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EFFECTIVE TEAM WORKING AND COMMUNICATION REPORT



INTRODUCTION
The success of every company is largely dependent on its personnel. Both new businesses and global juggernauts may use this approach. In order for an enterprise to develop, expand, and prosper in ways that would otherwise be physically impossible for a single individual to do, a team is necessary.
The first step in building a successful team is to hire the right people who focus on working towards a common goal, are goal-oriented, and appreciate the hierarchy that most organizations demand
The objective is to unite everyone once the appropriate individuals are in place.
A team's support is necessary for even the most creative business owners to get from a concept to realized success. The amount of labour is simply too great for one individual to do alone. No matter how wonderful a company idea, it cannot be a real business without a vibrant team operating together to carry out a common business strategy. 
In order for the group as a whole to accomplish things that you, as the team leader, could not achieve on your own, the business team you build should have complimentary skill sets. Take into account your rival: they won't all be one individual. It will be a fully developed corporation with a unique corporate structure, corporate culture, and unique team of people with years of expertise.
High-performing teams do not just happen. They need tender care from a team leader who is aware of the team's beliefs, objectives, and code of ethics. 
There are several team building and management methods available. There are also a variety of advice and recommendations from experts and mentors on how to accurately organize a consistently high performance team.


THE TUCKMAN THEORY
One of the most well-known and durable "team" models that many businesses have utilised to their advantage in reforming teams is the Tuckman Model, created by Dr. Bruce Tuckman. Despite being developed in 1965, the concept is just as important now as it was then. 
The four stages of group or team growth were created by Dr. Tuckman. He called them his forming, storming, norming, and performing model.
He recognised he required a fifth stage in 1977 and added it as the adjourning phase, often known as the grieving phase.

At this point in a team's growth, discussion of: Team formation is the initial phase of team development. 
Both the team's formation and the task's assignment are recent events. This is an interesting psychological stage, as team members tend to behave autonomously at this stage. There may be good intentions and good intentions, but there is no trust.

At this point in a team's growth, discussion of:
1) Everyone has unique abilities, backgrounds, and interests. 
2) The project's goals 
3) The schedule 
4) Any policies or regulations 
What specific roles will each member play
At this point, it is crucial that the group start to comprehend the roles that each member will perform. 
Storming is the second stage, which starts after the initial thrill and elegance have subsided. Most likely, the project's weight and realism have begun to set in. 
At this point, the ego can show itself and the temper can begin to fray. Groups may disagree or have concerns about the best way to perform a particular activity. At this point, it is important to seek advice from a competent leader.
The third stage, known as "normalising," is when things typically calm down. Your team can establish a routine of working together to achieve a common objective.
But during the norming phase, there can be some overlap with storming. Conflicts can occur when creating new tasks. Now that the worst is over, these conflicts may be easier to resolve. Performance is the fifth stage of the team's progress. Each team member is aware of each other's strengths and weaknesses and feels comfortable enough to provide help.


All team members are confident and motivated at this point. They are also free to act there.
Your success is noteworthy since many teams never get this far. Every organisation strives to get to this point since that's when you can produce your greatest work.
Working in a cohesive team environment may foster innovation and raise team members' spirits. 
The crew will disperse after the project is finished, which is the sixth and final step. If they had been close before moving on to the performance stage, there could have been a sense of loss. 

However, a good shared experience will be easier when you work again with some of these people.
The most comprehensive explanation of what most teams encounter is found in Tuckman's Theory.

THE BELBIN THEORY
Understanding the Belbin Team Roles is the second way to raise the performance of your team. 
Conflict occurs in all teams; the difference between ineffective teams and others is how they handle it. When too many team members fill the same position, conflict is unavoidable. 
A competition of ideas could result, for instance, if multiple team members take turns playing the role of Plant. Power conflicts may result from an excessive number of Shapers on a team.
Recognizing the distribution of the Belbin Team Roles on your team makes it possible for everyone to utilise their own skills when necessary while also knowing when to fill out their other preferred roles. This is essential for raising team productivity. 
Additionally, it is essential to have team members that will inspire the group to take action. Shapers, Implementers, and Finishers are results-driven team members who will help the group complete its tasks. In this market, teams with excellent ideas that never materialise are condemned to failure. 
People who are naturally drawn to the Coordinator position are skilled at making efficient use of human resources. They can guarantee that everyone is acting in the appropriate capacity at the appropriate moment.
When a team plays to its strengths, it may work most effectively.
By using a shared vocabulary based on Belbin Team Roles, every member of the team may express exactly how they can contribute. We can interact with one another more successfully if we recognise that people's strengths and permitted flaws are tied to their team responsibilities. People who take on the Team Worker job might help to establish a team by alleviating stress. They also aid in the communication of two team members who may have competing team duties and interests.
Those that are successful in the Plant position are great at coming up with original, imaginative concepts. Through networking, those in the top position of resource investigators offer ideas and information from outside the team. Significant industrial and subject-matter expertise is contributed by the Specialist function. 
Having a Monitor Evaluator on the team is essential for helping the team decide which of the ideas it is provided with will result in outcomes.
People who implement are people who bring things to pass. They transform team concepts and ideas into actionable plans and strategies. They are often conservative, disciplined and organized people who act consciously and effectively. These are the people you can trust to get the job done. Implementers are rigid and can be reluctant to make changes, which is a disadvantage. The person who guarantees that the task is fully completed is called the completer finisher. You pay attention to even the details and look for mistakes and omissions.

