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Abstract
This report is addressed to Steve Brookes, the manager of Pelsall Hall Care Home, and discusses how to build an effective team within the care environment, the impacts and challenges to collaboration, and the responsibilities that are required to form an effective team. Theories and models for group dynamics that describe how individuals work alone and in groups are discussed, and a conclusion is reached about the most effective group development strategy that has proven to be useful in this circumstance.
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Introduction
[bookmark: _Int_1Uni12Xz]This report is intended to assist Pelsall Hall Care Home management Steve Brookes in improving the quality of care by advising strategies that might be adopted for employees to prosper and oversee daily performance throughout the home. The report will be focusing on how to progress team work productively, team composition, developing teams and team roles. This is required for the purpose of creating a balance within the work environment and to offer a high-quality care service. Belbin's theory, as well as Tuckman's (1965) and Mcgrath's (1964) development models, will be examined throughout this study in order to determine what constitutes a healthy team and what can be put into practise to allow a person to advance. In addition, a recommendation will be given once all critical parts of what may be done have been considered.

Overview of Team Working
The purpose of teams in any organisation is to resolve obstacles that hinder progress and develop outcomes to overcome problems. A team is one that collaborates with others, working together to adopt new learning practices, and to achieve a specific objective whereas a group is several people sharing something in common (Morgan, 2017). Team members work together so that they can reach a possible goal, and to do this they must communicate with each other in a suitable manner to complete the task (Griffith and Dunham, 2014).
Effective teamwork practices produce better environments, prevents errors from taking place and managing staff becomes easier. A successful team has individuals that combine their work together, each performing certain tasks and taking on roles that they are better suited to (Zaccaro et al., 2001). Though it has been mentioned by Steve that the home does have a talented team of many individuals that are committed and very hard working, it has come to sight that they do not always collaborate, thus leading to misunderstandings. Common problems that may be causing this could be:
· Miscommunication
· Decrease in output
· Inadequate interaction
· Conflict between people
· Abysmal management
(Griffith and Dunham, 2014).
[bookmark: _Int_l5pzIcML]Groups are formed because it gives people self-esteem, a feeling of pride, inclusion, and social identity, and improves the self-perception as the status of group we belong to is elevated (McLeod, 2008). People form groups because of social identity, in the social identity theory a social identity is when an individual groups themselves into a social category according to their own knowledge (Hogg and Abrams, 1988 cited in Stets and Burke, 2000). 
Diagram 1
[image: ]
(Scheepers and Ellemers 2019). In this diagram it shows that social identity is formed using three processes starting with social categorization then social comparison and finally social identity.

Models of Team Development
This report considers the Tuckman (1965) and Mcgrath (1964) model, there are, however, a variety of additional team development methods to consider. Both models relate to the association of members in a group within the stages of group development. Colombini and McBride (2012) mention that, the theory of group development allows us to enlighten the conceptual processes of group interaction and prepare communitarian assessment practitioners to not only acknowledge but also prepare active processes of negotiation and disagreement.
Johnson et al., (2002) mentions how many researchers including Tuckman (1965) have studied how groups that work together to get things done develop into a team with multi-faceted expertise, which is aimed to reach the same goal. Tuckman’s (1965) model focuses on five processes, forming, storming, norming, performing and adjourning all which describe how teams are formed. The original model was formed into four stages and then later a fifth stage, adjourning was added to it after it was altered, by Tuckman and Jensen in 1977 (Jones, 2019). The goal of this strategy is to concentrate on group performance by delving into the social connections between two or more people and carrying out tasks for a specific cause (Bonebright, 2010).
Diagram 2
[image: ]
(Sachidananda, 2014).
Similarly, Mcgrath's (1964) model suggests a different path for group development; this model includes internal, process, and solution (Agustina, 2013). Bryant and Albring (2006) used Mcgrath's model to create a guideline for how to develop an affective team for a study that was conducted on students studying accountancy.
Diagram 3
 [image: ]
(Agustina 2013). Above is an example of the Mcgrath’s model (1964) that was used in a study carried out on students. 
During the research process, it was discovered that Gersick (1988,1989) was another framework that was shown to be successful, but it was not as effective in this circumstance. Gersick discovered that internal group performance is based on the amount of time allowed to finish a task, which fluctuates in three ways: The beginning, middle, and end (Johnson et al., 2002). The most significant phase is the commencement, which occurs when a conference is called to establish the many methods and approaches that will be used. The middle phase, which is significantly longer and like Tuckman's performing stage, this is when teams evolve and communicate, with the intended aim as the focal point (Johnson et al., 2002). Finally, in the last step, the entire crew gathers, and the assignment is completed. It is recommended that Steve Brookes should consider Tuckman’s (1965,1977) model which will be explained further in the report. 

