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Case Study – Trinity Social Care Home Birmingham
Introduction
This paper is directed towards finding out and give solutions to the problems that arose in Trinity Social Care Home concerning the effective team work. The case study provides us with precise reasons as to how such a problem arose, and the main reason outlined in the given case was diversity. In this report, the reader will get an idea of the following:
· How management at Trinity Social Care Home can develop an effective team?
· How effective team work impact health and social care setting?
· What are the different barriers to creating an effective team work concerning Trinity Social Care Home?
· How could management create cohesive and effective team, and what roles are required to be played by different stakeholders in this regard? 
This case study will also suggest the management of Trinity Social Care Home as to what theories and models they can use for building and effective team. Understanding these models helps you figure out which to adopt for your own team. Learning more about these team effectiveness models also sheds light onto what's working in your own group, and steps you can take to improve. Choosing a model to pursue comes down to the specific qualities that you have a desire to foster in your organization. The management can start with Bruce Tuckman Model of Team Effectiveness. 
Overview of Team Working
A team is a smaller unit than an organization designed to do a task. Organizations use teams to help break up their larger tasks into manageable pieces. Together, these pieces are used to achieve goals—the more people in the group, the fewer layers of communication between members (Maslin-Prothero and Bennion, 2010). If each team member does the job assigned, understands his place and coordinates and gels well with other team members, the team becomes effective (Maslin-Prothero and Bennion, 2010). In simple words, an effective team is made of people you're comfortable working with and a team leader whose judgement you trust. Without these two things, the team is destined to become dysfunctional fast.
To be effective, members of a team need clear, measurable goals that guide decision-making. Teamwork and collaboration are necessary, too. Ideally, every member should communicate openly and swiftly with the other members of the group (Borrill et al., 2000). It's important to empower each member to feel confident enough to offer suggestions or ideas when faced with challenges. When these principles are applied, an effective team can do great things.
The key ingredient in great teams is trust:
· Trust that any group member will not take advantage of others when time and work resources are tight.
· Trust that everyone will share all information without regard for its value or level of detail.
· Trust that each person's point-of-view has been considered and reflected upon before giving it final approval.
· There has to be some way to do conflict resolution that is fair to all concerned.
· There must be a way for everyone to touch base from time to time WITHOUT having it degenerate into meetings. Failure to keep that in mind affects people's productivity negatively.
· People who are members of the team should be able to ask questions about a problem that they have run into without being put down for doing so.
· Depending on how large the team is, if two or more people run into a problem that an individual is having trouble solving there must be a willingness by and in the team to join together to solve that problem.
Trust together with good management produces very productive employees who care about their teammates.
Model for Team Development
Of the best models used for team building, the management of Trinity Social Care Home can put Tuckman model in place in order to building an effective team. Every team is expected to go through the stages of forming, storming, norming, performing and adjourning. The leadership could watch teams go through these stages many times and began to understand the impact of these stages on the ability of a team to do its job of process performance improvement (Kur, 1996).
There are a couple of stages in the teambuilding process:
Formation and development of team skills
Formation and development of team skills which serve as the basis for the management and implementation system of a team. Following are the skills that are included:
· Personal goals are harmonized with overall goals.
· Individuals take responsibility for the overall results of the team.
· Situational leadership coupled with the flexibility in the change of leadership style and execution of the team tasks.
· Self-management is constructive
Formation of team spirit
A set of psychological phenomena, characterizing unceremonious relations of employees with their contemporaries and the organization. Team spirit development is a combination of the following:
· Strong cohesion between the team members
· Creating a “We” sense amongst the team instead of “I” sense
· Reasonable level of trust between the members that compels the team members to think beyond their color, race, origin, etc. In short, diversity must not affect trust level between the team members in a negative manner.
A perfect team is a team where everyone understands each other's strengths and weaknesses. They bring out the best from each other, take risks, and know that the team will support them.
How to build a perfect team? Now that’s a little more complicated as what constitutes a perfect team for one organization is not necessarily a perfect team in the next. Teams are highly culture related.
It all starts with people
Finding the right people that fit the team and wider company culture is crucial. This means a hiring process that takes into account team aspects and cultural fit is a must. Too often, hiring interviews lack structure and turn into free-flowing conversations where little to no new information is discovered(Kur, 1996). To combat that problem, use a structured interview approach.
Structured interviewing bring structure and clarity to the process by asking the same set of questions. It provides a framework for interviewers to probe the candidate's past experiences and level of skills (Rickards and Moger, 2000). When all candidates are asked similar questions and evaluated based on the answers, you'll have a system in place that minimizes bias and promotes fair candidate comparison and selection. To get the most from your hiring interviews, use behavioral interviewing techniques. Specifically the STAR model of interviewing. STAR stands for Situation, Task, Action, Results, and it helps candidates by encouraging them to answer with a short story about past behavior:
Situation: Prevalent situation of the candidate
Task: Task that was assigned to the particular candidate/member.
Action: Actions that were taken by the candidate/member in order to accomplish the assigned task.
Results: Outcomes of the overall actions of the candidate/member.
Example: "Give an example of a time when you competed for resources at work. How did you make your case? Were you successful?"
