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       The process for team building involves a few different activities from a wide range to 
improve team performance. Some necessary skills for any team to work together would 
require self-development, positive communication, leadership, problem-solving skills, and the ability to work together. Finally, this will ensure team success. In current businesses, team building is essential as organizations look for team-based structures to improve productivity, profitability, and service quality. Team-based improvement efforts strive to 
improve results for customers. Team building is an essential factor in any environment. In the absence of a team, employees have to work alone, making communication more difficult in the organization, and their efforts would increase as individuals. Effective teamwork is the best solution for any company; the business runs smoothly, and individual efforts are minimal. 

Teamwork and performance

'' From the early 1980s, team-based structures have replaced the highly formalized, centralized, and departmentalized mechanistic structures that were previously the norm in work organizations. The use of teams has spread rapidly, arising from the belief that the 
development of solid and effective production and executive teams will lead to the potential for higher performance and increased job satisfaction.'' Teamwork is built by respecting, encouraging, enthusing, and caring for people, rather than exploiting or dictating to them.
     ‘'Heap (1996) affirms that the crux of the team-building approach is love and spirituality, which results in mutual respect, compassion, and humanity to work.'' Decoyer, S., Duchy, F. and Van den Brosche, P., 2010. Grasping the dynamic complexity of team learning: An integrative model for effective team learning in organizations. Educational Research Review, 5(2), pp.111-133.
  



      People coming together with their efforts and helping each other have more potential as a team. A great team would focus on the main objective and goal. Teamwork involves creating a work culture with values where people should believe and understand that making decisions, planning, and thinking are better when done cooperatively. Creating teamwork depends on management power and organizational skills to get together hardworking people drawn to make such an effort for their jobs, and as a result of their input, the main goal will help the company achieve its goal.
       The expectation that teamwork and people collaboration are in their interaction with each other and the rest of the organization; members are talking about and identifying the value of a teamwork culture; rewarding and recognizing teamwork; people discussions within the company emphasize teamwork and the performance management system is
 emphasizing and valuing teamwork. The Team building concept helps to organize the
 priorities when building an effective team, and this concept will ensure that the performance will be outstanding. It is an effective way of prioritizing an essential part of any business. A team is a group of people working towards a common goal. Team Building involves the process of enabling a group of people to reach their goals. Steps like clarifying the group goal need to be along with goals and challenges towards achievement.
     
     Two essential skills in a team-building process: the first would be the correct issues to
reorganize, and the second would be challenging situations to be solved adequately and appropriately. Teams must ensure clear work objectives, good communication, 
problem-solving skills, collaboration, and cooperation. Trust and support outline higher levels of team-building success.

  A few requirements are necessary for building effective teams:
· it should be small enough in the number of members.
· adequate levels of complementary skills.
· significant purpose and specific goals.
· established a straightforward approach to the team's work.
· a sense of mutual accountability.
· defined appropriate leadership structure.
   The dynamics are also fundamental when it comes to a team's success. For example, teams should be built in such a manner to cover all areas of the business. More important is to have trained people properly to be effective when completing their tasks. It is essential to mix different people in one team. This way, the dynamic would outline that nothing stops our purpose from being achieved.
      