Team Roles
[bookmark: _Int_MZp85883][bookmark: _Int_IXoUYPsm]Teams are when each member involved are delegated to different roles but also want equal recognition (Belbin, 2012). Teamwork is crucial to have in a healthcare setting, according to Weller et al (2014), a study was conducted in a hospital where the operating room crew was observed, and more than a quarter of the failures were due to a lack of communication, which resulted in evident side effects such as waste, stress, and procedure errors. Furthermore, team members that get along well at work are more likely to feel appreciated at work, and they will protect and aid each other when necessary (Alfes, Shantz, and Van Baalen, 2016).
[bookmark: _Int_pIvhzdg9][bookmark: _Int_SPL3YC55]Meredith Belbin produced an idea of how to create a unified team, consisting of nine roles which were split into three categories - all creating a balance of different personalities and roles. Belbin's (1981) original model stated that the ideal team would have eight members, however Belbin and his colleagues (Belbin, 1993) later acknowledged nine functions in a team (Fisher et al., 1998). The diagram below shows the nine different roles that Belbin identified:
Diagram 4
[image: ]
(Morgan, 2017) 
[bookmark: _Int_xA1ie0rH]Wheelan (2016) notes that each team has unique objectives, responsibilities, and resources; some teams will function best with four to five members, while others will benefit from eight to ten. During the preliminary stages of group development, larger groups require more leadership and assistance, whereas smaller groups can work quicker and be highly engaged with each other. Many people have found Belbin's (1981,1993) theory to be valuable, according to Fisher, Hunter, and Macrosson (1998), the overall conclusion of a study was that Belbin's team role model was supported by the evidence collected, suggesting construct rationality.
Moreover, while hiring new employees, companies must consider team roles, as existing employees must be considered as well as how these new roles will fit in. Opportunities for professional advancement should also be provided in addition to opening doors to new candidates (Halse et al., 2018). Below shows an image of points made in a literature review about modern healthcare roles: 
Diagram 5
[image: ]
(Halse et al., 2018).

Discussion
[bookmark: _Int_p6uDoV0n][bookmark: _Int_QaOTNv6z]Successful teams are made up of people who can react rapidly to situations by communicating with one another, defining goals and achieving them, identifying and removing obstacles, and most importantly, collaborating because this is how collaboration becomes more fruitful (McClay, 2009). Similar to this, a productive team depends on outstanding cooperation, which has several advantages, including chances for team members to advance both as individuals and as a unit. Additionally, teams can accomplish a certain objective and get beyond any challenges that may come along (West, 2012). 
Daniel Coyle's (2018) book, The Culture Code, explains how effective teams form and the secrets to group success. According to Regenold (2019), Coyle identified three characteristics that the groups exhibited to form a successful team: fostering safety through non-verbal and verbal cues (build safety), establishing trust by sharing vulnerability (share vulnerability), and promoting engagement by outlining the group's purpose (establish purpose).
[bookmark: _Int_s9GztdrU]Making eye contact and showing attention with your body language are important aspects of building safety. In a narrative about someone who was not being pleasant, Coyle (2018) noted that a member of a group used nonverbal and vocal links with that person to overcome it so that he felt valued and appreciated (Regenold, 2019). Further to that Regenold, (2019) states that Coyle’s focus on vulnerability fosters effective communication, strengthens group togetherness, and establishes trust. Furthermore, the final skill Coyle (2018) concentrated on was establishing purpose; when you engage and create straightforward points to focus on with others for a particular goal (Coyle, 2018).
When I worked at a care home, there were numerous obstacles in the way of me and my co-workers, so we focused on what the actual barrier was and then put in place methods to help us overcome it. For example, when a resident with autism became agitated and began attacking members of staff because he did not receive certain junk food he desired, we devised a plan to incorporate a trip to the shops every morning into his daily routine while remaining consistent and mindful of his daily intakes. We were effective after we put that approach into action over time. 
Miscommunication, incompetent leadership, low collaboration quality, and a lack of context in teamwork were some of the factors that contributed to being ineffective in a study conducted between medical students and new nurses in a healthcare setting. The table below defines some of the factors that contributed to being ineffective (O’Connor et al., 2016). 
Diagram 6
[image: ]
(O’Connor et al., 2016).
According to O'Connor et al., (2016), poor leadership was caused by nurses and doctors being irritated with themselves, which led in a loss of attention on patients, this is referred to as 'storming' in Tuckman's (1965) model. Another issue was that none of the members had a shared understanding of specific scenarios; if they had developed a purpose, as suggested in Coyle's Code (2018), they would have had a better conclusion. As shown in diagram 6, the failure of most tasks is due to a lack of communication.
Pentland, (2008) mentions five fundamental aspects to conduct an effective team is to:
· Talk to each other, giving eye contact
· Members should communicate with one another not just the leaders
· Members should report back to each other
· Everyone should communicate 
· Give equal contributions
Cheruvelil et al., (2014) emphasises that exemplary teams work together with different people committed to reaching a common goal. Diversity is just as crucial as any of the qualities described above in forming a successful team, according to literature evaluations. As reported in studies by Leung et al. (2008), Guimera et al. (2005), McLeod et al. 1996, and Nemeth 1995, diverse teams are more productive and deliver better outputs (Cheruvelil et al, 2014).

