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Introduction

 A team is a group of individuals working toward the same objective and aiming for the same success. Teamwork is vital to the success of every organization.
Team introspection can aid in evaluating and comprehending past team activities to develop new or alternative strategies. It is an essential transition phase method for team functioning because it permits teams to refer to previous actions and tactics and draw conclusions for subsequent action phases based on lessons learned (Otter et al., 2018; M. A. West, 2000).

To improve team performance, the process of team building involves a variety of diverse activities. Self-development, positive communication, leadership, problem-solving skills, and the ability to work together are required for any team to be effective. Ultimately, this will guarantee team success. Today's businesses need team-based structures to improve productivity, profitability, and service quality, so team building is crucial. Team-based improvement efforts aim to enhance customer outcomes. Team building is an essential aspect of any setting. Without a team, employees must work individually, making communication within the organization more difficult and increasing their efforts. Effective teamwork is the optimal solution for any business; operations run smoothly, and individual contributions are minimal. 
  




The development of an effective team

The formation of an efficient team "Since the early 1980s, team-based structures have replaced the highly formalized, centralized, and departmental mechanistic systems that were once prevalent in work organizations. The belief that the development of solid and effective production and executive teams will lead to the potential for higher performance and greater job satisfaction has led to the rapid proliferation of groups. Respecting, encouraging, energizing, and caring for people, as opposed to exploiting or commanding them, fosters teamwork.

According to Heap (1996), "the essence of team-building is love and spirituality, which leads to mutual respect, compassion, and humanity at work." People who combine their efforts and aid one another have more significant potential as a team. A great team would concentrate on the primary objective and objective. Teamwork entails establishing a work culture based on shared values in which individuals believe and understand that decision-making, planning, and thinking are enhanced through collaboration. Creating cooperation requires management ability and organizational skills to bring together hardworking individuals who are motivated to exert such effort for their jobs, and their contributions will aid the company in achieving its objective.

The concept of team building helps to organize the priorities when constructing an effective team, thereby ensuring outstanding performance. It is an efficient method for prioritizing a crucial aspect of any business. A group working toward a common objective will constitute a team. Team Building is the process of enabling a group of individuals to achieve their dreams. Goals and obstacles for achievement must accompany steps such as elucidating the group's aim. The first essential skill in a team-building process is the ability to reorganize the correct issues, and the second is the ability to solve complex problems appropriately. Teams must ensure that they have crystal-clear objectives, effective communication, problem-solving skills, collaboration, and cooperation. Higher levels of team-building success are characterized by trust and support.

      A few prerequisites are necessary for the formation of effective teams:

· should be small enough with up to five members
· satisfactory levels of complementary skills.
·  purpose of the team and specific goals should be defined
·  direct approach to the team's work should be estabilished
· A sense of mutual responsibility.
· Described in a proper leadership structure.

   In terms of a team's success, the team's dynamics are also essential. For instance, units should be constructed to cover every aspect of the business. It is more important to appropriately train individuals to complete their tasks effectively. It is essential to incorporate diverse individuals into a team. In this manner, the dynamic would demonstrate that nothing can prevent us from achieving our objective.

La Festo (2001) identifies five fundamental team success dynamics. Successful teams consist of influential individuals with experience and problem-solving skills who are receptive to addressing the issue and willing to take action. The second aspect of team relationships is the capacity to give and receive feedback from team members.

The third dynamic is that team members must have problem-solving skills, which suggests that the team's effectiveness depends on the clarity of its objectives and level of concentration. Fourth is effective team leadership, which is dependent on leadership and skill. Focusing on the goal makes a leader competent, ensuring that collaboration is fostered, team members gain confidence, priorities are established, sufficient "know-how" is demonstrated, and performance is managed through feedback. The fifth element of team success is the organizational environment, which refers to the climate and culture of the organization that is conducive to teamwork.

