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How to Create a High-Performing Team

Creating a high-performing team is important to achieving goals and reaching high productivity in a work environment. Building such a team can be broken into four fundamental steps.
1. Establishing a common goal.
2. Selecting the right team.
3. Setting boundaries for a safe working environment.
4. Assigning roles that align with each member’s skills.
Each of these steps is vital to forming a cohesive unit that can face challenges and achieve collective success.
Establishing a Common Goal
The foundation of a successful team is a clear, shared objective. A common goal provides direction and purpose, aligning individual efforts toward a unified end. This goal should be well-defined. Getting team members to participate in the goal-setting process will increase their involvement and commitment to the project.
To effectively establish a common goal, team leaders should engage in collaborative discussions with all team members. This ensures that different perspectives are considered and that everyone feels heard. Brainstorming sessions can help this step, allowing the team to have their say and express their ideas and aspirations. Once a goal is defined, it’s essential to communicate regularly and revisit it throughout the project. 
In the “7 Habits of Highly Effective People” Stephen R. Covey (1989) emphasizes the significance of “beginning with the end in mind” as a fundamental principle of effective leadership and personal effectiveness. This habit encourages individuals and teams to envision their desired outcomes and work backward to establish the necessary steps to achieve those results.
Selecting the Right Team Members
The composition of the team plays an equally critical role in its performance. Selecting the right team members involves identifying individuals who possess the necessary skills and knowledge and a mindset that thrives on collaborating. Diversity in skills, backgrounds, and perspectives encourages creative problem-solving and innovation, which are essential for high performance.
When putting a team together, we need to consider the specific requirements of the project or objective at hand. Conducting a skills inventory helps identify gaps and enable the selection of members who complement one another effectively. We should also consider soft skills such as communication, adaptability, and emotional intelligence. Individuals with strong interpersonal skills contribute to a positive team dynamic and can help navigate conflicts.
Shackleton’s Leadership theory approach demonstrates that effective leaders prioritize the well-being of their team members, fostering a sense of trust and loyalty. He selected his crew based on their technical skills and character, ensuring that they would work harmoniously even in the face of significant challenges.
In Patrick Lencioni’s book, “The Five Dysfunctions of a Team” (2002). Lencioni emphasises the importance of trust and the right dynamics within a team, stating, “The best teams are made up of people who are not only competent but also complementary in their skills and personal styles.” This underlines the importance for leaders to select team members who can work cohesively while bringing diverse skills to the table.
Setting Boundaries for a Safe Environment
Creating a safe working environment is extremely important for any high-performing team. We need to provide not only physical safety but psychological safety as well. Team members must feel secure to be able to express their ideas, taking risks, as well as making mistakes without fearing negative repercussions.
To create this kind of environment, it is a must to establish clear boundaries and expectations regarding behaviour. Ground rules for communication, respectful listening, for example, and constructive feedback.
It is the responsibility of team leaders to set up the rules for this behaviour, setting the tone for how team members interact with one another.
Herzberg’s Motivation Theory, which distinguishes between hygiene factors and motivators, can be particularly relevant in this context. Hygiene factors, such as workplace safety and clear communication, are essential to prevent dissatisfaction. When these factors are established, team members are more likely to feel valued and secure, creating a foundation for higher motivation. Motivators, on the other hand, such as recognition and responsibility, thrive in a safe environment. When team members feel safe to express themselves and take risks, they are more inclined to seek out challenges and contribute innovative ideas.
“Dare to Lead” by Brené Brown (2018). In this book, Brown emphasizes the importance of creating a culture of safety and trust within teams. She states, “Trust is only as good as the boundaries we create around it. Your people need to know what is expected of them and what they can expect from you.” 
Assigning Roles Based on Skills
Finally, each team member should have a clearly defined role that aligns with their individual skills and personality. This not only helps in optimizing performance but also provides clarity regarding responsibilities, reducing the chances of overlapping duties.
When assigning roles, we should consider conducting assessments of each member’s strengths and weaknesses as well as areas for development. To achieve this, we can use tools such as personality assessments, which can reveal how individuals prefer to work and contribute to the team. By integrating Belbin’s team roles into this assessment, leaders can effectively match roles with team members who serve as Shapers, who drive tasks forward, or Completer-Finishers, who ensure that details are meticulously handled.
StrengthsFinder 2.0 by Tom Rath (2007). In his book, Rath emphasises the importance of focusing on individuals’ strengths rather than trying to fix weaknesses. He explains, “People who use their strengths every day are six times more likely to be engaged on the job.”
Additionally, “The Five Dysfunctions of a Team” by Patrick Lencioni notes that clarity in roles and responsibilities is crucial for building trust among team members. Lencioni suggests that when team members understand their specific roles and how they contribute to the overall goal, it fosters accountability and collaboration.
Conclusion
Together, these steps create an environment in which all team members can thrive, work collaboratively, and contribute their best to the team’s success.
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