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Executive summary
My purpose in this report was to review the large body of research on teams and teamwork, summarize the value of teams and team skills, illustrate the problem of using teams for the sake of having group projects and provide an overview of the benefits within a team.
We were given a case study on the massive online retailer Amazon, which wants to add three new warehouses in Europe. Tom Jackson was instructed to form a team to carry out this project and share responsibility. But their inability to communicate and lack of dedication were their issues from the start. This report explains the idea of teams, discusses typical team issues, and lists the prerequisites for successful teams. Teams acquire a shared identity and a common purpose when they move through predictable stages of development as individuals come together and create trust.
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1. [bookmark: _Toc116833774]Introduction 
In this report I will present the large body of research on teams and teamwork, summarize the value of teams and team skills, illustrate the problem of using teams for the sake of having group projects and provide an overview of the benefits within a team. This report explains how to create a model that can pinpoint the characteristics of effective teams.
I will also illustrate my favorite model of team development as well as a secondary model and how team roles have an impact on the team’s success.
In current society, when interpersonal contact is required, teamwork is highly valued. A team is made up of individuals who cooperate to achieve a common objective. 
The success of a team or individual depends on how well they can collaborate with others. Successful teams are made up of a variety of attributes and skills that work well together. 
Any organisation or institution must have a strong sense of collaboration in order to succeed considering it allows people to grow personally and professionally and learn the best methods for completing jobs effectively. Teams have the potential to produce remarkable outcomes, but they also have the potential to degenerate into disgruntled, helpless, and unproductive team of individuals.
Numerous studies have demonstrated that team workers can be more effective than those who work alone (Jones et al, 2007). An individual becomes more productive when working in a team because through constant learning, collaboration, and exchanging ideas and experiences, they develop or improve their valuable vocational abilities. Consequently, teamwork is crucial to the growth and operation of any company or institution.
Positive communication, confidence, and effective leadership are the key components to overcoming some collaborative challenges. Without these elements, developing an effective partnership is all but impossible. 
The following factors are crucial for teamwork competency and effectiveness:
· Mutual trust between team members.
· Learning to stick to decisions and plans of action. 
· Being well-prepared to participate in varied intellectual disputes.
· Effective team structure, with well-defined roles and duties for each team member.
· Appropriate team member performance review, along with rewards and recognition for exceptional work.
· Concentrating on accomplishing group goals. 

2. [bookmark: _Toc116833775]Models of team development 
[image: See the source image]According to Bruce Tuckman's (1965) FSNP model, highly effective teams go through five stages. 
Figure 1: The Stages of the Tuckman Model (1965)
The initial phase of team formation is called "forming." People get to know one another as well as the team's aims and objectives.
Storming: Difficulties appear at this point. These could be concerns with co-workers or problems with the project. This phase is necessary for the best group cohesion and functioning, despite being uncomfortable for some people.
Norming: During this phase, the team develops its identity, has tested its boundaries, and (hopefully) grows closer after experiencing disagreement. At this point, teams solidify their relationships while also becoming more well-organized. While job efficiency rises, relationships get deeper. The storming phase has now officially been replaced by a renewed dedication to the group's objectives, leading to the analysis and revision of standards, roles, and relationships.
Performing: This phase shows the team operating at its most effective and productive level. Sadly, not all teams are able to reach this successful stage. Many groups are still trapped in an earlier stage.
Groups are getting ready to break up at the adjourning stage of group development as it has completed its mission. Plans for joint initiatives in the future may be present at this point.
To build a productive team, a manager should take the initiative and apply a methodical strategy, such as a model of team development like Tuckman’s model.
A comparable linear model with many of the same features as Tuckman’s model was later created by Susan Wheelan (1999) which could also be successfully applied to our case study.
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Figure 2: Integrated Model of Group Development | Source: Wheelan (2005)
Tom could use this model as an alternative considering they are quite similar. However, it confirms maturity through time by assessing how long a group has been together, their verbal behavior in relation to this, as well as the perceived stage of team development.
3. [bookmark: _Toc116833776]Team roles 
Members of teams fulfil a variety of tasks and duties as they work toward shared objectives to support the group effort. According to Belbin (1981), a team's success depends on each member's tasks and responsibilities, and he outlines nine roles for teams as can be seen from the table below. 
[image: ]
Figure 3: Belbin’s team role model (1981)
3.1. [bookmark: _Toc116833777]What are the roles needed to create a cohesive and effective team?
All nine team roles should be fairly distributed across an ideal team. A strong coordinator, a plant, a monitor evaluator, and one or more implementers, team workers, resource investigators, or completer finishers are typical members of strong teams. Instead of having both, a shaper should be an alternative to a co-ordinator. The ideal situation rarely arises in reality, so it might be helpful for a team to determine which team functions are either overrepresented or absent as well as the individual’s secondary roles.