Conclusion and Recommendations
[bookmark: _Int_RF2Imtwn][bookmark: _Int_xZWnuvsw]Effective teamwork is important as it can recognize, address, and overcome barriers, as well as bring team members to collaborate, in order to be more productive (McClay, 2009). Regenold (2019) goes on to say that The Coyle's (2018) code is a notable example of how to construct a successful team since it focuses on building safety, sharing vulnerability, and developing purpose. Moreover, Belbin’s (1981,1993) theory has also resulted to be useful by many (Fisher, Hunter and Macrosson, 1998) 
[bookmark: _Int_pcd81fUy]However, after reviewing the research, it has been determined that the Tuckman (1965/1977) model is the most effective for Steve Brookes, manager of Pelsall Hall Care Home, because it relates specifically to members of groups who collaborate with one another, and stages of group development are focused on individually. The fundamental purpose of this model is to express the significance of executing tasks for a specific cause and to comprehend the social connections that exist between groups of individuals (Bonebright, 2010). This theory can be used to explain group communication principles and teach practitioners how to incorporate negotiation and disagreement into the evaluation process (Colombini and McBride, 2012). As a result, it is recommended that this model be taken into further consideration and acted upon to build a team that will work together to target goals that will be for the betterment of Pelsall Hall Care Home to save the care home from any further impact that will affect high quality services. 
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Box 3. Introducing new roles: key factors

Leaders and workforce planners should ensure the following:

© Workforce planning is robust, taking into consideration how the new role will fit in
with existing services and workforce

© Scope of practice is well defined and the education programme mirrors patient need

© Leadership is strong and uses change management methodology

@ Time and money are adequate, and resources include provision of a clinical educator
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. “Ifthe intern] knew that the nursing staff had been
bitchy about me before I arrived; they made no
effort to hide it.  (Interview 26)
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hospital is the way it s, interns can’t see what is
under their nose.” (Interview 27)

. I [the nurse] felt the intern didn’t value my
experience. . . I felt insulted that the intern didn’t
trust me.” (Interview 29)
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4. “When the intern arrived on the ward I [the nurse]
was on my tea break.. . .the intern said if I di
come out then he would leave without prescribing
the insulin.” (Interview 31)

5. “The patient was on the ground. . . I [the intern]
asked a nearby nurse to help me get the patient on
the bed. The response from the nurse was- P'm not
covering this patient.’ (Interview 14)
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“Again, I [the intern] found mysclf alone dealing
with this acute medical emergency.” (Interview 14)
“The nursing staff refused to get an ECG from
another ward so I [the intern] had to leave

the unstable patient and go get an ECG.”
(Interview 19)

“loverheard the nurse calling the Registrar before [
[the intern] had a chance to examine the patient
mysclf and come up with a management plan.”
(Interview 1)

~

®°

©

I [the intern] had prescribed one ltre normal
saline at 40 mmol/h with no clectrolytes added. I
later noticed a bag of fluids with 40 mmol of
potassium in it had been hung. (Interview 18)
10. “The nursing staff were only getting around to
giving the patient the fluids now, although they
had been prescribed about 4 or $ h carlier.
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