They put a lot of emphasis on meeting deadlines and will exert pressure on the team to do so. They are known as being meticulous, organised, and worried people.
Completer finishers, on the other hand, are overly concerned and may have problems with delegation. A team worker is someone who supports team members and ensures that they work together well. These flexible, diplomatic and wise people act as negotiators for the team. These are often good and popular personalities in their own right, but with a great deal of emphasis on promoting harmony and teamwork. One of their disadvantages is that they tend to hesitate and become ambiguous in discussions and decisions.
Resource Explorer is imaginative and curious. They consider choices, make connections, and negotiate team resources. They are dedicated team members who seek and work with outside stakeholders to help the team achieve its goals. People are often open to them and their ideas because they are outgoing and often outgoing.
On the downside, they usually exhibit excessive optimism and might rapidly lose their excitement.
Monitor evaluators have been successful in analyzing and assessing the ideas of other people (often plants). Intelligent and objective, these people thoroughly analyze the strengths and weaknesses of all options before making a decision. Monitor evaluators are strategic thinkers with critical thinking skills. They are generally seen as non-emotional or cool. They respond to the event rather than start it, which can be an ineffective motivation. According to John J. Murphy, author of Pulling Together: 10 Rules for High-Performance Teamwork, teamwork is essential to a company's success.
"Everyone is gifted with distinct qualities, talents, and skills. “By sharing them together towards a common goal, companies can gain a significant competitive advantage.” Murphy claims that "every genius has a team."

"When people complement one other's abilities and expertise, they may develop workable solutions."
The idea that having more than one brain is advantageous is supported by science. The best individuals were exceeded by groups of three, four, and five, according to study by Dr. Patrick Laughlin of the University of Illinois at Urbana-Champaign. The result is that individuals can work together to create and accept appropriate answers, reject inappropriate answers, and process information efficiently.

Frans Johannsson, author of MediciEffect, argues that the "crossroads", where many discipline and cultural ideas come together, are where some of the most creative ideas emerge.

According to Johansson, "most people think that the key to success is surrounding oneself with like-minded others. But genuine achievement and ground-breaking innovation demand suffering. You must change as a result of discomfort. Experience, opinion, and viewpoint divide at this point. The key to finding new possibilities, conquering new obstacles, and learning new things is diversity.
A team may not have a "I" in it, but being a part of one may still help you develop. Each team member may succeed by exchanging knowledge and skillfully cross-training, according to Murphy. It's possible to pick up fresh insights from coworkers with various backgrounds. Additionally, you may learn from other people's errors to save yourself from repeating them in the future.
Getting praise from team members is even more beneficial than tapping your back from your boss. Teamwork barriers are obstacles that make it difficult for a group of professionals to work together to achieve a common goal.
Team members normally need to get along well professionally, agree on goals, accept responsibility for their assigned tasks, and collaborate to find solutions when obstacles arise.
Without these crucial components, teams typically run into obstacles that make attempts at cooperation fruitless. Fortunately, teams may interact more successfully to generate high-quality work by identifying these obstacles and learning how to overcome them. The biggest obstacle in the case of Next Plc is a strong personality that obstructs the participation or airtime of others. The team's morale or momentum might be harmed by this overbearing behaviour. Making a team evaluation that takes into account "balance of participation" in meetings is a nice technique to get around issue. Team members will find it easier to minimise domination by one person and promote involvement from all members, including shy or reluctant ones, if they are aware that fair and equal engagement by all will effect the team's performance rating.
Around the world, there are differences in views about authority and work culture.
While some cultures are used to hierarchical hierarchies, others tolerate flat organisational systems. In other cultures, respectful behavior may not be considered that way. For example, team members in a hierarchical culture expect different treatment depending on their status at the company.

On the other hand, workers from egalitarian cultures do not. Some members may suffer embarrassment or lose their prestige and reputation if they don't live up to such standards.A decreased propensity to speak up is a problem associated with workplace culture. People with a polite or obedient culture, such as Asians, may find this difficult. If they are unfamiliar with the team or have a junior role, they may feel uneasy about talking or suggesting ideas. On the other hand, members of Western and Scandinavian countries who are accustomed to a flat organizational structure are more likely to share their views.
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