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Summary
Based on Abdul's case study, this report comes to diagnose the issues found in his group and to recommend how Abdul can establish an effective team and what theoretical model could be applied. What sorts of roles are required to form a successful team? What influence does good collaboration have on team success? 
At the end of the report, it is presented the recommendations on how Abdul’s case study could be reversed to a successful team.
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[bookmark: _Toc89729586][bookmark: _Toc97072911]1 Introduction 

[bookmark: _1fob9te]On Abdul's case report he is put in charge of a new group project with 18 employees, but unexpectedly, his group is faced with a worldwide pandemic that affected the team performance due to the covid restrictions, leaving Abdul with failed project tasks deadlines with low efforts of support between the team members that led to many of the members to raise the will to resign from the project. 
This report will address the models of team development, which development models might be considered, and why a model of team development should be identified, explained, and justified for Abdul’s project.
Furthermore, an explanation of team roles and what responsibilities are required to form a cohesive and productive team, as well as what theories are associated with it and why it is necessary to consider team roles for this project.





    










[bookmark: _Toc97072912]2 How can Abdul develop an effective team and what theoretical model can be used?

To get to these themes we must check first a few points of view.

[bookmark: _Toc97072913]2.1 What defines a team? 

According to Salas et al. (2006, p504) definition of a team is ‘two or more people who interact, dynamically, interdependently, and adaptively toward a common and valued goal’
In the case of Abdul’s project, he was left with a group of 18 people that by Abdul’s standards for two months the team was getting positive results until the start of the country Covid restrictions. 
Then later he finds himself with several complaints about targets not getting met due to lack of commitment or communication from several group members. 
Agreeing to Driskell et al. (2008), the fundamental requirements of high levels of interaction between team members is essential to become an effective team so Abdul needs to find a solution for the lack of communication engagement between certain team members.

[bookmark: _Toc97072914]2.2 What contributes to effective teamwork?

As per Salas, et al. (2005) there are five core components for effective teamwork.
· Leadership - The ability to coordinate activities of other team members, develop the team performance, assess team knowledge and skills, motivate team members, have a good sense of planning, organization and establish a positive relationship between the team members.

· Mutual Performance Monitoring - The capacity to use task-specific techniques create a shared knowledge of the team environment. This involves comprehension of team members' workload, exhaustion, stress, skills, and the team's surroundings. (McIntyre and Salas (1995).

· Backup Behaviour - The capacity of a person to anticipate the demands of other team members through understanding their tasks.

· Adaptability - The ability to change team plans and actions based on gained knowledge of the environment through the use of prudent behaviour and the reallocation of skills within the team.


· Team Orientation - An attitude defined by an attention to considering other people's behaviour during group interactions, as well as highlighting the importance of team goals over member goals.

We conclude, that when it comes to leadership roles, as others have (Hinsz, Tindale, & Vollrath, 1997; Zaccaro et al., 2001), as team leaders empower team success not just by organising and combining the unique contributions of each team member, but also by ensuring that everyone on the team understands their connection and the benefits of working together.

[bookmark: _Toc97072915]2.3 Which team development model could be considered in Abdul’s case and why? 

For Abdul’s case, it would be more appropriate to use Wheelan’s, (2009) model arranged in four stages.
· Stage 1 Dependency and Inclusion
Characterised by members' dependency on the designed leader about safety, concerns or feelings included in the group.
The group development may manifest itself as members' compliance with the plans proposed by the leader.
Members also wait for the leader to make decisions and in fact members urge the leader to take charge and tell them what to do.

· Stage 2 Counter-dependency and Fighting
Characterised by the group seeking to free itself from its dependency of the leader and members fight about group goals, procedures and conflict is an inevitable part of this process.
The group’s task at this stage is to develop a unified set of goals, values and operational procedures. This task usually generates conflict. Task conflict is necessary for trust establishment and a climate in which members feel free to disagree with others.
Some groups remain stuck in this development stage due to interpersonal conflict or revert to Stage 1 with the leader dependency.

· Stage 3 Trust and Structure
Characterised by trust and structure. If the group manages to get through the conflicts of Stage 2, members' trust, commitment to the team and willingness to cooperate increase.
Communication becomes more open and task-oriented and less focused on power, status or influence.
At this stage, the leader becomes less directive and more consultive.

· Stage 4 Work
Characterised by work, at this stage, the group has become a high performing team that has resolved conflicts and is focused on task accomplishment. (Morgan, et al. 2017).
Although some work occurs at every stage of the development stages, the quality of work increases significantly during this stage.
Many teams in the workplace never reach this stage.
The Abdul’s case scenario we can see that the group passed already from Stage 1 duelling with the failed project tasks on Stage 2 where Abdul faces lack of group members cooperation, complaints, with members frightening to resign from the project and at this stage the group is about to reverse back to Wheelan’s Stage 1 if Abdul does not take any measure to reverse the situation and lead the group to the Stage 3.
Although we have several team development models to be considered like the most common one used the Tuckman’s, (1965) model brought by Tuckman himself in 1965 or even the Gersick, (1988) model that instead of making use of stages uses phases compared to Tuckman’s model, we do have a great array of choices but for the Abdul case, it would be more appropriate to use the Wheelan’s model that it is composed of four stages as the Abdul group is already in Stage 2 of Wheelan’s, (2009) model.
[bookmark: _Toc97072916]3 Team Roles
	To take on the role to manage a team to its planned task or tasks is essential to focus on the roles played inside the team to make it succeed, so let us speak about the needed team roles in three points, as Morgan, (2017) remarked, the combination between personalities of individuals in a team said by Belbin, (2010) and others that the roles of each team individual may grant improvement or destabilise the capacity for the team task success. 