3.2. [bookmark: _Toc116833778]Theories relating to team roles when selecting a team
Understanding the task that the team is expected to complete is the first step in team formation. Once that has been determined, it is time to start choosing and recruiting the team members who will provide the group with the best chance of achieving its goals. The variety of team roles is crucial because it helps teams (Pollock, 2009) define roles, innovate, and offer a clear understanding of the duties and team goals. A balanced team is generally more productive in terms of leadership, competence, motivation, goal attainment, communication, skills, and creativity, according to academics. Diverse teams are more likely to succeed, especially when working on projects that demand originality and imagination.
While task-related expertise should be taken into account when selecting potential members, excellent candidates also need to have excellent interpersonal skills.
Scott Page (2007) compares diversity to a toolkit to describe it. He says that each person has a unique toolkit, as well as a unique set of viewpoints and cognitive abilities.
3.3. [bookmark: _Toc116833779]Why is it important to consider these roles when selecting a team?
Each team member should ideally have knowledge and abilities relevant to their tasks as well as collaborative abilities. Members become frustrated and performance suffers when duties are vague and unclear. However, miscommunications and process losses can be reduced when everyone is aware of their place within the group.
Team members' roles are clarified and assigned effectively when they: 
· Encourage the team to establish high expectations for the quality of the work that each member contributes.
· Are willing to work outside of their defined duties when necessary.
·  Make sure that team members' tasks are distributed equally. 
· Openly debate and agree upon what each team member's responsibilities will be.
4. [bookmark: _Toc116833780]Discussion
Research from the past has demonstrated that teams that are diverse in terms of roles and personality types perform better. Teams must have clearly defined roles in place when high levels of interdependence are necessary for success (Allen, Sargent, & Bradley, 2003).
Teams have many advantages, but most of these advantages can only be attained in strong teams. When the team works together and divides the job, it may enhance work organization, boost motivation, and increase production. Frequently, teams will be more knowledgeable than a single person is on any given topic. Additionally, the process of team meetings and deliberation can encourage critical thinking and introspection, which can result in decisions of high quality and better problem-solving.
To function at their best, teams must establish trust, identity, and efficacy as they embark on their journey together (Griffith & Dunham, 2015, p6).
Five distinct difficulties or team dysfunctions that frequently inhibit groups from reaching their potential have been identified by Lencioni (2002, 2005).
The lack of confidence in teams is one of the most damaging issues he has seen. When team members have confidence in their teammates' abilities, diligence, and dedication to the group, trust is created. In contrast, a lack of trust fosters a stressful atmosphere where people hold back and are hesitant to work toward common objectives or communicate openly. Without trust, teams are hesitant to address critical problems, which makes team members fear conflict. 
Lack of commitment to the group is then brought on by a fear of speaking up and challenging the status quo. The avoidance of accountability results from members not offering their utmost effort due to a lack of commitment. People don't like to be held responsible; thus, they don't hold other group members responsible for achieving the group's objectives. Lastly, without shared accountability and commitment, team members will frequently prioritize their own agendas over the needs of the whole and show a lack of interest in outcomes, which is the case of Mihaela and Spencer.
The degree of each member's dedication helps to the group's overall power. Effective leaders pay close attention to group dynamics from the start to evaluate each member's degree of commitment and deal with those whose engagement is inadequate. 
Work distribution within a team has a significant impact on how well it performs. Before assigning tasks, groups should consider how they will handle the workload in order to minimise issues with work equity.
Misunderstandings and irritation can frequently result from variations in how individuals interact. Fortunately, once they are identified, many prevalent interpersonal issues can be reduced. Conflict, however, frequently has an impact on both team members and the environment of the team, even in the best of conditions. Nevertheless, not every conflict is negative. 
Strong cohesion and team success can result from the proper kind of conflict, which is a defining trait of high-performing teams. The quality of group decisions can be raised, innovation can be sparked, and a team's cohesion and trust can be strengthened when conflict is handled well.
Tom must choose the correct team members for the project, with diverse skills beneficial in addressing any issues because one may easily fill in for the other or share the other's tasks that contribute to the project's success. Additionally, they must establish trust, agree on duties, and actively concentrate on achieving the team's goal, only in this way they can pass from the storming stage they are in, to the next stage and collaborate well. Conflict is important to create a culture where members appreciate the benefits of disagreement like in the case of Mihaela and Spencer and they can overcome any issue through communication.
5. [bookmark: _Toc116833781]Conclusion and recommendations
To conclude, I believe that a team must go through each stage of Tuckman's model because that is how a team generally develops to maximize performance and results, furthermore this model can be used on a small team.
A balanced mix of team members' attributes and the availability of the resources required to accomplish the team's objectives are essential for its success. Tom needs to conduct group meetings regularly and provide a proper means of communication for them to use and share information, such as an email address so they can communicate any issues they have, given that they are in the initial stages of the team development. Active listening and assertiveness are two communication qualities that contribute to more transparent information processing and in my point of view the most important strategy for getting things done.
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