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Executive Summary
Abdul was recently appointed to a new Vodafone UK project. He leads a team of 18 people. Abdul needs to take action to salvage the team because of the current state of events. One, the team members have never met because of the Covid-19 restrictions. There is no cohesion. Members easily disregard the others. For example, it is indicated that even if one asks for help, no one bothers to offer support. Community groups reported poor communication from the liaison leads, members are not concerned about others, and do not bother to complete their tasks in time. Some even fail to attend meetings as required of them and do not send apologies for lack of attendance. All these are signs of an ineffective team. The discussion that follows describes the steps Abdul can take to develop an effective team, a theoretical model that can be used, the roles that make and effective team, and how an effective team leads to success. The last section describes some of the barriers to team effectiveness as identified in Abdul’s eighteen-member team.
Report on Effective Team working for Team Success
How Abdul Can Develop an Effective Team
An effective team is one in which members agree with and are clear about the goals. Members should also be clear about their roles and accept them. Effective teams are also characterised by teams having team tasks instead of individual solutions, tolerance of task-related deviance, leadership styles that match the development level of the team, role assignments matched to team members’ capabilities, implementation and evaluation of solutions and decisions, among many other characteristics (Wheelan, 2010). All these can only be achieved by a setting up, organizing, and managing a team in a way that makes it effective. Tannenbaum & Salas (2020) indicate that there are seven main drivers of an effective team. That is, capability, coordination, cooperation, cognition, communication, conditions, and coaching. 
Capability
Capability is defined by both individual and team competencies. That is, if the team has the skills, knowledge, personalities, and other attributes that can enable it overcome challenges, complete assignments, and adapt to ensure sustained performance (Tannenbaum & Salas, 2020). Abdul’s team lacks some of the features that make it capable. For example, lacking the attributes needed to overcome challenges and adapt for sustained performance. There are those who are already talking about resigning. As the manager of the group, he should organize and train the members on the values of teamwork and how to achieve resilience. The members should understand that challenges are part of a team and they need to overcome them to achieve their objectives. 
Coordination
Coordination refers to the strategies and processes that teams use for effective collaboration to achieve collective goals. Tannenbaum & Salas (2020) indicate that behaviours that promote coordination vary from team to team and depends on specific situations. However, there are common behaviours that encourage coordination such as maintaining situation awareness, management of team emotions, filling in for others, and adaptation (Tannenbaum & Salas, 2020). All these are lacking in Abdul’s team. A specific example is the case where one team member failed to attend a meeting and did not communicate about the reasons for doing so, send an apology, or organize for a member to fill in for him or her. Therefore, Abdul should develop both explicit and implicit coordination processes to avoid such failures. For example, the communication and feedback processes (Rico et al., 2011).
Cooperation
Cooperation is all about the beliefs and attitudes that individuals bring to the team. For example, their thoughts and beliefs about team success, if it is genuine, if they are committed towards what they do, and many more (Tannenbaum & Salas, 2020). These then influence their willingness to engage in teamwork activities. Abdul’s team has very little willingness to engage in team activities. He can nurture cooperation by managing the team’s level of emotional intelligence. He can set some rules on what is expected from each team member considering behaviour, and rules on other important activities such as attendance, project approach, confidentiality, discussion, conflict management, communication, and so on. These will work towards a positive team spirit which is important for cooperation (Bright et al., 2019).
Cognition
Cognition is the degree of possession of a shared understanding about the key factors in a team. It is about the overall team. That is, if a member were to be asked about who is responsible for certain tasks, the team’s priorities, and who gets to make decisions, and so on, the answer will be common. The members should show an understanding of how the team operates (Tannenbaum & Salas, 2020). This is also a driver that is lacking in Abdul’s team. From the evidence, nobody is concerned about the other team members, hence an understanding of some shared responsibility, goals, or direction is the least expected in the team. Abdul should focus on building a cohesive team. 
Communication
Communication is the exchange of information between team members and with individuals and groups outside the team. It is through communication that team members get to know what they need and maintain awareness. It is also important for maintaining positive relationships. That is, the manner of communication determines the quality of relationship within the team, and with outsiders such as sponsors, customers, and partners (Tannenbaum & Salas, 2020). Abdul’s team does not have an effective communication protocol, method, or culture. The fact that team members can seek assistance from each other and no finds it appropriate to respond is proof. Therefore, Abdul needs to find appropriate communication methods that will promote positive relationships both within the team and outside.
