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[bookmark: _Toc107931565][bookmark: _Hlk107931639]Executive Summary:
This study aimed to provide key strategies to the management of Pelsall Hall Care Home to ensure effectiveness in the team-building. Based on the discussion, it has been concluded that the management can employ either one or all strategies/theories for developing an effective team. Indeed, some barriers exist in this regard; however, they can be overcome through implementation of specific roles for each team member. In this way, the effectiveness and cohesiveness of the team can be ensured, which is ultimately crucial for organisational performance.
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[bookmark: _Toc107931566]Introduction: 
Building an effective team is key for organisational performance. In this regard, this study is aimed at providing solutions to Steve Brookes, who has been recently employed as a manager in Pelsall Hall Care Home. Based on the mentioned case study, this study will employ strategies for the management at Pelsall Hall Care Home through which they can develop an effective team. Likewise, this study will also analyse the impacts of an effective team that it can have in a health and social care setting, followed by discussing a few barriers to effective teamwork. In the final segment, some of the major roles in creating an effective and cohesive team will also be discussed. 

[bookmark: _Toc107931567]Discussion:
[bookmark: _Toc107931568]Developing an Effective Team:
Developing an effective team is always a work in progress to improve teams as they evolve. The team's current members can depart, and new ones can join. There has been a lot of research done to determine the various stages that team members go through as they grow together. When it comes to team building, there are many theories out there.
The management at Pelsall Hall Care Home can employ one or some of these theories to build an effective team.
[bookmark: _Toc107931569]Tuckman's Development Model:
In 1965, Bruce Tuckman invented the now-iconic phrase "forming, storming, norming, and performing (Jones, 2019). It is necessary for the team to go through each of these stages in order to plan work, develop, face challenges, find solutions, solve problems, and deliver results in accordance with the "Forming, Storming, Norming, Performing" paradigm. Many more models have been built on top of this one in the past. He, in this regard, used this paradigm to describe the path taken by the majority of teams in order to achieve high-performance levels (Largent, 2016). After that, the concept of "adjourning," the fifth step, was created (See figure 1).
[image: ]
Figure 1 (Source: Bonebright, 2010)
Forming: If a team wants to move up the corporate ladder, effective communication is critical at every step along the way. While everyone is getting to know each other and trying to make a good first impression, it is wise to develop a Team Charter or set of agreed-upon standards (Bonebright, 2010). It is also a great method to learn about the co-workers' skills and weaknesses through team-building activities. During this stage of orientation, both on a personal and a professional level, preliminary boundaries, and expectations are set.
Storming: Conflict is most likely in the storming stage. When people learn more about one other's motives, prior assumptions and limits are often questioned. Each member of the team contributes ideas that may or may not be the project's focus during brainstorming. During the brainstorming stage, each team member seeks to determine their role in the project. Irreconcilable differences must be harnessed in order to go forward (Natvig and Stark, 2016).
Norming: As long as issues are resolved peacefully, and team members show an openness to change, the project's norming phase should go smoothly. Individuals can work independently at this level, but they should occasionally check in with their co-workers to ensure that the workflow is smooth and successful. It is important to have a strong sense of team cohesion at this time, even if Gantt Charts are handy. Members of a group who do not understand their responsibilities, the team's goals, or both may need to be taken back to the forming or storming stages (Bonebright, 2010).
Performing: First-time teams are more likely to fail than teams who have worked together on several projects, built a strong synergy, and implemented techniques that improve project efficiency. Teams that are functioning efficiently can devote more time to the tasks at hand because of the time saved during the first stages of formation, storming, and learning to the norm. These partnerships often feel a tinge of sadness when they have to part ways (Super, 2020).
[image: Forming: 4 arrows pointing to the centre. Storming, 4 arrows going in various random directions. Norming: 4 arrows going in almost the same direction. Performing: 4 arrows perfectly aligned. Adjourning: 4 arrows pointing outward from the centre in the 4 cardinal directions.]
[bookmark: _Toc107931570]Kormanski & Mozenter Stages of Team Development:
According to Kormanski and Mozenter, the following stages of team growth were derived from a combination of diverse ideas (Kormanski, 2011). These phases are sequential (one stage is followed by another one). Each level has a job to do and a relationship to achieve. Kormanski and Mozenter have identified the following stages of team development: Awareness, Conflict, Cooperation, Productivity, and Separation.
[bookmark: _Toc107931571]Awareness: Individuals begin to get to know one other at this point. They are more committed to the team's goals because they are aware of them. The members get to know each other and agree to work together toward a common objective (Muyoti and Opio, 2017).
[bookmark: _Toc107931572]Conflict: The team's members are aware of the team's goals and have agreed to work together thus far, but this is just the beginning. In the second step, kids search for information and begin to ask questions. There are a variety of reasons behind this. It is also a great way for them to get to know each other and work out any conflicts they may have in the process (Kormanski, 2007).
[bookmark: _Toc107931573]Cooperation: Taking ownership of and actively participating in the team's goals is the third step in the process. They are able to assist one another now that their feelings have been settled.
[bookmark: _Toc107931574]Productivity: At this phase in the process, the team members who achieved the outcomes or goals feel proud of their achievements.
[bookmark: _Toc107931575]Separation: If a task-specific team achieves its objectives or completes its allocated time frame successfully, it may elect to disband. Because of the excellent standard of their work, the members of the team enjoy working together. End of a project, or at least the team as a whole (Kormanski, 2011).
Each level of the model's task and relationship results are listed in the following table:
[image: ]
Figure 2 (Source: Kormanski, 2011)
[bookmark: _Toc107931576]DISC Model
This model can be used to predict four different types of behaviour: dominance, induction/inspiring/influence, submissiveness/steadiness/supportive, and conscientiousness/compliance. Dr. William Moulton Marston developed these four personality traits in 1928 (Rohm, 2013). Since these four features have been renamed by others over time, it is possible to come across different words in various situations. 

