


Based on the above case study you have been asked to write a report to the management team detailing.
· How management at Green Fields Care Home can develop an effective team.
How do you go about putting together a team that has the characteristics of a successful one once you've identified what those characteristics are? When putting together a team, consider using these strategies and techniques to aid in the development of specific characteristics.
They should Prioritize and establish goals for the group's activities. This step assists them in ensuring that your objectives are well defined. Specific examples and explanations of how their activities contribute to the team's overall performance should be provided to each team member before they begin working on the project (Mitchell et al. 2012) To the advantage of their entire team, it is important to create priorities so that members are aware of when and where they may lend a hand.
 Individuals' SMART goals should be related to the team's objectives as well as the individual's own aims, as the latter might aid the former in achieving the former. It is more likely that an employee will put their own wants ahead of those of the team if personal and team goals are not linked. Instead of putting her own needs first, she will put her team's needs first. Members of the team must be aware of how their actions affect the team's overall goal, and they must be able to express this awareness to their fellow teammates (Holtrop,et al. 2016)..
• When selecting team members, management of Green Fields Care Home should follow these steps because Team selection is a complicated process that needs careful evaluation of three factors: individualism, average experience and talent, and the extent to which diversity is represented on the roster.

Almost everyone can agree that some people are more naturally suited to working in a group than others. It is also true that everyone, if they put their minds to it, can learn to collaborate well with others. Individualists are more likely to place a high value on their own well-being and to prefer to work on their own personal pursuits. Others, known as "collectivists," prefer to operate as a group rather than competing against one another. They prefer to collaborate rather than compete with one another. There are various instances where autonomous activities form part of a larger group effort despite the fact that collectivists tend to be stronger team members. Communicating with individualists, on the other hand, may necessitate more effort.

Team members' levels of experience and competence should be balanced in order to ensure that assignments are assigned with high expectations on the part of the team leader. In order to accomplish this, it is necessary to match up newer employees with more experienced employees, allowing them to become fully integrated into the workforce. Making personnel selections on the basis of a candidate's qualities and potential as a leader is also crucial.

Therefore, a diverse team is not just one that has a vast range of abilities and experiences, but it is also one that can effectively collaborate with people from a variety of various backgrounds and cultures. Diverse points of view and opinions serve as an effective deterrent against groupthink because they call into question widely held assumptions.

There seemed to be an appropriate quantity of members on several teams. Unlike a basketball team, which has five players on the court, a bridge team has only two players on the field. Similarly, a football team only has eleven players on the field. There are no hard and fast guidelines when it comes to determining the size of a squad. When it comes to the right-sized teams, one of Amazon CEO and founder Jeff Bezos' guidelines is that the team should be no greater than the equivalent of two pizzas (Schwartz et al. 2017). Ordinarily, a team of this size would consist of between five and eight individuals. In accordance with reports, Bezos employed this method in order to build Amazon, a creative and decentralized start-up that has grown into one of the country's most successful businesses.

The majority of management professionals believe that a team of five to nine people is the ideal size for most situations. The processes and outcomes of scientific research are at the heart of why sample size is so important in scientific research. It is possible that a team with too few members will suffer from a lack of resources or competence. It becomes more difficult to communicate when there are a large number of people around. Groupthink and social lethargy can have a negative impact on teamwork. It was discovered in one study that teams with more than twelve members faced greater conflict and established subgroups that damaged the team's cohesiveness.

The size of a team is also impacted by other factors, such as the nature of the task being performed, the number of people required to do it, and the amount of time available to complete it. The answers to these questions are typically used to estimate the ideal size of a team. For example, a sales function may be performed by a single person until the completion of the project, at which point a finance and delivery/inventory manager would be brought on board. For example, if a business has only four people who have a diverse variety of talents, it may find it difficult to compete against a business with six or seven employees. 
To summarize, a smaller staff is required for tasks that can be completed in a shorter amount of time. When there are a large number of persons involved, communication and administration become more challenging (Balachandraet al. 1996)
The impact effective team working can have in a health and social care setting.
When it comes to health-care delivery, effective collaboration can have an immediate and positive influence on the safety and outcome of the patients involved (Nembhard et al 2006). Co-morbidities and specialization in care are getting increasingly complex, necessitating the employment of multidisciplinary teams to provide comprehensive care. The days when a doctor, dentist, or other health-care provider in a health-care facility could only give quality care that satisfied the needs of his or her own patients are long gone. Health care professionals must continue their education and training at the same time, in order to stay up with the rapidly changing health care landscape and the global need for high-quality patient care. The only way to accomplish this is to put the patient at the center of treatment and to share a common set of values and beliefs with him or her. Consequently, the formation and growth of a team capable of providing excellent patient care would be facilitated. In order to be successful in this endeavor, they must offer their team members with the methods and practical skills they will need to be successful in their endeavor. The necessity of successful teamwork in the development of a more efficient and patient-centered health-care delivery system has long been recognized, and this is no exception. It is feasible to establish best practices by conducting rigorous research that can provide statistics on the most effective team-based care approaches. The underlying concepts and fundamental values will be more easily compared between team-based care models, and commissioners will be more easily able to support great practices if they are agreed upon and conveyed to all stakeholders. This is why a number of recognized health professional organizations from across the world have issued recent statements on what it takes to establish a successful team of professionals (O’Daniel, et al. 2008). Their discussion focused on the core objectives and principles of team-based health care, with the goal of finding common ground on a contentious topic. The potential problems as well as practical tips on how to properly complete the assignment have been reviewed and offered in addition to the proposed implementation choices. Well-functioning teams can have a positive impact on the results of an organization, a team, an individual, and a patient.
· The benefits of effective teamwork (Clements, et al. 2007)
	Organizational benefits
	Benefits of team 
	Benefits of patients 
	Team member’s benefits 

