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1.	Introduction 


	Team is a group of people who are gather together have a shared purpose trying to achieve the same goal. To be effective in one team requires a selection of members with certain skills such as good leadership, time management, etc. Working in a team is a collection of actions that involve creating a pleasant working environment and helping one another in terms of common goals. In this report are covert models of effective teams such as Tuckman`s model and Wheelan`s model, types of roles based on Belbin`s model to create an effective team, the impact, and the barriers that effective team working have on team success. 

	2. Main body 

2.1 How can Abdul develop an effective team and what theoretical model can be used?

	Building an effective team entails a variety of actions that are intended to enhance team performance. The goal is to embrace the best of the team and their ability to work together and able to solve problems. According to Katzenbach and Smith (1993), a team can be simply defined as a group of individuals with a common goal who are committed to a shared mission and who hold one another accountable for outcomes. People who join organizations and find out how to work together with each other have a better opportunity of addressing common challenges and achieving individual demands (Qin, Johnson, & Johnson, 1995).
For one team to be effective are required several things: the team must be carefully selected based on the members’ skills required for the task, trust, time management, the right leadership, the members of the team to share the same goals. Many authors have come up with different models for team development such as:


              







	With time many models have been created and all of them have as a goal to help develop and improve the effectiveness of the team in a global economy. It takes a lot of information as well as a wide range of abilities for every single person to properly do such difficult jobs on their own. Like an outcome, an increasing number of businesses rely on teams as the major means of achieving objectives and responsibilities (Wheelan, 1994). Therefore, the success of an organization depends heavily on the effectiveness of workgroups or teams. However, not every group or team is successful and manages to achieve any productivity and efficiency as in Abdul`s team. In this paper, we will discuss and compare Tuckman’s model and Wheelan`s model also why in this case more appropriate and helpful model for Abdul “Integrated Model of Group Development (IMDG)” created by Susan Wheelan. 


	

Tuckman (1965) suggested a team development model a few years ago after doing a thorough analysis of the literature. For its 'form, storm, norm, perform' sequence, his four-stage model became widely recognized. Later, Tuckman and Jensen (1977) found that the research generally supported the original model, which was supplemented by a fifth stage 'adjourn’.

	Forming stage – this is the first stage where the group or a team has been formed and all the members are starting to know each other. Normally at this stage, the members of the team are feeling nervous, unsecured not just because they are not familiar with the goals, but also what the leadership is going to be. The duration of this stage depends on many different factors.
	Storming stage – in the second stage if the group already has a leader, the members are testing his knowledge and his managing abilities. If the leader is missing, the members are trying to embrace themselves and take a significant position. Although Tuckman thinks the transition of this stage is necessary for developing the team, according to Burn (2004) the group or a team can evolve without necessarily going through this stage.
	Norming stage – Tuckman describes this stage as a clear sky after the storm. The members are passed the previous two phases and now are focusing on the common goals. One of the most essential outcomes of this phase is team cohesiveness, which grows in close relationship to its standardizing framework. This improves the team for better performance.
	Performing stage – in this stage the members of the team are united and start to focus on the key problems. In this stage is essential for the leader to provide feedback based on team performance. 
	Adjourning – this is the final stage where the team has reached the final goal but is time to end the existence of the group. After this stage, some members may feel emotionally detached and experience difficulty leaving the group. Of course, not every case is the same. 
Nowadays, the stages are seen to be romanticized (Buchanan and Huczynski, 1997). As a broad sequence, the phases may have significant authenticity. New researchers of unique teams, however, show difficulties that cannot be described by a simple step structure. It is possible the team never achieves quality standards and might return to a previous level. Nonetheless, this model is considered useful and straightforward in team development.
	Even though Tuckman’s model has been considered by many organizations as the right and the best model to develop an effective team in Abdul`s case it is not the right one. The team has been already created and Abdul has been chosen as a leader, not by the other members, also the group has not met yet due to Covid 19 regulations which point that the second stage “storming” does not apply in this case. 
	Many researchers have created their frameworks based on Tuckman`s model. One of them is Susan Wheelan with probably the most extensive team development model known as the Integrated Model of Group Development (IMDG)

