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Introduction

Understanding what effective teamwork is, why is it important and beneficial to health and social care. It is well acknowledged that efficient collaboration between experts working in the healthcare industry is one of the most important factors contributing to both the safety of patients and the quality of care they receive. An efficient healthcare team has members who respect each other, has the same goals and objectives, has a competent team leader, interacts in an efficient and effective manner, is united, and has shared aims and objectives.
A team is considered as a group of individuals that undertake interdependent duties in order to fulfil a specific objective or goal (American Society for Quality, 2022). Both collaboration and coordination need colleagues to work with each other in order to effectively address a problem. Collaboration can be characterised as respect and friendliness amongst colleagues, while coordination enables members of a team to work together (Manser, 2009).

Characteristics of effective teamwork

A common goal
-One essential component of productive collaboration is the existence of a shared objective; members of the team exchange ideas with one another and arrive at a consensus after engaging in discussions and receiving clarifications regarding the issues at hand.
-A goal that is too ambitious can never be completed to one's satisfaction. Goals that are ambitious have grandiose results and can be approached in a variety of ways. These different ways of approaching the problem will be argued inside the group, which will cause disagreement.

Open communication
-One of the keys to productive teamwork is clear and open communication. In the same sense as the common objective, all communication ought to be kept simple and be distributed equally among the team members.
-The objective might be accomplished in the end even if communication is poor but getting there will be a frustrating and confusing process marked by unnecessary repetition of work.

Team roles
-It's possible to divide a team into three distinct roles: leaders, strategists, and workers. It's possible that each member of the team can fulfil the requirements of more than one role.

Time management
-The amount of time it takes to solve a problem is quite essential, particularly when working in a group because more people are depending on your rapidity and effectiveness.
-In a nursing home, time is of the utmost importance because even one second can make the difference between life and death.

Practical problem solving 
-The root of the issue needs to be recognised and analysed for the very first time. The members of the team need to collaborate in order to generate ideas and find solutions.

Bonding 
-The productivity of a group is directly proportional to the degree to which its members like their work and cooperate effectively.
-The method that is taken by the groups that are formed by colleagues makes it easier to find solutions to problems because it facilitates communication and increases members' levels of expertise.


Characteristics of effective teams

-Effective cooperation is what drives the success of organisations.
-In any environment, the chemistry of the people you work with is the single most significant factor, regardless of the field.
-The level of participation of members as well as the calibre of those members, in comparison to the overall number of members, is very crucial.

Models of team development

As it relates to the Pelsall Hall Care Home, the new manager Steve Brookes notes that there is a hardworking team, but they don't really pull together, which can sometimes lead to misunderstandings. It is important to take into account Tuckman's Model since in stage two the employees start to share their feelings, their viewpoint will matter, and it will be welcomed rather than criticised. If this occurs, the Tuckman's Model should be considered.
The next stage in the formation of a team is called "storming." The members of the team are beginning to develop trust in one another at this point. It is also possible for there to be disagreements as a result of differences in personality, rivalries, or misunderstandings. At this point, the contributions of the members of the team are required in order to overcome the challenges and embrace the many notions related to the responsibilities of each individual (Pasleau, 2017).
In the year 1965, Bruce Tuckman developed a model for a team that, along with the other three models Forming, Norming, and Performing, goes through the process of entering the rain. According to Tuckman, it is essential for the team to develop, take on new difficulties, investigate possible solutions, and ultimately accomplish their goals.
At this point in the process, members of the group are beginning to feel more at ease expressing their thoughts, which may lead to disagreements within the group. However, the fact that everyone works in their own unique way and has their own approach can occasionally lead to personality clashes and interfere with the way the team accomplishes its tasks. Whenever members of a team are involved in a disagreement, there is a chance that they will lose their claim and their motivation for their task. During times of crisis, conflict resolution may be a common objective for working teams; nevertheless, conflict management is generally what has to be prioritised. 
Storming behaviours include authority, opposition to opinion and improvements, a bad attitude towards the team, external variables and company culture, competitiveness, support and training, and reluctance to completing tasks.
If the manager is unable to keep the situation under control, this stage has the potential to become exceedingly destructive, which will have a negative impact on motivation. A team that is able to overcome disagreements and include a variety of perspectives can become more powerful and productive when working together. This phase is essential to the development of the team in order to ensure their success. It may take as many as three or four meetings to get to this stage if it has already passed the knowledge and training phase.

The Gersick model is better suited to the task dimension than other competing models. In a study that was carried out by Gersick (1988), it was shown that eight naturally occurring teams were unable to complete their tasks. The data also revealed that the progression of groups was prompted more by members' knowledge of time and deadlines than by completion of an absolute amount of work in a particular developmental stage. This was evidenced by the fact that the findings were presented in the following way. In this study, the authors present a new model of group evolution that takes into account not only the timing but also the mechanism of change, in addition to the dynamic links that groups have with the setting in which they exist.
The manager of the Pelsall Hall care home made the observation that the team works diligently.  The Gersick model is not the most appropriate model to be applied. Instead, Tuckman model might be more appropriate because it focuses more on the relationship and communication between staff members, which might result in better outcomes.

