Effective Team Working and Communication

Effective communication and teamwork will help a business maintain a positive work environment. Effective communication also permeates throughout all areas of business operations, because a positive workplace means happier employees are interacting with the public and with consumers.
Teams are a question of balance. By working individual is not well balanced but working together as team with individuals can be balanced.
Many of today’s businesses draw on organisational structure and have more team- based work. Team Working can give a team member a sense of identify, support and friendship.  Teams must be real, teams  need a compelling direction teams need a supportive organisation, teams need expert coaching.
When a team is selected, assembled and enabled, effectively and efficiently, the result will be the ones that the businesses expects and every goal will be  achievable. 

The teams needs to be effective. What makes them effective:
· Common Goals
· Leadership
· Appropriate member skills and role clarity
· Interaction and involvement of all members 
· Maintenance of individual self esteem
· Established ground rules
· Open Communication
· Well defined decision making processes
· Evaluation of Effectiveness
· Mutual Trust and support
· Respect for differences
· Constructive conflict resolution
As a team you will need to develop good relationship and build trust. I will say that Trust is one of most important part for building a effective Team. To build Trust you need to talk straight, to have respect, to create transparency to show loyalty, to deliver results, confront reality, clarify expectations, practice, listen first, get better and extend Trust.

To develop good relationship with your team work there are two sections, Within the team and Outside the Team
Within the team will need to:
· communicate often
· value each individual
· work hard
· Involve everyone
· Be loyal
· Be fair and consistent
· Manage conflict
· Be assertive
Outside the Team
· Recognise wider team role
· Co-operate with other internal team
· Promote good customers and supplier relationship
· Communicate regularly up, down and across
· Manage conflict
As we can see in the Both sections we have ‘ Manage Conflict ‘ which is most dangerous part of a team work because a conflict within the team workers can break the team into 2 groups or even more small groups and wont be called a Team Work anymore. That’s why we have to respect, trust and listen every member of team and find a solution together to reach our goal.


Benefits of an effective team  and Disadvantages of ineffective teams
The Benefits of an effective team will bring you only success and will create the best teamwork ever. 
1. Increased employee involvement
2. Improves quality – of product and service
3. Reduces conflict….or uses it constructively
4. Adapts better to change and is more flexible….can also initiate change
5. Motivating environment…can be contagious!
6. Reduces sickness and absenteeism
7. Reduces waste and, therefore, costs
8. Helps encourage creativity and healthy risk taking for the benefit of the organisation

Disadvantages of ineffective teams:

1. No sense of common purpose, goals are not always agreed. (most like a group)
2. People are cautious – hold back.  
3. It’s not much fun; the atmosphere is “heavy”.  Humour is at the expense of others.
4. People get more criticism than praise – even “punished”.
5. People are critical of themselves – most of all – even if this is not expressed directly.
6. New ideas meet resistance; people say what they don’t like.  
7. There are rivalries.  People behave competitively (usually not intended or at an awareness level).
8. Some say a lot more than others; some are extremely verbose; some say very little.
9. People do not really listen to each other – essentially they are waiting to “get in”.
10. It takes a long time to reach agreement or make decisions.  Decisions are unclear. There is little commitment to decisions and probably many will not be implemented, or decisions are imposed autocratically with little discussion.
11. There is a high degree of frustration and complaint, most of which is expressed outside formal meetings.


What’s the difference between a group and a team ?

A group is a collection of individuals who coordinate their individual efforts. On the other hand, at team is a group of people who share a common team purpose and a number of challenging goals. Members of the team are mutually committed to the goals and to each other. This mutual commitment also creates joint accountability which creates a strong bond and a strong motivation to perform.
Without purpose and goals you cannot build a team. The purpose must be worthwhile and create a sense of doing something important together. The goals must be challenging and specific so that each member can understand how they contribute to the success of the team.
A well-defined strategic plan outlining the purpose, values, goals and objectives of the team becomes the glue that binds the group together and helps transform them into a team. Participation in developing that plan helps to build understanding, consensus, and commitment. As a leader, you use the plan to set expectations for individuals and the team as a whole.
In 1965, a psychologist named Bruce Tuckman said that teams go through 5 stages of development. The stages start from the time that a group first meets until the project ends.  Each stage plays a vital part in building a high-functioning team.

1. Forming
2. Storming
3. Norming
4. Performing
5. Adjourning



1 Forming
· Team members meet for the first time
· Relationships have not yet formed
· People are “weighing” each other up
· People wonder what is expected of them and how to behave
· Communications will be formal and perhaps brief
· Introductions will be important
· Outgoing characters may dominate
· There is a need for some formal leadership 
· 
2 Storming
· Team members are vying for positions
· Conflict occurs whilst establishing roles and allocating responsibilities
· Team members may resist the task at an emotional level
· Competing ideas as to how to go about team task emerge
          3 Norming
· Co-operation develops
· The team’s “norms” are developed
· Conflicts are settled
· Views are exchanged

             4 Performing
·             Teamwork is achieved
· Roles are flexible and fully supported
· Solutions are found and implemented
· Excellence is achieved in standards of working
· External leadership is minimised as team self-manages 

5 Adjourning
· bittersweet sense of accomplishment 
· reluctance to say good-bye 
· Many personal relationships formed



Dr Tuckman created the model back in 1965 and a decade later added a fifth element, ADJOURNING, to describe the break up of a team after its project is completed. The model was part of a growing awareness, led by the organisational psychologists of the period, of the extent to which the success or otherwise of a business depends upon the relationships between its people. It resonates with Hersey and Blanchard’s well known Situational Leadership model. 