Fig. 3 –” Integrated Model of Group Development” by Susan Wheelan
[bookmark: _Hlk97206924][bookmark: _Hlk97208433]	According to her, the group can simply achieve success if their members are working together. She also claims that between the time group exists and members’ behavior there is a substantial relationship, and she describes it truly in her model with four key stages: Dependency and inclusion, Countertendency and fight, Trust and structure, Work and productivity.
	Dependency and inclusion – This is the first stage where the situation is new and the goals are unclear, and where all the members are depending on the appointed leader. In this stage may occur some work but it is very insignificant. 
	Countertendency and fight – in this second stage everything is similar to the “storming” stage. The member is raising their disagreement and trying to challenge their leader. In this stage, the members are making decisions about the process and the roles everyone will take. According to Wheelan conflicts are required for developing trust in the group members so they can feel free to disagree with each other.
	Trust and structure – once the group has gone true stage two trust start to build, the members became more committed, and the level of cooperation increase. In this stage the group is more confident, they communicate more, start negotiations about roles, their goals, etc., they also do not need to demand leadership as much.
	Work and productivity – this is the stage where the team is focused on the work and achievement of the best results. This phase is often equated to the “performing” stage.

	To develop his team by using Wheelan`s model Abdul could use the following steps:
Going true the first stage he should devote effort and time to each member so he can understand their interest, strong and weak sides, how they contribute the best. He should explain to them what he is expecting, offer support, and show understanding.
In the second stage, Abdul should expect the members to fight and disagree, but he should stay calm and understand this is nothing personal, and try to empathize and share the same values. 
For the third stage, Abdul should back off and leave the team to decide if he wants the team to reach his potential. He should not disturb them and give them some space but at the same time supervise them from a distance and acknowledge teams’ accomplishments and give them feedback. Splitting the team into small groups may be helpful as based on her “Group Size, Group Development, and Group Productivity” research where she studies the impact of large and small groups based on development and group success where the results show that the size is connected to the results of the team performance. According to the results of this research, the larger is the group the lower is their performance. In larger groups, members are less united, more competitive, and the chance of the group to succeed is minimum. According to her study, a group of 3-6 members has a higher chance to achieve better results. 


2.2 What are the types of roles that are needed to create an effective team?

	Over time team roles very often improve casually and go unnoticed. Throughout the time our team roles include how we perform, participate, and interact. As an example, some members may have new and different ideas every time, others to create new relationships, while others can be better at turning the ideas into action, some others may stud up with raising the problems. Belbin (1981) defines the team role as “a tendency to behave, contribute and interrelate with others in a particular way." His work is particularly significant as an early example of the team role idea and, possibly, the foundation for later team role concepts. According to Belbin, through knowledge of every member’s team role, he can predict their performance as a team. At first, he declared that he identifies eight roles when he published his book in 1981 but in 1993 publishing another book, he changed the names of some roles and included a new one as the ninth role. Belbin, categorize the nine-team roles into three categories: action-oriented, people-oriented, and cerebral roles. 
 Action-oriented role – In this category are included:
· Shaper – these are usually individuals who are very sociable like to challenge others, like the dynamics, and to work under pressure. But they can also offend others and hurt their feelings.
· Implementer or company worker – these people are very reliable, disciplined, concentrated, and efficient but they often can be slow in responding to new possibilities. 
· Completer finisher – these people are painstaking, anxious, they are looking for mistakes and deliver on time. As their weakness is the reluctance to delegate.
People-oriented roles – In this category are included:
· Co-ordinator known as chairman - they are mature, confident, delegate well and promote decision-making. But they can be seen as manipulative and offload personal work.
· Teamworker – These people are cooperative, mild, they listen, but they can be unhelpful in a difficult situation.
·  Resource investigator – these people are extroverts, communicative, they like developing contacts and to explore opportunities. As a weakness, they lose interest fast once the enthusiasm has passed. 
Cerebral roles – in this final category are:
· Plant – these people can be creative, unorthodox, and can solve difficult problems, but they are also too preoccupated to communicate.
· Monitor evaluator – they are sober, strategic, see all options, and judge precisely but they are not good at inspiring other people.
· Specialist – these people are self-starting, single-minded, and dedicated, they provide more knowledge and skills than others. But they also dwell on technicalities, they contribute only on a narrow front.