          La Festo (2001) identifies five fundamental dynamics to team success. First would be that successful teams are composed of influential individuals with experience, and 
problem-solving abilities, which are open to addressing the problem and are action-oriented. Team relationship would be the second, and it has to do with the ability to give and receive feedback from team members.
         The third dynamic would be that team members have to have problem-solving skills, which suggests that for the team to be effective depends on the clarity of the team goals and the level of focus. The fourth would be effective team leadership, which depends on 
leadership and proficiency.
Focusing on the goal makes a competent leader, ensuring that collaboration is well built, team members become more confident, set priorities, demonstrate sufficient "know-how," and manage performance through feedback. The fifth dynamic of team success is the 
organizational environment, which refers to the organization's climate and culture conducive to team behaviour.
Expectations and Objectives -For a team to be effective, the objectives must be specific, measurable, achievable, relevant, and have a time frame. Input from all team members must form part of the design and wording of the goals. All expectations must be by team members, who must also understand the reason for the team's creation.
It has to be understanding how to measure the ongoing effectiveness of the team, which should lead to eventual discussion and communication.  
  ''Car’s (1992) study affirms that team goals should be specific enough to give the team 
direction while at the same time stating the ends rather than the means.'' 
Allowing teams to process how to achieve the goal would motivate them to speak up about possible ideas in the future. Providing clear goals is the development of meaningful and 
acceptable performance, and it estimates so that the team members can feel self-assured in their realization. Understandably, performance expectations affect happiness or 
unhappiness at work.
         Consequently, management must transmit what expectations has for the team's
 performance and anticipate result line up with every area of the organization with the overall mission and vision. Communication is essential in effectively working teams to establish an organization where each element is connected and engaged. The reason behind team
creation needs to be understood by team members along with the expected outcomes. 
The higher-level goals must come into the result, and it is compulsory for each employee's job inside the organization, and employees must be informed about their expected 
contributions. 

       Theory of Robbins (1998) identifies three critical ways organizations can achieve 
performance and performance expectations. The first is showing constancy of purpose in 
supporting individuals and teams with the resources to accomplish their goals which sends a strong message of support. The second is giving team tasks enough priority.     
Perspective involves team members understanding the reasons behind their participation and how the team fits within the organization. Team members need to know not only where their team fits but how the team strategy fits in the whole scheme of plans and success goals, mission, goals, principles, vision, and values. iii. Dedication: This involves the 
willingness of team members to participate in the team and see their mission as necessary.               Visions must motivate employees to tell their ideas in ways that compel them to act. 
        The dream and direction of the team should go in such a way that other people want to share and follow because the leadership vision goes beyond written organizational mission statements to permeate the workplace and manifest in leaders' actions, beliefs, values, and goals. The direction and purpose of the vision should enhance the organization's peculiar strengths, culture, values, beliefs, and direction. Again, loyalty and care should be an
 example through the involvement of all employees, and the vision must be regularly 
communicated and shared. Employees must be motivated to outdo themselves. The vision should also inspire enthusiasm, belief, commitment, and excitement in organization 
members; and assist employees in believing they are part of something bigger than
 themselves and their daily work. For teams to succeed, members must work together
 effectively to achieve team goals. Team members develop relationships out of this
 commitment is significant in the success of team building. The level of dedication of team members is usually dependent on factors like team choice, belief in the importance of the team, team members feeling valued, challenge, excitement, and opportunity, as well as recognition. An appropriate environment for team success improves team performance and reduces dysfunctional behaviour.
       For example, investigating the following research question: the barriers to effective teamwork could clarify a few barriers that have decreased significant teams’ performance. A team not getting to the same point of view and agreement could decrease 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 analysed 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 be in charge of 
self-organized smaller teams. 
  Fundamental activities for successful teams are:
· providing support to others
· giving others the benefit of the doubt
· responding constructively to views expressed by others
· recognizing the achievement and interests of others
Management has indicated and established these activities to be important because they promote individual performance, boosting team and organization performance.
 A well-developed implementation is necessary to set up work teams in the given 
organizational 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 organizational context by management. How teamwork contributes to team effectiveness and performance can compromise teamwork components and processes.
 
     Team orientation refers to the team tasks and the attitudes of team members 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 into account 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 single-looped learning.
 

      Learning impacts cycle time and product success directly and has identified two central 
factors for learning; capturing knowledge and a behavior 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. describe behavioral markers such as anticipating and predicting other team members' needs. In addition, the team can identify changes in the team or task and implicitly adjust strategies as needed. Team Processes For understanding team processes in this study, we use the taxonomy developed by Marks et al. [16] through their extensive literature review. 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 almost 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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