[bookmark: _Toc97072917]3.1 What roles are needed to create a cohesive and effective team? 

	Making use of the Belbin’s, (2010) team roles theory, we can recognise nine key team roles separated by three main groups.
[image: ]                                                                                                                        	    (Belbin’s, 2010)


[bookmark: _Toc97072918]3.2 What are the theories relating to this? 
The theories behind Belbin’s, (2010) team roles led us to a point of view that some of the roles are moderative or control active and others roles much less so. As Eisenhardt et al. (1997) relate that behind effective management team decisions it needs to be based on a balanced power structure to work.

[bookmark: _Toc97072919]3.3 Why is it important to consider team roles when recruiting new staff? 
Each role plays an important assignment that needs to be well-coordinated, blended and implemented with a well effective team member role so the team can blend diverse skills and perspectives and therefore, they could accomplish their goal or goals effectively.

[bookmark: _Toc97072920]4 Discussion
Several characteristics essential for effective cooperation have been identified via research.
Many of these characteristics have been repeatedly recognised in the literature. The following is an overview of the successful traits required for good teamwork:
· Commitment to team success and shared objectives - Team members are dedicated to the team's success and their project's shared goals. Effective teams are engaged, motivated, and pursue excellence.
· Interdependence - teams must establish an atmosphere in which they may offer significantly more as a group than as an individual. A good interdependent team structure gets the best in everyone, allowing the team to reach its targets at a much higher level (Johnson & Johnson, 1995, 1999). Individuals contribute to strengthening their team members to accomplish, develop, and grow.
· Interpersonal skills - would include the capacity to freely address difficulties with team members, to be transparent, reliable, and collaborative, show consideration, dedication to the team and its members.
· Open communication and positive feedback - proactively hearing team members' problems, wants, appreciating, help to build a productive atmosphere. Team members must be prepared to provide and take constructive feedback. (Anon, 2012)
· Appropriate team composition - is critical in building a successful team. Team members must be completely aware of their unique team function and grasp what's expected of team and project achievements.
· Commitment to team processes, leadership, and accountability - team members must accept responsibility for their commitments to the project. They must be informed on team processes, methodologies, and innovative ideas. Team success requires leadership, which includes collaborative selection and problem-solving. Effective people are engaged, motivated, and pursue excellence.


[bookmark: _Toc97072921]4.1 What type of impact can effective teamwork have on team success

When individuals can create a positive relationship with one another, they have an impact on the working relationship influence.
For a good connection to be productive and have an impact on the team's performance, each member must have benefits and the will that contribute to the team's overall success.
All the team members must work together to complete the delayed task goals so they can close the community event with success. (Bandura 1991; Campion, et al. 1993).
Teamwork is a precise organizational measurement that demonstrates a variety of characteristics in various types of companies, including non-profits. (Abbas, 2021).
Abdul’s scenario needs to take into consideration what makes effective teamwork to be able to invert the situation of his team and start to work those methods in favour of the project's success.

[bookmark: _Toc97072922]4.2 What are the barriers to effective teamwork identified in this scenario

When team members do not collaborate, this is referred to as poor teamwork. There are several examples of ineffective collaboration, such as:
· Management and other staff members show a lack of enthusiasm.
· Poor communications.
· A lack of dedication.
· Interpersonal dispute and blaming another
· There are no set goals.
· Lack of faith in leadership, as well as an inability to connect, etc.
According to Cameron,2009)The team leader's coordination, clarity of position, experience, planning, management, and decisiveness have been stated as being of crucial relevance.
In the Abdul case, there is a clear difficulty between the team members to complete project tasks, lack of communication, deficiency of support between team members and risk of staff resignment due to project frustration.
The situation of Abdul's team resembles a situation that I went through when my department had a very deficient performance due to the absence of our manager caused by sick leave.
The lack of direction from the manager during that phase made us go through a moment of disagreement between the team members and led to many of my colleagues becoming purposely absent and the ones that showed up to work would be overloaded with patient care needs. 



[bookmark: _Toc97072923]5 Conclusion and recommendations

Overall, to build a successful work team and achieve Abdul's goals, you must be a competent leader.
 This requires improved communication, providing essential support to the team, and seeking assistance in areas where the team is weak (emails, etc).
Motivate the team by providing constructive criticism and assisting in areas where they are unable to assist.
The manager may also inspire the team by going out in groups (meals, walks, marathons, etc.) so that there is a social moment away from work but with the team.
One of the reasons why organisations maintain their employees is because they have a leader that listens to them and supports them, allowing them to form a great team.
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