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[bookmark: _Toc121940806]Introduction
The aim of this report is to analyse the communication within the workplace, applying relevant theory to the case of Andrea Jones. The case study of Andrea Jones will be used as the basis for the report's investigation of how various models and theories of teamwork, such as the Tuckman Model and the Belbin Theory, might be applied to increase teamwork in organisations. The report will provide an in-depth analysis of the unique problems and obstacles that were encountered throughout the course of the case study. The report explains the students' level of comprehension of each of the communication models that were discussed in the class, such as the Berlo, Shannon-Weaver, and Schram models. In addition, a set of recommendations will be presented that tackle each of the primary problems highlighted in the case study. These will be discussed. Andrea Jones has assumed leadership of the city's department of social services. In her division, she oversees 96 social workers organised into eight groups of twelve. Each team consists of a team manager, an assistant team manager, a consultant, and nine social workers. Following the departure of the former Head of Service due to the department's poor performance, Andrea was hired to fill the vacancy. Numerous issues, including high rates of employee absence and turnover, resulted in team managers often interacting with new team members and understaffed units. Since each social worker was expected to devote the majority of their time to specific families, their interpersonal relationships were strained.

[bookmark: _Toc121940807]Area One
[bookmark: _Toc121940808]The application of Teamwork Theories
Teamwork refers to working together to reach and achieve the business's goals, and it plays a crucial role in the growth and success of the business. Teamwork is significant to the effective completion of the work on time. Andrea Jones and the HR management teams face difficulties and issues in managing all the work that is included in the teamwork based on social services. The theories of Belbin and Tuckman benefit them to effectively improve and enhance teamwork in the company or organization. 
[bookmark: _Toc121940809]Tuckman Model
[bookmark: _Toc121940810]Forming
This model's first step is to develop a teamwork spirit in the workplace. Andrea Jones and HR management teams require a good team supervisor who can easily guide all members of the team. Every team member requires high dependency on the team supervisor. Sometimes, the team supervisor should agree with the employee's thoughts (Jones 2019). The team supervisor should prepare himself or herself for the different questions related to objectives, the purpose of the team, and others. The HR management team hires a team supervisor to manage all the work that is included in the organization. The decision that the team supervisor prepares should be effective on the team members and capability to build a good relationship between the team members (Natvig and Stark, 2016).  
[bookmark: _Toc121940811]Storming
The second step of this model benefits the HR management teams and Andrea John to improve and enhance their teamwork related to social service. The team supervisor have the ability to prepare group decisions. Because it is very difficult to prepare a decision in the team group, this can easily improve the clarity of the team's purpose. It ensures that the team must be focused on the organization's goals. It also ensures that the team avoids any relationship problems, emotions, feelings, and others. The team supervisor has the ability to manage work in the team (Kiweewa et al., 2018).
[bookmark: _Toc121940812]Norming
The third step of this model must be applied to the team to prepare an agreement that the team supervisor or team leader will accelerate. The team supervisor ensures the roles and responsibilities of the team and that every team member accepts these responsibilities. The team supervisor makes sure that every big decision will be decided with the agreement of all members of the teams. The team supervisor's responsibilities must be respected in teamwork (Jones 2019).
[bookmark: _Toc121940813]Performing
The fourth and last step of this model must be to the team to improve and enhance the strategic awareness of the team. The team supervisor should focus on the organization's goals. Every team member should work together to build a mutual relationship and achieve the organisation's goals. The team supervisor provides work to the team and highlights which members of the team perform which task. The team supervisor should focus on each team member's ideas to increase the organisation's productivity (Natvig and Stark, 2016). 

[bookmark: _Toc121940814]Belbin Theory
[bookmark: _Toc121940815]Action-Oriented Roles
Andrea Jones should keep a shaper role that is satisfied by extroverts who are full of confidence to challenge other staff members for the improvement purpose of the organization. It will keep implementers who are hard workers and have the ability to effectively completion of the work. It will also keep complete-finisher who are those peoples that check the quality as well as ensure g that all the work is done on time in an effective manner (Flores-Parra et al., 2018).    
[bookmark: _Toc121940816]People-Oriented Roles
Andrea Jones should keep coordinators, who are those employees who manage work and ensure that all team members do proper work. The roles and responsibilities of the coordinator are almost the same as team supervisors. It will keep team workers, who are those employees working in the team, to reach and achieve the organisation's goal. It will also keep resource investigators, who are those employees that are often extroverts and adept representatives who work with the collaboration of external suppliers to reach good outcomes for their teams (Bednár and Ljudvigová, 2020).     
[bookmark: _Toc121940817]Thought-Oriented Roles
Andrea Jones should keep a plant role that produces ideas and thoughts that are beneficial for their teams. They are introverted and want to work alone when they develop new ideas for the success of the organization and team. It will keep monitoring evaluators, who are those who analyse the ideas and thoughts. They are responsible for gathering a collecting data. It will also keep specialists who are masters in their field. They have enough knowledge and understanding of the field and good experience (Gutiérrez et al., 2019). 