Objectives and Expectations

     For a team's objectives to be practical, they must be specific, measurable, attainable, relevant, and time-bound. All team members must contribute to the design and wording of the objectives. All expectations must come from team members, who must also comprehend the team's purpose. Understanding how to measure the team's ongoing effectiveness is essential, which should eventually lead to discussion and communication. "Car's (1992) research confirms that team goals should be specific enough to provide the team with direction while stating the ends rather than the means. Permitting groups to consider how to achieve the objective would encourage them to contribute ideas in the future. The future development of meaningful and acceptable performance provides clear goals and understanding, allowing team members to feel confident in their achievements. It is more likely that performance expectations influence job satisfaction.
    Therefore, management must communicate performance expectations to the team and anticipate results aligned with the organization's mission and vision across all departments. Communication is essential for couples to establish organizations where all members are engaged. Team members must comprehend the reason for team formation and the anticipated outcomes. The higher-level objectives must be reflected in the development, and it is mandatory for every employee's job within the organization and for employees to be informed of their expected contributions. 
  

      Robbins's (1998) theory identifies three crucial ways organizations can attain performance and performance expectations. The first theory demonstrates tenacity in providing individuals and teams with the means to achieve their objectives, which sends a powerful message of support. The second theory assists the team in correctly prioritizing tasks. Perspective requires team members to comprehend the purpose of their participation and the team's place within the organization. Team members must understand where their team fits and how the team's strategy fits into the overall scheme of plans and success objectives, mission, goals, principles, vision, and values. This refers to team members' willingness to participate in the team and see their mission as essential. Visions must inspire employees to communicate their ideas to compel others to action. The team's vision and direction should be something others want to share and follow because the leadership vision transcends written organizational mission statements that permeate the workplace and manifest in leaders' actions, beliefs, values, and objectives. The vision's direction and purpose should bolster the organization's distinctive strengths, culture, values, ideas, and direction. Again, loyalty and care should be exemplified by the participation of all employees, and the vision must be communicated and shared frequently.           
   Employees must be motivated to exceed their own standards. The vision should also inspire enthusiasm, belief, commitment, and excitement in the organization's members and help them feel like they are a part of something greater than themselves and their daily work. For teams to be successful, members must collaborate effectively to accomplish team objectives. The extent to which team members develop relationships as a result of this commitment is crucial to the success of team building. Typically, factors such as team choice, belief in the significance of the team, team members feeling valued, challenge, excitement, and opportunity, as well as recognition, influence the level of commitment of team members. A thriving team environment increases team performance and decreases dysfunctional behaviour. For instance, investigating the research question 'barriers to effective teamwork' could elucidate a few barriers that have reduced the implementation of effective teams. A team's inability to reach a consensus and share a common viewpoint could reduce the team's overall success. 
For example, investigating the following research question: the barriers to effective teamwork could clarify a few obstacles that have decreased significant teams' performance. A team not getting to the same point of view and agreement could reduce the team's success overall. In the following case study, NEXT Plc has decided to launch a new childrenswear line. 
  

     Teamwork issues such as communication and conflict barriers with colleagues have been discovered and analyzed in this situation. Team effectiveness is particularly challenging in retail businesses especially. To understand the different processes of a team, a deeper understanding of teamwork is necessary. Two critical models for the self-managing team are team orientation and team learning. One of the main characteristics and methods is that teamwork should oversee self-organized smaller teams. Fundamental activities for successful groups are: providing support to others, giving others the benefit of the doubt, and responding constructively to views expressed by others recognizing the achievement and interests of others.
      "Team performance can be affected by factors, and as a result, the final observation has been given to the influence of team member diversity in terms of roles played in a team. The team role model made popular by Meredith Belbin with management teams (Belbin, 1981, 1993) and known commercially through Belbin Associates is often used in practice and has featured extensively in research on teams at work. Many companies, including organizations, multinational agencies, government bodies and consultants, have been translated into 16 languages. The concept of a role can be viewed from two different perspectives. 
        From an anthropological-sociological perspective, it can be described as a combination of values, attitudes and behaviour specific to an individual who occupies a social position associated with a specific social status. From the perspective described above, a role can be defined as a person's behaviour in relation to a certain social position and social status. The psychosocial perspective shows that a role can be defined as the behaviour desired from an individual settling in a specific position such that the version and common behaviour associated with the position are fundamentally important to success in the role. Two groups have been studied: groups designed to solve problems and groups preoccupied with individual development. This duality has distinguished between so-called 'task roles' and 'socio-emotional roles'. In this light, 
   Bales and Slater (1955) studied laboratory groups. They concluded that there were significant differences between individuals concerned with solving tasks and individuals involved with group members' social and emotional needs. 


