance as it is also based on a social aspect and not on an almost only task related one. 
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As per Peter, Meredith Belbin developed nine team roles which are now subject to investigation. Furthermore, they are divided into three categories which go by the terms “Thinking”, “Action” and “People” and seem to describe the following: 
The characteristic or role composition of a team is vital to the probability of successfully completing a specific task or not. The set of personalities and individual roles determine whether the team’s chances greatly increase or decrease (Peter, 2017). 
To start off, I will emphasize the first category containing the “Thinking”-Oriented roles. 
Firstly, there is the so called “Plant” role. Here, one gives rise to creative ideas and innovates them, preferably alone. Secondly, a “Monitor Evaluator”. Such a role is in charge of setting a clear distinction between acceptable and inacceptable ideas. Lastly, there is the “Specialist” role who is supposed to stand out in his line of work and provide the team with expertise.
Subsequently, there is the second category examining the “Action”-Oriented roles. 
An “Implementer” has the duty of executing plans the team came up with. He makes the team’s ideas reality. A “Completer Finisher” adds finishing touches to finalize the work. He completes the work. Also, there is the so called “Shaper” who attempts to overcome standards and pushes the team. 
At the end there is the third and last category that deals with “People”-Oriented roles or “Social”. 
The first role identifies “Coordinators”, in this context also known as “Natural team leaders”. They excel the other team members in leadership and know how to delegate effectively. The second one, a “Team Worker” must cooperate and drive the team forward. And the last role, a “Resource investigator” searches for possible external resources and finds them (Peter, 2017).


For Pelsall Hall Care Home’s care home team, roles of each category are needed in order to work collaboratively and effectively. The following are to be recommended: “Monitor Evaluator”, “Shaper” and “Team Worker”. Holding onto these roles can help shaping more cohesive and effective teamwork in the future. 
Among many other theories, according to Aitor, Swailes and Senior there are two perspectives or theories, originally brought forth by Linton, Biddle and Katz and Kahn, relating to Belbin’s nine Team Roles model. As per Linton, the first perspective classifies a role as a person’s behaviour in close context to his or her social position and status. Given to Biddle and Katz and Kahn the following perspective is seen from a rather psychological point of view. Here, a role identifies as a presumed behaviour from an individual settled in a specific occupational position. So much that the understanding and presumed behaviour are essential for success in the position (Aritzeta, Swailes, & Senior, 2007). 
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According to Coyle the secret of success for effective teams lie in three specific skills. Basically, these are skills needed to turn a group into an effective team (Coyle, 2018). The skills name’s go by 
· “Build Safety”, 
· “Share Vulnerability” and
· “Establish Purpose”
Furthermore, each skill is divided into sub-sections which clarify the skill in more depth and knowledge. 
Build Safety
By that, “overcommunicate listening” is meant which means to communicate excessively but in a rather positive way. When two individuals work in a team they can show each other through constant eye contact and body language that they listen attentively. 




Moreover, a leader of a team should include his team members in asking of what they might think of him or her in terms of task related mistakes. In so doing a leader can spotlight his or her fallibility early on. Lastly, when confronted with negative criticism one should try to react in an open way.

Share vulnerability
A vulnerable leader should be a given. In making sure that a team leader is open about his or her performance in front of the team members, vulnerability is in fact a strength. Negative news in teams should be delivered face-to-face and once done one reconnects through social activities again, for instance a walk. Listening via reassuring body language like a cooperative stance for example is a way of showing somebody that one does more than merely listening. 

Establish Purpose
To establish purpose, one must first set objectives in a team. Ideally no more than five targets should be aimed for. Most importantly, constantly recalling a team’s motives is more important than it may seem at first glance. In fact, as crucial as they are a leader can’t say them often enough. So, through communication channels such as emails or online team meetings they can be achieved (Coyle, 2018). 

“So What’s so great about teamworking” (Camplin & Onyett, 2003, p.47)?

According to Camplin and Onyett, Mohrman et al.’s found out that effective teamworking makes organisations begin developing high product quality and services at rapid speed. Additionally, it lets businesses study and retain studying more effectively. Conclusively, organisations also reached improved integration of information and saved time by having tasks done simultaneously (Camplin & Onyett, 2003). 
As per Weller, Boyd and Cumin inadequate or poor teamworking leads to barriers in organisation and structure such as geographically distributed teams or increased chances of 



failures in communication. In the worst case even potential harm to patients (Weller, Boyd, & Cumin, 2014).

As far as my personal experience of working in a team goes, I must say it satisfied my expectations. Personally, I did not expect too much and less. From the two group presentations I did both came to my satisfaction, whereas I have to point out that out of the two, the first presentation confirmed my fears of sometimes confusion leading to ruin. I presumed that this might happen and that first presentation failed to convince me otherwise. 
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On consideration of the research, it can be concluded that the care home’s teamwork can be improved through an improved cohesive way of working on a day-to-day basis, steady attempts of pushing beyond the teams standards and succeeding in doing so, deeper interpersonal communication to avoid confusion on tasks and future efforts to maintain and monitor this sort of team working, as from now on better results are to be expected. It needs to be outlined that the home’s ability to serve with quality care can’t possibly be harmed because this is completely ruled out. Conclusively, effective teamworking is crucial since it makes the care home team work more productively, effectively and rapidly (Camplin & Onyett, 2003). The above suggestions for improvements are recommended.
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