Dr Tuckman first published the FSNP model without any fanfare or presage of how celebrated it would become, in an article for the Psychological Bulletin entitled “Developmental sequence in small groups”. (63, 384-399). His work has gone on to develop many aspects of organisational psychology without much reference to this early model (he currently holds a professorship at The Ohio State University) yet the FSNP model has gained momentum on the strength of its own elegance and usefulness. 
The model describes how the team members first come together, welcoming, polite and not a little wary, how they descend into conflict while establishing their positions, how the boundaries are eventually and sometime tortuously established and, if all goes well, how the team reaches a place of stability where it can perform to the best of its combined abilities.


Also, a new research of Effective Team Working and Communication took place in the 1970 by Dr Meredith Belbin ( Father of the role Theory )

In the 1970s, Dr Meredith Belbin and his research team at Henley Management College set about observing teams, with a view to finding out where and how these differences come about. They wanted to control the dynamics of teams to discover if – and how – problems could be pre-empted and avoided. Over a period of nine years, international management teams were studied. Each participant completed a battery of psychometric tests, so that attributes such as personality and behaviour could be brought into play and their effects on the team could be accurately considered.

As the research progressed, the research revealed that the difference between success and failure for a team was not dependent on factors such as intellect, but more on behaviour. The research team began to identify separate clusters of behaviour, each of which formed distinct team contributions or “Team Roles”. 
Dr Belbin discovered eight different teams roles for a full effective team.
1. PLANT  (PL)

Plants are innovators and inventors and can be highly creative. They provide the source of original ideas to support innovation. Usually they prefer to operate by themselves at some distance from other members of the team, using their imagination and often working in an unorthodox way. They tend to be introverted and react strongly to criticism and praise. Their ideas may often be radical and may lack practical constraint. They are independent, and usually regarded as being clever as a result of their original and radical perspective. They don’t always manage to communicate in a compelling way and offer their ideas in a practical and relevant framework.

The main use of a PL is to challenge conventional and established ways of doing things and provide suggested solutions for solving complex problems. PLs are often needed in the initial stages of a project or when a project is failing to progress.

2. RESOURCE INVESTIGATORS ( RI )

Resource Investigators are usually enthusiastic extroverts. They are natural communicators with people both inside and outside the company. They are natural negotiators and are adept at exploring new opportunities and developing contacts. Although not a great source of original ideas, the RI is effective when it comes to picking up other people's ideas and promoting them. As the name suggests, they are adept at finding out what is available and from whom. They usually receive a warm reception from others because of their warm outgoing nature.
RIs are good at exploring and reporting back on ideas, developments or resources outside their immediate group. They are the natural people to set up external contacts and to carry out any subsequent negotiations.

3. CO – ORDINATOR ( CO )
The distinguishing feature of Co-ordinators is their propensity for helping others to work towards shared goals. Mature, trusting and confident, they delegate readily. In interpersonal relations they are quick to spot individual talents and to use them in pursuit of group objectives. While COs are not necessarily the cleverest or most senior member of a team, they are likely to have a broad outlook and perspective.
COs are well placed when put in charge of a team of people with diverse skills and personal characteristics. They perform better in dealing with colleagues of near or equal rank than in directing junior subordinates

4. SHARPER (SH)
Shapers are highly goal and oriented people with great drive and energy. They push themselves and others and tend to overcome obstacles by sheer determination. They tend to be highly assertive and have very directive management styles. Shapers also tend to be competitive and like to win. 
SHs are generally perceived as ideal managers because they generate action and thrive under pressure. They come into their own when quick and decisive action is called for to overcome threats and difficulties or when progress towards goals and objectives is unacceptably slow
5. MONITOR EVALUATORS ( ME)
Monitor Evaluators are serious-minded, prudent individuals with a built-in immunity for being over-enthusiastic. They are likely to be slow in making decisions preferring to carefully think things over. Usually they have a high critical thinking ability. They have a good capacity for shrewd judgements that take all factors into account.
 MEs are best suited to analysing problems and evaluating ideas and suggestions. They are very good at weighing up the pro's and con's of options. In a managerial position their ability to make high quality decisions consistently is likely to make them highly regarded.
6. IMPLEMENTER (IMPS)
Implementers are characterised by their practical approach and possess higher than normal levels of self-control and discipline. They are prepared to work hard to ensure things are done as prescribed in a systematic way. They are likely to be regarded as someone who will not seek personal agendas and self-interest.
IMPS are valuable in an organisation because of their reliability and capacity for application. They succeed because they are efficient and because they have a sense of what is feasible and relevant. While many people might stray favouring the tasks they like to do and neglect things they find not to be to their liking an IMP is more likely to do what needs to be done in a systematic and relentless way
7.TEAMWORKER ( TW)
 Team workers possess a mild and sociable disposition and are generally supportive and concerned about others. They have a great capacity for flexibility and adapting to different situations and people. The TW may be legitimately compared to the lubricating oil in a car engine. We don’t always appreciate how important it is until it isn’t there. Because of their ability to be able to resolve interpersonal problems TW’s come into their own when situations are tense and people feel uncared for and not appreciated. They can rise to senior positions because they have few enemies and the fact that they are ready to listen to the views and suggestions of others.
8 COMPLETER FINISHER ( CF)
Completer Finishers have a great capacity for the attention to detail. They constantly strive for perfection and correct errors. CFs are quite introvert and require less external stimulus than most people.
 The Completer Finisher is invaluable where tasks demand close concentration and a high degree of accuracy. The standards they set make them well suited to situations where precision and high standards are essential. CFs will also demand the same high standards from people around them and therefore create their own micro culture where the only standard acceptable is perfection.

Both Theories are quite the same but Belbin research is much more accurate than Tuckman’s. As a end to this report I rather use Belbin into a business than Tuckman’s. I’m not saying that Tuckman’s is not that great but I will use it in different circumstances.
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