‘’People concerned with solving tasks were called 'task leaders', whereas those concerned with emotional needs were called 'maintenance or socio-emotional leaders'. Similarly, Benne and Sheats (1948) proposed a role behaviour classification describing 12 tasks and seven maintenance roles. Task-centred exercises were investigated with the coordination of group problem-solving activities, whereas Belbin's Team       

Role Model supervision roles promoted group-centred behaviour. Both roles types were thought necessary for a team to perform well. These theoretical antecedents formed the pillars of the development of the team role model (Belbin, 1981) as its general framework and the names of some team roles connect to these and other theories.’’    Aritzeta, A., Swailes, S. and Senior, B., 2007. Belbin's team role model: Development, validity and applications for team building. Journal of Management Studies, 44(1), pp.96-118.
 The team illustration model could be a valuable tool for individuals to visualise an example of how teamwork should be. It would be an excellent idea for every company to display one or more copies, especially on a board where everyone can see them. A team illustration can help groups of colleagues priorities their tasks by following the rules.
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The impact can effective teamworking have on team success


       A well-developed implementation is necessary to set up work teams in the given organisational context. Potential advantages must be considered when forming a successful team, such as innovation, increased productivity, and employee satisfaction. Team performance 
depends not only on the team's competence in managing and executing its work but also on the provided organisational context by 
management. How teamwork contributes to team effectiveness and performance can compromise teamwork components and processes.
       Team orientation refers to team tasks and members' attitudes towards one another. It reflects an acceptance of team norms, the level of group cohesiveness, and the importance of team membership, e.g., assigning a high priority to team goals and participating willingly in all
relevant aspects of the team. High team orientation is necessary to improve team performance in self-teams, make team members coordinate more, and improve individual effort. A high team orientation implies that the teams have shared goals and work together to achieve these goals. Team members take alternative solutions provided by other team members and appraise that input to determine what is correct. Another 
indicator of high team orientation is increased task involvement, information sharing, strategizing, and participatory goal setting. If team 
members do not show interest in other person's tasks or do not ask for input and suggestions to alternative solutions, that is a sign of low team 
orientation. Agile teams need to stay self-managed. A capacity for double-loop learning that allows operating norms and rules to change is required. Double-loop learning is distinguished from single-loop learning because it concerns the underlying values. If an agile team repeatedly changes practices without solving their problems, this is a sign that they have not understood their problem's underlying causes and are
practicing essential learning.
      Learning impacts cycle time and product success directly and has identified two central factors for learning; capturing knowledge and a behaviour change based on the captured knowledge. For this to happen, practices that must be in place include recording and reviewing 
information, goal clarity, goal stability, and vision support. Establishing shared mental models is a factor related to learning.   
 

     Salas et al. described behavioural markers such as anticipating and predicting other team members' needs. In addition, the team should
identify changes in the team or task and implicitly adjust strategies as needed. For understanding team processes  had been used the 
taxonomy development by Marks et al. through the extensive literature. The taxonomy includes three categories: transition phase processes, action phase processes, and interpersonal processes. Transition phases are periods when team members focus on processes such as mission analysis, evaluation, shared vision, planning, goal specification, and formulating strategies. Planning meetings in agile software development are transition phase processes. During action phases, team members conduct activities leading directly to goal accomplishment. 
   In this phase, the team concentrates on task accomplishments, monitoring progress, coordinating team members, and monitoring and backing up their fellow team members. Solving tasks will alternate between transition phase processes and action phase processes. The interpersonal processes include conflict management, motivation, and confidence-building and happen throughout the transition and action phases.


Conclusion
     This report investigated teamwork, in particular team orientation and team learning. Many challenges such as communication and teamwork have been defined and verified in the scenario given from Next Plc.
      The other observation would be that team members usually choose tasks according to their area of interest and expertise instead of 
following the priority list, leading the team to misunderstand, misinterpret, and even conflict. To overcome this problem, the team leader had to delegate tasks not chosen by anyone. Challenges related to team learning, communication, and teamwork were the problem of transforming 
experience into action and the lack of paying attention to what was working well. High performance shows where the team members are not spending time on planning in detail but solving tasks that were often and regularly prioritized. 

Hard teamwork could make the project more flexible and less dependent on the management of Next Plc to attend meetings at specific times. However, a challenge resulting from this was that the team members had no clear understanding of the vision and long-term goals of the project. If team orientation is low, management should consider using visual boards such as an interactive whiteboard to improve shared 
mental models. 
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