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Introduction
Teams and teamwork help to promote deep learning that occurs through interaction, problem solving, dialogue, cooperation and collaboration (Johnson & Johnson, 1995).
Some teams are productive and successful, and some teams are ineffective, why? What measures or credits are required for a positive result? Learning and practise from past experiences has seen open ended learning that incorporates collaboration of its participants. There is a need for identifying a framework that can help promote effective teamwork. There are some restrictions from this case study, due to the recent pandemic. Abdul failed to structure his team, instead of contacting each collaborator as a group, there are available technologies where Abdul could have utilised his management more effectively by, organising the team with the right communication within his community. This report will identify an assortment of possibilities that is considered necessary for a teamwork’s success. This will cover how the students from (UWTSD) University Wales Trinity Saint David will have a wider vison on effective teamwork and its hurdles. Leaning from Abdul’s mistakes from what he encountered. What kind of actions to anticipate and opt for, and how to approach key organizational results [4,5] (RIISLA, et al,.2021.)
These learning designs promote the construction of knowledge as they are embedded in a social experience with a team environment. (Vygotsky, 1978) Effective team working and communications decipher on how Abdul can develop, using a theoretical model and some analysing and looking for a positive outcome. The types of duties that are needed to produce an effective team. Presenting a variety of roles, that are required to create a positive outcome for a successful team that could have a competent functionality, it is essential and beneficial for a productive team’s victory. Exploring what type of impact can effective teamworking have on a team's success. (Chen, 2019).



Main Body
Effective Teams
· [bookmark: _Hlk98595155]Barriers to effective teamwork/team management issues: The term “bottom line mentality” refers to the most important part of a business, which is the profit and loss in numbers/ money. The bottom line can also interpret predominantly “whatever is worth taking note of “in that phase, while other parts get tossed out. Many studies according to (Riisla (et al. 2021) presumed that leaders with high in BLM can become preoccupied with profit gains to dividends and interests. It is frequently assumed that leaders soaring in BLM consume themselves with their personal successes. This in turn could be unsympathetic to their colleague’s. The team leader is looking for results focusing only on the outcome and not the journey. Other values can be disregarded, no moral values and setting boundaries can have an ineffective team.

· Cohort conflict: Many investigations researching the body of BLM have argued that team leaders can get engrossed on the result of the bottom-line mentality, things can become defective. Toxic climates can rare its head, which can have negative consequences. There can be an abuse of power along with destructive people skills and negative body language to say the least. (Riisla (et al. 2021)


· Communication disadvantage’s: The argument is, to have an effective team where support and trust is built through having a competent leader. One who can confidently bring their team together. A leader who is not afraid of obstacles, respected by their colleagues who are about to embark on a project and situations work against a project like Abdul’s work effectively. (N. Violeta, and P. Sigita, 2009) Group task roles involve the communication function necessary for a group to accomplish its task, whether it is decision-making, problem solving, information exchange or conflict resolution.





Cognitive diversity to team outcomes

· Conflict resolution: Depending on the team leader, simplifying conflict resolution, makes the leader to be objective and becomes an expert in diversity. Encouraging the
team to collaborate in team activities, especially with what the world had just experienced with the pandemic. Great communication is the key to simplify most problem solving in any given team. Motivating and encouraging your team can relax members and they become more open and efficient in their common goals. Teams can look forward to online meetings because everyone is so relaxed with each other. Targets and goals can then be attained. Navigation to tasks between the teams will be more effective. There are effective communication tools such as Microsoft Teams, Zoom, WhatsApp etc. Making stringent team meetings means team members connect with each other more and build a great support network. Encouragement from the team leader to organise group activities is the beginning to a successful team.
(Gratton & Erickson, 2007) argues that “Technology has made it a lot more accessible to invite even the remotest of members.
Van Der Vegt, Bunderson, and Oosterhof (2006), argued that cognitive diversity exists in many forms and is a natural characteristic of any team. Recently, called attention to the distinction between two types of task-related cognitive diversity. The first is expertise diversity, which is a variation within the team in the “types of knowledge, skills, and capabilities team members possess as a result of education, experience, and natural ability” (Dahlin, Weingart, & Hinds, (2005); Van Der Vegt et al., (2006), 
The Footprint on effective team working can bring:
· Team working can have an exceptional impact on a company or organisation where members which can support one another and contribute to the success of a team.
(Mac Wolfe, 2017).