Conditions
Another driver for effective team work is conditions. This refers to the context of operation. That is, if the team operates in an enabling or inhibiting environment. It considers conditions such as work environment, degree of autonomy, resource availability, and time availability, among many other conditions (Tannenbaum & Salas, 2020). Abdul’s team operates in an environment where no one cares about the other. Abdul should review the current working conditions and implement some rules that will promote effective working. 
Coaching
The last driver is coaching and it refers to guidance through leadership. Leadership is important because it nurtures the team into what it should become. A bad leader can be a performance obstacle, while a good leader is an enhancing factor of performance (Tannenbaum & Salas, 2020). Although Abdul has received reports of malfunctions in the team, his role as a leader is also inadequate. He may have failed to bring the members together to form a team guided by specific shared goals. It is indicated in the case that he spoke to each member to discuss the roles and responsibilities. These may not have been explained to other team members to encourage accountability, and to inform each member of the others’ roles. Therefore, it is only necessary that Abdul rebuilds the team. 
Theoretical Model That Can Be Used
There are different effective team building models such as the Tuckman team model, DISC model, GRIP model, Thomas-Kilmann conflict mode model, and Lencioni model among others. Tuckman’s model explains the four stages of team development, DISC is for effective conflict management, and GRIP describes the four components of an effective team work. Thomas-Kilmann conflict mode model provides a framework for managing team conflict, and the Lencioni model outlines the common problems that affect a team’s effectiveness (Last, 2019). Abdul can use Tuckman’s model or GRIP model to rebuild the current team.
Tuckman’s model would guide in the development of the team from the beginning to help members know each other during the forming stage. However, the team is already formed and from the characteristics, it is in the second stage; the storming stage. Abdul can make use of the characteristics of a storming stage to understand his team and make corrections. He can then monitor and act appropriately as the team goes through the rest of the stages; norming and performing.
However, the best model for Abdul and his team would be the GRIP model. It describes how the four components of highly effective teamwork are connected. The first one is the goals. The team members should fully understand the goals of the team. In Abdul’s case, no goals were shared among members and this could be one of the reasons for the team’s disintegration. Secondly, members should be aware of their responsibilities and how they will be held accountable. This will solve the problem of team members not performing their duties as required. Interpersonal relationship component is about the ground rules on how the team members should interact. It should consist of quality communication and collaboration processes, and foster trust among members. Lastly, there is the component of processes. These are the systems that will guide decision making, problem solving, communication, record keeping, and work flow for effective operations (Last, 2019). Quality communication and collaboration are among the important components lacking in the scenario presented.
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Roles Needed to Create an Effective Team
It is important to find the right skill for a specific type of job in a team. However, it is also important to organize the team members in a correct way. Khanna (n.d) indicates that a team’s effectiveness is dependent on members all having befitting roles and responsibilities. The author explains that an effective team has: a leader, facilitator, creative director, a member, and a coach. 
A leader is responsible for providing the team with direction, motivation, and team building skills. He or she creates ground rules and makes decisions on what communication is appropriate for the team. The leader will decide whether to engage the team members in making decisions about appropriate communication and other team attributes or not. In most cases, engaging members turns out to be an effective approach. The leader’s aim is to ensure the team goals are achieved. There is a lot that the leader has to do, for example, ensure there are effective conflict resolution rules or guidelines. The leader is also responsible for preparing and conducting team meetings. He or she should also assign roles, both individual and team roles (Khanna, n.d). 
The facilitator assists the team in decision making. This can involve engaging members in brainstorming sessions or activities to discuss ideas, plans, directions, and all that propel the team to achieve its intended goals (Khanna, n.d).
The creative director is in charge of the team’s resilience in creativity. He or she introduces new ideas, prevents stunted developments, keeps the team constantly working on enhancements, and supports the team to maintain the progressive energy (Khanna, n.d).
A member duty is to perform the duties assign and participate in meetings. Lastly, a coach provides support to team members after training. All these are essential roles to an effective team. They are not exclusive to one team member, rather, one person can assume two or three roles. For example, a leader can be a coach and a facilitator. 
Type of Impact an Effective Team Working Has on Team Success
Effective team working has a positive impact on team success. As described by Khan and Al Mashikhi (2017), effective teamwork improves employee performance. The latter is a recipe for success of the team. Effective team working is also linked to better problem solving at work, improved productivity, and a motivated workforce (Boakye, 2015). All these provide a foundation for a successful team. 
