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[bookmark: _Toc97418683]ABSTRACT

Teams have an important role in all our lives, teams are everywhere like sports, business, healthcare, art, politics and committees.  This report will cover the development of effective teams, the types of roles needed, the impact effective teamwork can have on success and the barrier to effective teamworking in the scenario.

[bookmark: _Toc97418684]INTRODUCTION

Today's business climate emphasizes the importance of team building as organizations strive to improve productivity, profitability, and service quality via team-based structures.  It is commonly assumed that teams produce teamwork, but this is not the case. Just because a group of people are designated as a team does not mean they will work together effectively, as anyone following team sports knows. The process of team building involves many activities, which are presented to organizations for the purpose of improving their performance. Team building is one of the most vital factors in any environment, as it focuses on developing and nurturing self-development, effective communication, leadership skills, and the ability to collaborate on solving problems as a team.  When work is shared in such a way that each member of the team can utilize their strengths and not have to work around areas where skills may be deficient, there is a great deal of efficiency gained through teamwork.

[bookmark: _Toc97418685]DEVELOPING A TEAM USING THE TUCKMAN MODEL

A team is a group of people working towards a common goal. Team Building involves the process of enabling the group of people to reach their goals. It consists of steps like clarification of team goals; identification of hindrances to goal achievements; facing the identified challenges and enabling the achievement of the goals (Fapohunda 2013).  Abdul can develop an effective team by stating the team goal from the start with clearly highlighting the importance of teamwork to achieve targets and deadlines set, communication channels and supportive team members.  Providing an environment that promotes input from all team members even when controversial or argumentative. Teamwork is fostered by respecting, encouraging, enthusing and caring for people, rather than exploiting or dictating to them (Fapohunda 2013).


Tuckman’s Model of small group development should be used starting with the Forming stage, during this phase, boundaries are established, interpersonal parameters are defined, ground rules are outlined, and relationships are established with leaders and other group members. Team members begin to identify the parameters of the assigned task and how the group experience will be used to complete it (NATVIG and STARK 2016).

The second stage is Storming, conflict, chaos, and confrontation frequently occur. Members may be uncomfortable in their roles and resist being productive. Individual and group productivity is limited due to resentment toward team members and leaders, lack of understanding of the purpose of the group, and overall resistance to change (NATVIG and STARK 2016).

[bookmark: _Hlk97145853]The third stage is Norming is when norms are established and members begin to see each other as a team.  Openness and desire for harmony reduce conflict that was experienced in the storming stage. Group members begin sharing ideas and opinions and have the opportunity to respond to one another about the assigned task (NATVIG and STARK 2016).  In this stage the group become more combined.

The fourth stage if Performing stage Members understand and perform their roles effectively and the group becomes a mechanism for problem solving (NATVIG and STARK 2016).  Now the attention is on completing the task.

The publication for Tuckman’s original model was updated in 1977 by Tuckman and Jenson to include the adjourning stage for teams that will separate when their task was complete.  During the adjourning stage, the group performs a self-evaluation and analysis and reviews the outcomes of the project (NATVIG and STARK 2016).  Team member may also wish to say farewell to colleagues they have worked with on a project for years.

[bookmark: _Toc97418686]THE TYPES OF ROLES NEEDED TO CREATE AN EFFECTIVE TEAM

The assignment of roles is relatively easy when the tasks are predictable. However, as work becomes more complex, the abilities required of an individual will increase as well. In the UK, organisations and management consultancies utilize Belbin's Team Role Theory extensively in the context of counselling and team development.  Belbin’s nine team roles are: 

COORDINATOR: elucidates objectives and puts forward priorities; keeps to the protocol; encourages to get involved, unlocks personal qualities by posing questions; recapitulates the decision; coordinates and controls the activities; is a trusted chairperson with an innate ability to lead discussions (Water 2008).

SHAPER: is passionate to achieve results; challenges and argues; has drive and courage to overcome obstacles; thrives on pressure; is impatient, has a low frustration threshold and is sensitive to being belittled; is keen on winning the game; is an enterprising careerist; sees to it that things get done (Water 2008).

PLANT: is always in search of something new and different; puts forward an endless stream of original, out-of-the-box ideas; is unorthodox; shows creativity, imagination and innovation; is a perpetual source of inspiration (Water 2008).

RESOURCE INVESTIGATOR: has an inquisitive mind; is always on the look out for new possibilities; explores the environment by identifying ideas, information and resources; enjoys developing numerous contacts; is candid, enthusiastic, extravert, energetic; is more of a discoverer than an inventor (Water 2008).