	Reduction of time & costs of hospitalization
	Improved coordination of care
	Enhanced satisfaction with care
	Enhanced job satisfaction

	Reduction in unexpected admissions
	Efficient use of health-care services
	Acceptance of treatment
	Greater role clarity

	Services are better accessible to patients
	Enhanced communication and professional diversity
	Improved health outcomes and quality of care Reduced medical errors
	Enhanced well-being



In order to offer excellent patient care, patient-focused teams must work at a high level of effectiveness. Traditional methods and current mindsets are at odds with one another, and this mismatch must be addressed in order to achieve such an ambitious aim. Therefore, health care organizations should strive to deliver outstanding patient care by establishing a broad team-based culture in which specific values and concepts are shared by team members, including patients, who should be placed at the center of care. 



· Barriers to effective teamwork.

The effectiveness of any team might be harmed by problems that develop. In this article, we'll discuss some of the most typical issues that teams confront and how to cope with them. The following is a list of the most common issues faced by teams.
-
Problems with Starting a Project - Team members may be unsure of where to begin a project. It's also possible that they've completed a task but can't go on to the next stage or put the task to rest. In order to avoid floundering, it's important to revisit the team's mission or plan and make sure that everyone understands it. Asking, "What is preventing us from moving forward?" is a great way for leaders to get their teams out of their rut. Do we require further information? Assurances or support are we in need of? Is there anyone who thinks we've overlooked something crucial?
It's possible that some team members have a dominating personality that interferes with their colleagues' participation or air time. The team's morale and momentum may be harmed as a result of this domineering behavior. As a means of overcoming this obstacle, consider incorporating "balanced participation" into team evaluations. To ensure that the team's performance review is fair and equitable, team members should be aware of the importance of fair and equitable involvement by all members, especially those who are shy or unwilling to participate.
Teams cope with underperformers in various ways, according to research, based on how team members perceive the causes for their underperformance (Rondhout,et al. 2021). Teams are more likely to help a member who is seen to be incompetent if they believe they can improve. Members are more inclined to try to motivate or dismiss a poor performer if they believe the person is merely unmotivated. Remember that fairness is a critical component of motivating team members to do their best work (Lind et al. 2002). Make certain that the team's bad performers are dealt with in a fair manner.
Unresolved Conflict in the Workplace
It's usual for team members to disagree, and it's important to accept that. When a team is healthy, it raises challenges and discusses diverse points of view in order to make better, more informed decisions. Disagreements can occur even before a team is formed if there are unresolved personality conflicts or old feuds. Teams should be constructed in such a way that it is not possible for opponents to be on the same team. While not ideal, having enemies debate their differences in private could be the best solution if this is not possible. Any member of the team can step in and help facilitate the conversation. This can be done by the creation of a behavioral contract between the two parties involved in the debate. If one person agrees to do X, then the other party will agree to do Y as well (Goel, et al., 2010).
· The types of roles that are needed to create a cohesive and effective team.
The management of green field care home should have to collaborate on a project with others at some time in their career. Building a team might be tough for managers who have never done so. Even for managers who often deal with teams, convincing staff to cooperate can be difficult (Katzenbach, et al. 2008). A cohesive team can be formed whether it's your first time or you're just fine-tuning the process. They should follow following steps:
- Create a quest. Before they start interviewing potential team members, determine their team's goal. Determine the group's goals and how they plan to attain them. Then they should pick the best persons for the job.
- Accept new ideas. Diverse groups are more likely to succeed. Teams with diverse backgrounds and experiences tend to succeed. Many people with diverse backgrounds and experiences can help achieve the aim.
- Collaborate. No better approach to assess a group's cohesiveness than through team-building exercises. Consider an icebreaker activity for their team before putting them to the test on a significant project. Who was boss? Who helped the team? Apply everything they've learnt to the mission's real goal. Plus, they'll get to know their coworkers better.
- Take advantage of everyone's strengths. Each group member should be assigned a specific task based on their skills. To achieve a team's goals, delegating duties based on individual strengths is the best technique. They should make sure everyone knows their roles and is held accountable.
- Verify their communication. A disorganized group is disorganized. Communicate with your team members consistently. Directions and goals should be stated clearly. It's critical that all messages benefit the team.
- Awareness. Throughout and after a project, they should provide constructive comments to their team. Individual team feedback and contribution should be included. They should explain their project's progress, including what succeeded and what didn't. With constructive criticism, the team will be able to work together better next time.
-Seek feedback. They should not just seek input from their team, but also feedback. Inquire about their job satisfaction. Diverse perspectives can help discover process flaws. Their team members will also feel valued if their future proposals are considered.
- Celebrate their achievements. Part of the project's success is recognizing their team for fulfilling their mission. Thank the group for their efforts.
Creating a cohesive team is an ongoing process. Every new endeavor brings new challenges. Maintaining high levels of teamwork and efficiency is important to their project’s success.
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