[image: ]
Figure 3 (Source: Rohm, 2013)
DISC tests are frequently used in professional settings by several industries. Being aware of the personalities of the teammates might be helpful in resolving problems. Individual traits can be summarised as follows:
[bookmark: _Toc107931577]Dominance
Characteristics: Solver, risk-taker, and egocentric, they thrive on new challenges as well as the freedom from the routine that comes with them, which drives them to overcome any barriers that stand in their way (Rohm, 2013).
Strengths: They are innovative time managers and organisers, coupled with the ability to challenge the status quo. 
Weaknesses: Overly ambitious, combative, and disdainful of authority are all possible characteristics of this style.
[bookmark: _Toc107931578]Influence/Inspiring
Characteristics: emotional, enthusiastic, optimistic, persuasive, trusting, impulsive, and charismatic.
Strengths: a real "people person"; great cheer-leader, creative problem solver; and peace-maker; and negotiator,
Weaknesses: Instead of focusing on actual results, it emphasises popularity at the expense of quality.
[bookmark: _Toc107931579]Steadiness/Supportive
Characteristics: friendly, predictable, easy-going, team player, good listener, empathetic, altruistic, and reliable.
Strengths: willing to compromise; Dependable and loyal; good at conflict resolution; has patience and empathy; respects authority;
Weaknesses: sensitive to criticism; difficulty prioritising resistance to change.
[bookmark: _Toc107931580]Cautious/Conscientious/Compliant
Characteristics: It adheres to a strict code of ethics, is meticulous and methodical, and shows reverence for those in positions of authority due to its emphasis on precision and correctness (Rohm, 2013).
Strengths: They are excellent information gatherers and researchers, with the ability to clearly and exactly characterise circumstances and to provide a realistic point of view.
Weaknesses: As a result, it can get caught down in the minutiae, requires definite limits, protocols, and methods, and has a hard time taking criticism. It might be a little too timid.
[bookmark: _Toc107931581]GRIP Model
A model established by Richard Beckhard in 1972, the GRIP model, summarises four interrelated components of highly efficient cooperation (Jones and Recardo, 2013).
Goals: Everyone on the team and in the organisation must have a clear understanding of and commitment to the team's and organisation's goals (Fleming, 2014). To build trust, create, progress, and accomplish the desired result, everyone's goals must be synchronised.
Roles: Everyone on the team should be clear about their responsibilities, what is expected of them, and how they will be held responsible and accountable.
Interpersonal: In order to deal with disagreement and move forward, effective communication and collaboration necessitate and promote trust among team members.
Processes: It establishes a system for making choices, resolving disagreements, and solving problems; also, it lays out the project's processes and workflow (Jones and Recardo, 2013).
[image: ]
Figure 4 (Jones and Recardo, 2013)