Knapp (2012) describes the characteristics of a successful team as follows. It is one that has a clear sense of purpose, values openness and trust, diversity, embraces shared leadership, and has positive relationships with other support groups. These are the same characteristics needed for a team to be effective. As discussed above, a team is only effective if the members understand the shared goals and commit to them. Trust and openness are elements used to promote collaboration which is a main component in effectiveness. Shared leadership is evident in the roles taken up by the team members and the need to cooperate to achieve the common goal. Positive relationship is crucial for the team to achieve its goal. As seen in Abdul’s team, negative relationship is a major barrier to the crucial team activities. That is, people do not communicate well with each other, they show no concern, and do not value their roles and the purpose of the team. Therefore, effective team work is a foundation for success.




Barriers to Effective Team Working in Abdul’s Team
Lack of Goal Clarity
The first barrier to an effective team in the scenario is lack of goal clarity. The team members seem not to understand the purpose of the group, or direction. There is no common goal shared for the members to work towards. 
Poor Communication
The second barrier is lack of proper communication protocols. Availability of well-planned communication protocols and systems would guide the behaviour of members to know what to do under different circumstances (SHRM, n.d). In the scenario, there were complains of poor communication from community liaison leads. Additionally, one member failed to communicate his absence to the other team members. This portrays a disrespectful picture about the team to external stakeholders and affects the drive towards effectiveness. Lastly, there is the problem of no feedback to fellow team members upon inquiries. These are bad communication practices. 
Other Barriers
The scenario also reveals poor coordination, no cooperation, and a negative atmosphere as other barriers (SHRM, n.d). The scenario presents a picture of a demoralized group. One that does not receive the support it requires. When a member is not able to organize for others to take his or her place during a meeting or to take up his or her roles, it is a sign of lack of coordination. Lack of cooperation is revealed through their adamant behaviour of not replying other members’ messages. All these in turn create a negative environment. Abdul is also a non-participative leader. He failed to engage members for effective participation and to understand individual and team characteristics.

Conclusion
From the above discussion, it is clear that developing an effective team has no linear path. The first part of the discussion describes some of the important drivers of an effective team. The second part describes the roles that make up an effective team. The third part is the impact of effective team work on team success. Lastly, there are barriers to an effective team as identified from Abdul’s team scenario. The first two sections provide evidence on the diverse nature of developing an effective team. The drivers are important components that can be used separately to achieve an effective team. However, there are various models proposed by scholars that can be used to achieve an effective team. These are specific to situations. For example, Thomas-Kilmann conflict mode model is a framework for managing team conflict. In the scenario, there is no evidence of team conflict. Rather, it is a team that may have undergone an ineffective development process. For that reason, Tuckman’s model was proposed, as well as the GRIP model which provide some of the important components necessary for creating an effective team. Even the two models have different components, but they aim at one goal; achieving effectiveness. Therefore, the decision to develop an effective team depends on specific scenarios. Abdul’s team is a case in point.  






Reference List
Boakye, E. O., 2015. The impact of team work of employee performance. Doi:
10.13140/RG.2.1.4959.8804
Bright, D. S., Cortes, A. H., Hartmann, E., Parboteeah, P., Pierce, J. L., Reece, M., Shah, A.,
Terjesen, S., Weiss, J. W., White, M. A., Gardner, D. G., Lambert, J., Leduc, L. M., Leduc, L. P., Leopold, J., Muldoon, J., & O'Rourke, J. S., 2019. Principles of management. OpenStax, Rice University.
Khan, S. and Al Mashikhi, L.S., 2017. Impact of teamwork on employee’s performance.
International Journal of Education and Social Science, 4(11), pp.14-22.
Khanna, S., n.d. What are the 5 roles of an effective team? Wheon.
https://wheon.com/what-are-the-5-roles-of-an-effective-team/ 
Knapp, D., 2012. A guide to customer service skills for the service desk professional. Cengage
Learning.
Last, S., 2019. Technical writing essentials: Introduction to professional communications in the
technical fields. University of Victoria.
Rico, R., Sánchez-Manzanares, M., Gil, F., Maria Alcover, C. and Tabernero, C., 2011.
Coordination processes in work teams. Papeles del Psicólogo, 32(1), pp.59-68.
SHRM, n.d. Developing and sustaining high-performance work teams. HR Daily Newsletter.
https://www.shrm.org/resourcesandtools/tools-and-samples/toolkits/pages/developingandsustaininghigh-performanceworkteams.aspx 
Tannenbaum, S. & Salas, E., 2020. Teams that work: The seven drivers of team effectiveness.
Oxford University Press.
Wheelan, S. A., 2010. Creating effective teams: A guide for members and leaders. SAGE.
image1.png
GOALS ROLES

What do we want Who does what?
to achieve? When? How?