Meridith Belbin proposed that for a team to be effective, there must be a balance between personalities and roles (Belbin, 2016). There are nine roles categorised into three groups.
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When hiring new workers, it is essential to take into account the roles that will be filled on the team. figuring out which talents are required to finish the job is the first step. After that, it is necessary to analyse how the personality mix might have an effect on the performance of the team, as well as how gender and age diversity, and cultural diversity will impact the effectiveness and processes of the team (West, 2012).

Discussion 

The structure of a health care team might vary greatly, and the way in which it is led will change depending on the requirements of its members (Husting, 1996). It is essential to have a solid understanding of the elements that comprise effective teamwork, including organisational structure, individual participation, and team processes. There is a correlation between the staff's ability to collaborate and the outcomes for patients (O'connor, et al., 2016). Collaborating with one another and showing respect for one another are essential components of good patient care (Manojlovich, 2014).
The organisational structure should have a specific objective, well-defined tasks, well-defined responsibilities, pertinent members and leadership, and sufficient resources. The individual's contribution needs to include things like self-awareness, trust, commitment, and the ability to be adaptable. Communication, coordination, decision making, and performance feedback should all be included in the process that the team goes through. It is necessary for management styles to be clear and suitable to the phase of development that the team is currently in. In an ideal scenario, the leader of the team should possess the requisite skills, and each member of the team should have a role that is well-defined.
Teams are more effective when they have the fewest individuals necessary to fulfil their objective, and the composition of teams should be explained on a regular basis in response to the requirements of individual patients (Mickan and Rodger, 2000).
Each member of the team is responsible for recognising and appreciating the importance of their own contributions to the group. When individuals have adequate self-awareness, they are better able to trust and value the contributions made by their colleagues. Individuals have a better understanding of the advantages of working together as a team when they are confident in the necessity for all of the team members. The strength of an effective team comes from dedication throughout time.

Conclusion 
Every individual in the healthcare industry ought to have access to continuous training as well as support for the development of teamwork and relationships (Headrick, Wilcock & Batalden,1998). The effectiveness of a team increases when all of its members work together cohesively, collectively make choices, and successfully manage disagreement. Regular feedback and acknowledgement of individuals' and the team's collective efforts towards achieving the goals of the group is essential to both. In conclusion, it is necessary to construct and continue to maintain efficient teams in order to make the most of the specialised skills of healthcare practitioners to fulfil the complicated requirements of patients. If understanding about the most essential aspects of effective cooperation in care environments is present, then educational opportunities can be used to stimulate the development and effectiveness of health providers. The coordinated efforts of efficient healthcare teams will, in the end, lead to improvements in the quality of treatment provided to patients. Interprofessional collaboration is becoming significantly vital to the delivery of safe and effective patient care as a result of changes in the working setting as well as the manner in which care is provided. This trend is expected to continue in the coming years.
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Belbin Team Roles

Resource Investigator

Strengths: Outgoing, enthusiastic.
Explores opportunities and develops
contacts.

Allowable weaknesses: Might be
over optimistic, and can lose interest
once the initial enthusiasm has
passed.

Teamworker

Strengths: Co-operative, perceptive
and diplomatic. Listens and averts
friction.

Allowable weaknesses: Can be
indecisive in crunch situations and
tends to avoid confrontation.

Plant

Strengths: Creative, imaginative,
free-thinking, generates ideas and
solves difficult problems.
Allowable weaknesses: Might
ignore incidentals, and may be too
preoccupied to communicate
effectively.

Monitor Evaluator

Strengths: Sober, strategic and
discerning. Sees all the options and
judges accurately.

Allowable weaknesses: Sometimes
lacks the drive and ability to inspire
others and can be overly critical.

Co-ordinator

Strengths: Mature, confident,
identifies talent. Clarifies goals.
Allowable weaknesses: Can be seen
as manipulative and might offload
their own share of the work.

Specialist

Strengths: Single-minded, self-
starting and dedicated. They provide
specialist knowledge and skills.
Allowable weaknesses: Tends to
contribute on a narrow front and can
dwell on the technicalities.

Shaper

Strengths: Challenging, dynamic,
thrives on pressure. Has the drive and
courage to overcome obstacles.
Allowable weaknesses: Can be
prone to provocation, and may
sometimes offend people's feelings.

Implementer

Strengths: Practical, reliable,
efficient. Turns ideas into actions and
organises work to be done.
Allowable weaknesses: Can be a bit
inflexible and slow to respond to new
possibilities.

Completer Finisher

Strengths: Painstaking,
corsEientions, cmdeue. Searehas eui:
errors. Polishes and perfects.
Allowable weaknesses: Can be
inclined to worry unduly, and
reluctant to delegate.