Roles Required for a Perfect Team
Hire based on values, not skills
The first fundamental difference between a team and just a group of people is purpose – teams need to have a common goal they all want to achieve. But how can you agree on a common goal if you value different things in life? Take the time to understand what really motivates your team and only hire people whose core values match with your team members (Munby, 2008). Forcing someone to act against their intrinsic values will result in conflict that you cannot solve, so make sure to get this one right.
Build trust
An important characteristic of a great team is that team members can criticize each other's work openly. If team members feel they can trust each other and the team leader, they should have no problems with giving or accepting honest feedback (Munby, 2008). If this does not happen, you are doing it wrong (criticizing the person, not the task) or you have failed to build a secure environment for the team.
Respect personal preferences
Our personality largely determines how we like to work and interact with others. And personality is something we cannot change. This, of course, does not mean we should categorize people and set artificial boundaries – for example, introverts can easily be the life of the party and shine on stage, but they normally just don't want to (Flint et al., 2011). Some people need more space and quiet, others need social interaction to be energized. Some are intrinsically driven and organized, others need some external pressure to get things done. Respect that and build an environment where everyone can achieve their best.
Embrace diversity (in most aspects)
If you are all the same age, went to the same school, and hang out with the same people, your view of things is probably quite limited. Diversity in age, gender, ethnicity, experience, and education are priceless to build an open and collaborative culture.
Discussion
Advantages of Effective Team working
Building an effective team isn’t necessarily about its size or your teammates’ levels of extroversion. In fact, empowering your team to grow and consistently deliver great work involves a lot of genuine introspection and collaboration (Higgs, 1996).
Here are a couple qualities that all effective teams aspire to:
Develop a Clear Purpose
This might seem like a no-brainer, but it can be much harder than it sounds to create a unifying vision that inspires your team.
It’s not enough to just set a broad goal and expect your team members to read your mind and make it happen. You need to formulate the steps that will be taken along the way to turn your goals into reality (Jackson et al., 2006). This means taking a hard look at your teammates’ skill sets and investing them in places where they will be able to best contribute. This will likely improve your team members’ sense of purpose in addition to boosting your company’s growth, so it’s a great strategy all around
Communication
Communication is not always a verbal process. The actions you take to support your team members and produce good results can speak volumes about your communication (Higgs, 1996). Make an effort to develop open communication throughout your team that is both constructive and honest. Your teammates will thank you for it
Teams don’t work at their best without teamwork. Teamwork is essential for the success of businesses. Teams with a strong sense of teamwork contribute to organizational success and growth and ensure high performance and productivity levels (Jackson et al., 2006). To have a lifelong and meaningful career, one needs to work well with the teams, which is why teamwork is so essential. Following are the reasons why effective teamwork is important:
· New ideas are shaped
· Effective teamwork helps in solving problems
· It not only builds the morale but also prove to be supportive for the team members.
Forming a high-performing team requires endurance. With the right blend of expertise and talent, the outcomes of teamwork will be worth the effort. Diversity brings in new ideas with a different way of approaching issues. Cultural diversity only works if management allows and encourages employees to think outside the box, rather than being a rubber stamp (Higgs, 1996). Cultural diversity welcomes freshness and open minded philosophies. With fresh new thoughts and ideas, the sky is the limit. The main advantage to cultural diversity is teaching people learn about other cultures and finding out that while we may speak a different language, or have a different religion, or skin color, people are basically the same, and they all want to be healthy, happy, and productive.
Consequences of Ineffective Teamwork
There are diverse ways to working in a team or working as team. However, it has never been fruitful to declare a team randomly i.e. sans any analysis of the situation at hand. This would prove to be time-consuming, ponderous, and frustrating for nearly every member of the declared team. A great many jobs are far better and faster done by just one or two people (Rickards and Moger, 2000). You can’t have a ‘team’ repair an auto engine for instance, though you can have a group help the expert to do it as long as they don’t believe part of their roles include deciding what and when to do the steps involved, which will almost certainly entail differences of opinion. Ineffective teamwork may lead to the following:
· It has been observed that ineffective team or poor teamwork would create hindrance when it comes to solving a particular problem.
· There is a certain pressure on the poor teamwork when it comes to maintaining the required performance standard.
· Conflicts – due to diversity –   in an ineffective team lead to poor teamwork, and it diminishes the overall moral of not only the team but also the individuals.
· Social loading also arises due to poor or ineffective teamwork.
Disadvantages of ineffective teamwork can be the same as the advantages. Meaning that working in team work can be good for brainstorming but can be slower because some of the team members. Working on project is sometimes easier and faster doing alone because in teams if it’s not organized well it can slow things down a lot. Some things are just easier doing alone but really everything depends on what team members do you have and how do you work with each other.
Conclusion
Effective teamwork always benefits the organization. It comes handy when it comes to fostering creativity and learning, generating dynamic ideas, sharing the workload, gaining new perspectives, making organizational commotions more exciting, getting to play to the strengths, boosting productivity, and building a strong work ethic and team spirit. Thus, it is recommended to give importance to teamwork, especially when the aim is to find complementary skills. More & more research has shown that diverse teams are more productive & effective. They are more creative - have more holistic solutions - ad have more inclusive work environments. One cannot generalize on the type of diversity that is most effective, it would depend on the nature of the industry. 
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