MONITOR EVALUATOR: wants to grasp matters and thoroughly understand them; analyses ideas and proposals; processes and orders a lot of relevant information; evaluates feasibility; points out in a constructive manner weaknesses of proposals being considered; inclines to put a damper on enthusiasm; decides after much deliberation (Water 2008).

IMPLEMENTER: converts plans into practical workable activities; likes order, structure and routine; might sometimes lack flexibility; entails a down-to-earth outlook coupled with perseverance; works disciplined and efficient; is a born organise (Water 2008)

SPECIALIST: is skilled in a specialist job, will provide detailed insight on their specialist subject, is also dedicated and self motivated.

COMPLETER/FINISHER: shows great concern towards people and the business; focuses on details and is quality-oriented; ensures that standards are achieved; maintains sense of urgency and is punctual; searches very precisely for mistakes (Water 2008).

TEAM-WORKER: stimulates, relieves and embellishes the work climate; strives for harmony and unity; averts frictions; is loyal to the team and supportive to colleagues; is sensitive and of a socially observant nature; holds the team together (Water 2008).

Some teams, however, may not possess enough task-specific knowledge to identify and fix their task-work problems, and this should limit the impact of the strategy on performance effectiveness (Smith-Jentsch, 2008).
[bookmark: _Toc97418687]WHAT TYPE OF IMPACT CAN EFFECTIVE TEAMWORKING HAVE ON TEAM SUCCESS.

The emphasis is placed on individuals contributing to the effective, positive perpetuation of the business through the development of professional and work related skills; the team culture of business today places additional emphasis on the ability to work effectively within a team environment (Tarricone 2002).

The types of impacts effective on team success are:
Increased Speed: having that gelled will allow the team to move in harmony increasing the speed of production.
Customer Focused: team member has their goal firmly insight allowing them to focus on the customers requirements.
Better Motivated: with improved morale team member are more inspired to produce good work giving better standards of work produced.
More Creative: team members are very comfortable with each other and are able to share and express more unusual ideas.
Able to Handle Complexity: with a more cohesive approach the team will have the necessary skills to deal with complex issues.
[bookmark: _Toc97418688]Successful Project Completion: teams formed to complete a specific task complete with huge success meeting targets and deadlines.

Anyone who is part of a large organisation is in a large team, according to Lawford 2003 within that team are departmental or divisional teams, and within those teams are people grouped around specific tasks. There are also interdepartmental teams and teams extending outside the company to include stakeholders.  Team briefings and debriefings, or after-event reviews, are commonly used as a means of team building (Smith-Jentsch, 2008).

WHAT ARE THE BARRIERS TO EFFECTIVE TEAMWORKING IDENTIFIED IN THIS SCENARIO.

It has been shown by many studies that effective teamwork doesn't happen by itself. If the team is to be more than just a collection of individuals grouped around a common task, then a conscious and concerted effort to develop and nurture the team is needed (Lawford 2003). It is therefore required that for the whole team to understand that the importance of working on their shared goal as a team. Teamwork is a product of teams whose members have achieved a certain level of integration of values, purpose, attitudes, and action both within and among themselves (Lawford 2003).

Barriers to effective teamwork in the scenario are:
No understanding of their team roles: some team members are not playing their part not supporting colleagues, not turning up to meetings without giving notice so another team member may have attended.
Lack of communication: team members failed to communicate any problems they were having and Abdul should have emphasised the importance of the team goal and the fact that they were a team and encourage more time to get to know each other and breakdown the clicks that may form.
Poor leadership: Adbul should have well established the team role with the members, checking in on them more often as more support was required, he also may not have made himself as available as he should have so team members could express concerns
Covid restrictions: would have had a huge impact, they would have met face to face on many occasions instead of only using platforms like teams, also with sickness and isolation times.

Leadership involves not only task coordination and planning, but development of the team, motivation and establishing a positive atmosphere (Weller, Boyd, M. Cumin, 2014) and Abdul failed to do this he really should have given more attention to the newly formed team especially with the covid restrictions.  Mutual performance monitoring requires sufficient understanding of the environment to enable monitoring of other team members to allow identification of lapses or task overload, while backup behaviour requires sufficient understanding of others’ tasks to enable supportive actions to be taken by team members, such as redistribution of workload or support (Weller, Boyd, M. Cumin, 2014).
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Teams are an important part of organisations and businesses around the world, it is also important for a suitable model to be used in their various stages of the team building process.  It is now clear that there is a need for a total system that includes a supportive management style, performance management process, reward systems, and a team - based culture (Parker 2008).  Greater attention should be given to teams that are newly formed allowing for problems to be identified early.  The big payoff for the investment in making teams work, however, comes when the team moves past merely functioning together successfully and begins to attain the level of collaboration that produces synergy (Lawford 2003).
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