                     

Stages of team activity 
	Many factors impact an organization's performance in accomplishing the goals of the organization, including vision, infrastructure, technology, new workers, and style of leadership. Among these is the 'human' element, which relates to individual employee behavior and its impact on personal, group, and business performance. The above technique helps a team able to profit from self-awareness and affect behavior in response to external pressures.

2.3 What type of impact can effective teamworking have on team success? 

	For one person to succeed and accomplish difficult tasks on his one is required many and various skills as well as too much knowledge. That is why companies and organizations count on teams for accomplishing the best results and achieving goals. Without any doubt team working has a huge impact on how the employees are performing and the future of the company. Bacon and Blyton (2006) imply that self-management team and interpersonal team skills have an essential impact on team performance. In their study, Tarricone&Luca (2002) refers to an effective team as: “Successful teamwork relies upon synergism existing between all team members creating an environment where they are all willing to contribute and participate in order to promote and nurture a positive, effective team environment”. Another impact is Leadership – the right and strong leadership are from a fundamental need for a team to succeed. He also has to be aware of how each member differs from him and what type of leadership and style has to apply for each situation. Communication and feedback – for one team to be successful open communication and real feedback are very important. Relationships – while one team exists there always be created strong relationships which can be a massive impact on the team’s success. As Daniel Coyle aimed to find in his book “The Culture Code” what made a team effective, he discovered three characteristics that were related: 1. Using nonverbal and vocal clues to make others feel safe, 2. Trust can be built by expressing vulnerability, 3. A clear strategy for expressing a group's purpose can engage its members.

2.4 What are the barriers to effective teamworking identified in this scenario?

Poor communication and physical disconnection – With the progress of technology over the decades a lot of teams are working online. As is stated above communication is one of the impacts of effective team working. In this case, due to Covid 19 restrictions, the team has not met yet and this leads to a lack of communication, the team cannot establish any relationships. 
Lack of trust – working as a team the member should have trust in each other to achieve their goals. The lack of trust may lead to misunderstanding and disagreements which can obstruct teamwork. Based on a lack of communication Abdul`s team is unable to create any connections and based on this they cannot build any trust. 
Size of the team – Abdul`s team is eighteen members which according to Wheelan`s research to achieve higher results the best size of a group is from 3 – 6 members. This is a big barrier in terms of achieving any goals. 


	3. Conclusion 

	Based on all the information in this report from above having an effective team is essential for every organization to achieve high performance. Even though due to Covid 19 restriction and the fact that the team has never met, Abdul must find a way for his team to have regular meetings so they can start establishing some relationships and trust. For him to succeed in developing an effective team Wheelan`s model can apply and help in further problems and difficulties along the way. He also can improve the team by establishing the roles of all his team members by using Belbin`s model and trying to avoid all the barriers are mentioned above. 
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Key figures at this stage are individuals with a strong goal awareness.
Shapers and coordinators make their mark here.

Once an objective is set, the means of achieving it are required. Here
plants and resource investigators have a crucial role to play.

‘Two activities help ideas turn into plans. One weighing up the options,
the second making good use of all relevant experience and knowledge
to ensure a good decision. Monitor evaluators make especially good
long-term planners and specialists have a key role to play at this stage.

People must be persuaded that an improvement is in prospect.
Champions of the plans and cheer leaders must be found. This is an
activity where resource investigators are in their element. However, to
appease disturbed groups, a team worker is required.

Plans need turning into procedures, methods and working practices to
become routines. Implementers are the people required here. These
routines, however, need people to make them work. Getting people to
fit the system is what coordinators are good at.

Too many assumptions are made that all will work out well in the end.
Good follow-through benefits from the attentions of completers.
Implementers, too, pull their weight in this area, for they pride
themselves on being efficient in anything they undertake.

Based on Belbin (1993, pp. 100-101).
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