[bookmark: _Toc107931582]The Impact of an effective working team:
Team members that are driven to work together, perform better as a team, and have greater satisfaction with their work as a result of their improved sense of purpose are in an effective team (Zuofa and Ochieng, 2017). Many scientific definitions of team effectiveness are available to researchers. This is a broad concept that can be interpreted in a variety of ways, as each of them tries to make clear.
Some of the main characteristics that can be used to determine an effective team are the final outputs created by a group, the repercussions of group success for each team member, and the increased capacity to carry out duties effectively in the future.
Creating and maintaining a high-performing team in today's workplace is extremely difficult. In order for a team to be successful, it must have a well-balanced relationship between its members. Employee morale and productivity, as well as their overall health and happiness, are positively impacted by a healthy work environment (Jackson et al., 2014).

[bookmark: _Toc107931583]Barriers to Team Building:
Lencioni model or the five-behaviour model identifies both barriers and solutions to team building. Below mentioned five behaviours are barriers to the effectiveness of team building. However, working on these behaviours is the ultimate solution to these barriers as well. 
[bookmark: _Toc107931584]Lencioni Model (the five-behaviour model)
A 2005 book by Lencioni titled The Five Dysfunctions of a Team provides a list of the most common problems that impede the effectiveness of team building (Lencioni, 2014). They are following
Lack of trust:  When people do not have confidence in their co-workers, they are less likely to take risks or seek help. It is tough to work together as a group when people do not trust one another (Kellerman, 2012).
Fear of conflict:  Conflict avoidance might result in a false "peace" at the expense of creativity and growth. Effectively handling conflict is a common element of teamwork and may be extremely beneficial.
Lack of commitment:  The project's success is jeopardised when members of the team fail to show dedication to the task at hand, fail to carry out their obligations or fail to meet deadlines.
Avoidance of accountability: When there is no accountability in a team or an organisation, the effectiveness of team building ultimately gets affected. 
Inattention to results:  It is the mission of a team to achieve its objectives. Everyone on a well-oiled team is focused on achieving the group's goal. As a group, everyone's efforts are appreciated because the group's goal is more important than any one person's personal goal (Model, 2016).
[image: ]
Figure 5 (Source: Lencioni, 2014)
In Lencioni's view, organisations should start at the bottom and work their way up the pyramid. Building trust is the first step in resolving conflict, establishing accountability, gaining commitment, and focusing on outcomes (Kellerman, 2012).

[bookmark: _Toc107931585]Types of roles needed for building an effective and Cohesive Team:
Direct and frequent in-person interactions between people in diverse positions might help alleviate worries about a lack of trust and respect. The management at Pelsall Hall Care Home should ensure the following roles for building an effective and cohesive team.
[bookmark: _Toc107931586]Role of a leader:  It is imperative that the heads of various divisions get together on a regular basis. To attain the following objectives, leaders from other departments should routinely connect in this manner: Leadership should be aware of the value they bring to their teams, as well as their ability to communicate effectively with those in charge of other departments (Dubrin, 2020). Building trust and respect with their peers and then exchanging information about the issues they face would help them understand each other better. Additionally, this involves working together to achieve their organisation's objectives and aligning their ambitions with those of the company.
[bookmark: _Toc107931587]Across project teams: Aside from leadership advice, teams should be able to create interpersonal touch among themselves by scheduling regular meetings amongst teams working on different projects. Cross-team collaboration and the relevance of cross-pollination of ideas from other teams should be well understood by these individuals. There is no need for them to start from scratch.
[bookmark: _Toc107931588]For multidisciplinary product teams: If they want to have a successful and productive team, they must be able to communicate effectively with colleagues from other departments, as mentioned in the preceding section's recommendations for leaders. Additionally, they must work closely together, perhaps even in pairs. Regardless of who came up with the idea, it should be implemented. Distributing decision-making power across key team members ensures that the individual who is best qualified to make a given a choice is the person who finally makes it (Nancarrow et al., 2013).

[bookmark: _Toc107931589]Conclusion:
Based on the above study, it has been concluded that the Management at Pelsall Hall Care Home should ensure that they are actively employing the aforesaid strategies and roles in order to have effectiveness in the team. All concerning issues could be addressed through the aforementioned theories and strategies. Likewise, effective team working is key to the success of organisational performance. Therefore, the management should work on these areas thoroughly. 
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