[bookmark: _Toc121932210][bookmark: _Toc121940818]Area two:
[bookmark: _Toc121932211][bookmark: _Toc121940819]Specific issues and challenges faced within the case study.
In the case study, the issue that had been faced by the company is that since Covid 19, there were teams who were working remotely with a slow return to work policy. Staff in the companies were reluctant to come back as they felt that they are easy to work from home. On the contrary, the company is willing to call them back to work with provided well-being and health care facilities. Staff working online and in separate buildings was far away from more travelling and client bases. They felt out of the loop and complaint regularly about being surprised by new policies. Change policies and improper communication of the policies are one of the considerable issues and challenges the company was facing. 
There had been lots of issues, like employee turnover and increased absenteeism, and the existing team members were facing workload and understaffed, which was increasing the pressure of work completion. This, as a result, the employees were underperforming. 
Relationships with employees and employers were reported as poor in the case study. The nature of the job each worker spends, and the family relations are the issues that might face the employees, which leads their heads down in order to perform effectively and quickly as possible. When they were in need to search help, trustworthy people resulted in poorly written cases, and reports were no longer necessary. Managers were not focusing on poor performance, too busy to firefight the issues arising out of the pandemic. Due to work pressure, the employees that were newcomers were given heavy caseloads straightaway without proper training. This became non-supportive for them. 

[bookmark: _Toc121932212][bookmark: _Toc121940820]Communication models covered
[bookmark: _Toc121932218][bookmark: _Toc121940826]Shannon-Weaver Model of Communication
Shannon and waver both were American scientists who made an alliance to join article writing together termed "Bell System Technical Journal". In the article, they wrote "a mathematical theory of communication: named "Shannon-weaver model of communication" (Kalogiannidis and Papaevangelou, 2020). This model aimed to communicate effectively between sender and receiver. They found the factors that might affect the communication process and termed them “noise”. On the first hand, the model improved technical communication; later, the theory was widely applied in the communication field. This theory deals with many concepts like transmitter, information source, channel, noise, message, receiver, channel, information, encoding, decoding etc. (Aliyu and Nyadzayo, 2018).

[image: ]
(Elleström, 2018).

Sender- in this model, the originator of information, idea, or message is termed as the source of the sender that opts desired message to convey.
Encoder- the transmitter serves as a source to convert the message or information into signals and is termed the encoder (Bergman, 2019).
Note- it is the conversion of senders' message in binary data or waves termed as "singles". The capability of the signal must transmit the message via satellite and signals. For instance, the telephone converts the voice into wave signals and then transmits via cable to the receivers (Kalogiannidis and Papaevangelou, 2020).
Decoder- the place of reception of the signal with signal conversion in the message is known as a decoder. It is a reverse process of encoding (Strinati and Barbarossa, 2021).
Note- the receiver converts the binary waves into a message which is the easiest and most convenient to understand for the receiver. The exclusion of this element might result in the non-effective conversion of the message from sender to receiver. 
Receiver- it is the person or designation of the message from the sender. 
Noise- the message that has been transferred from encoding to decoding via the channel. Hence, during the process, the message has a tendency to be affected or distracted by physical noises, for example, horn sounds, crowd noises, thunders, and more. Encoded signals might convert the message into other meanings and perceptions during its transmissible, which affects communication flow, and the receiver does not receive the correct message (Aliyu and Nyadzayo, 2018).

[bookmark: _Toc121932219][bookmark: _Toc121940827]Schram's model of communication
Schram's model of communication is a process that takes place between the encoder as well as the decoder. Considerably, the Schram model of communication accounts for how individuals interpret the message. This theory argues that an individual's experience, background, and knowledge are the factors that might impact interpretation (Bergman, 2019).

[bookmark: _Toc121932220][bookmark: _Toc121940828]Recommendations which address each of the key issues
Andrea Jones has to refocus and re-evaluate their pre-hire steps as well as post-hire steps. Andrea Jones should open a negotiation with employees to offer them compensation plans, new strategies, benefits and a favourable bonus and rewards strategy so that the employee could feel motivated to come back to work. The culture of the company is much more important to increase motivation at work. In this essence, Maslow's hierarchy of needs can be implemented in post-hiring and existing workplace environments (Strinati and Barbarossa, 2021).
The performance management system is necessary for Andrea Jones in order to record the performance of the employees and set the rewards accordingly. In addition to this, employee retention requires employee recognition. It is a post-hire strategy that maintains the workforce to be motivated. Offering them flexibility and do not impose the workload on new executives; instead, they should be provided with proper training and growth opportunities as well (Chiat and Panatik, 2019). Developing and learning to an executive in council helps them to grow on an individual basis. Adequate learning and development opportunities provided by a progressive company to its employee is a trend that gives employees a free hand to insert their skills and most of their capabilities (Strinati and Barbarossa, 2021).
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