Lack of organisational skills and time management: 
· Making a late appearance to meetings at work can have adverse results on professional relationships, notwithstanding the commonness of this type of conduct. 
· Companies and managers must uplift and inspire all meeting attendees to get to their meetings on time. This encourages good time management that could be part of their code of conduct. 
· The bleak consequence of lateness looks bad on the whole company especially management. 
· Team members naturally know they must set a stage of excellence to be taken into account of punctuality and discipline. 
Undersized investigation has scrutinized the behaviour of lateness to meetings. Supporting evidence suggests that people who work are inclined to respond negatively when meetings start late, for the most part if the delay was a result of a person not coming on time. (Rogelberg et al., 2014).
The types of roles that are needed to create a cohesive and effective team.
The 9 Team Roles created by Meredith Belbin.
· Resource investigator: This role is for people who are outgoing and very sociable. They are confident and quick thinkers and great communicators. Their skill is probing others for information. They make acquaintances that are effective for what they seek.
· Team worker: This type of person has leading skills and makes sure their team has clear objectives and that the group members are engaged with the task ahead. Has challenging skills with a drive to match, is friendly and outgoing. They are also known as doers and encourages and takes on practical tasks. A team worker is also very supportive and comes up with great ideas.
· Coordinator:  A good communicator with exceptional interpersonal skills, capable of maintaining strong relationships. Ferocious analytical and problem-solving skills. Possesses team management and leadership skills. (Mindtools.com)
· Plant: This individual is an innovator, who comes up with new ideas and approaches. They thrive on praise, but criticism is quite challenging for them to deal with. They are often introverted and prefer to work apart from a team.
· Monitor evaluator: Are often described as serious and prudent. They are the ones who are anxious to ensure the consequences of any decision are fully thought through. They are great critical thinkers and enjoy analysing problems and evaluating ideas. 
· Specialist: These individuals have an in-depth knowledge in their field, they like to contribute to one area of expertise. Specialists follow the pattern of all the thought orientated team roles in that they work better alone than in a group. Although they work alone, they are still a very valuable part of a team.  
· Shaper: This person is the team member who drives the team forward. They are action orientated, motivating themselves and others despite any issues that may arise. They are natural leaders, they do well in management roles. When a crisis occurs, they are quick to find a solution.
· Implementer: Are also action orientated team members, and they maintain order in their environments.  
· Completer finisher: The last of the action orientated team roles are the completer finishers. True to their name, completer finisher are heads down the individuals who notice the fine details, the small print and are perfectionists. They are also introverted but valuable in work environments because they push teams to produce high quality of work. (Asana.com,2021).








Bruce Tuckman’s Theory

Bruce Tuckman was a psychologist who came up with this model in 1965, which argued that, in the conduct and growth and blossoming of a team. Tuckman’s model which helps to explain about what teams typically goes through. A team that shows the connection between individuals that do not know each other but come together as complete strangers and becoming cohesive in a high-performance team. Tuckman’s theory divulges the many stages of a development, such as capability, maturity and conflicts. We can learn to diminish the difficulties that may arise from Tuckman’s model. There are 5 stages to his theory, Forming, Storming, Norming, Performing, Adjourning. Its not difficult to forget, its sounds rhythmical. Let’s examine the types of conducts or behaviours.
1. Forming: A period of orientation and people getting to know one another. Some will be nervous or anxious. Many also wouldn’t understand what the team will be doing. Uncertainty will be high. There will be people who are excited about what’s about to happen. The leader in this stage will play the dominant role. The new team members will accept whatever power of authority is offered. At this point, members are concerned about what’s expected of them. What behaviour is acceptable. During the forming stage, the team leader should provide time for members to get acquainted. Encouragement of participation to the team from the team leader for the members to engage with one another in informal discussions “breaking the ice”.

2. Storming: During this stage, you start to see individual people’s personalities start to appear. Members become more assertive in clarifying what their duties will be. This stage is also marked by conflict and maybe disagreements over the perception of the teams’ goals or how to achieve these goals. You may also see signs of teams beginning to compete with one another for positions. Possible alliances of groups or smaller subgroups based on common interests etc. Sometimes conflict can be a positive thing, because being able to work through unpredictability and conflicting perceptions about team task goals, may achieve a better outcome for the team. A good team leader will know how to disassemble the situation with the right guidance.

3. Norming: The third stage in this model is the norming stage. During this period, conflict is resolved. Members learn and adjust to each other and begin to understand each other’s differences. They know each other a little bit more and can embrace their roles and acknowledge each other. The team now knows who’s in charge of what and there seems to be a more team cohesion. They begin to innovate and enhance creative ways of solving issues. Using their initiative on building great professional relationships with their teammates. A unity withing the team has begun.


4. Performing: We look at the performing stage now, during this phase, the team members are now committed to the mission. The team’s unity coordinates more with each other. They now handle disagreements in a more constructive way and mature way. Even if there are members that do not like each other, for their group, they can come together and brainstorm. A good leader will encourage/inspire and from team members great efforts of accomplishments, will be given incentives or rewards. 

5. Adjourning: The concluding stage to this model, the team leader can focus on the achievements of the team. Performance is no longer a top priority, time to wind down. The team is no longer needed. It can be quite uncomfortable because they have built good friendships. It could become quite depressing for some members knowing the group is ending, there could be uncertainties for some. A good team leader may organise a celebration or reward for the team’s success to end the project on a positive conclusion.






Conclusion
The above report is concluded that there can be no doubt that this report on Effective teams is a focal point in business. All team members carry weight and work towards the same goal. Its about collaborating and great communication. Working together as a team brings accountability and structure. This can be integrated by using the Tuckman’s model. The productivity of the team using Belbin’s theory that she created be of service to any team. Having a great team surrounding you, not only helps you but also keeps you grounded and focused. Most importantly it provides you with a strong support network.
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