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This report discusses the Trinity Social Care Home case study that focuses on the potential conflicts and issues resulted from differences between a highly diverse team. Based on extensive research, the report highlights the need for inclusive practices as to benefit from the opportunities presented by diversity and to minimise the problems created by differences in overall staff background. The concept of inclusion is therefore a primary area of focus, from discussing the impact of effective teamwork to barriers and supportive roles. 
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[bookmark: _Toc85718777]Introduction 
This report seeks to assess the overall concept of an effective team by focusing on the Trinity Social Care Home case study. The case study recognises the benefits of a diverse team, however it highly emphasises the risks and threats it can present to the business. As such, the report is comprised of applicable theories and knowledge in terms of developing an effective team and the impact it may present to the health and social care environment. Moreover, the barriers to effective teamwork are presented alongside an overview of roles that can support the development of a cohesive and effective team. 
West (2012) defines effective team work as the collaborative effort to achieve shared goals based on problem solving abilities, decision making, interpersonal skills and decision making. In other words, the members of the team must be able to discuss opinions, address conflicts, build upon strengths, minimise overall weaknesses and finally, to work through potential differences. 
[bookmark: _Toc85718778]Developing an Effective Team at Trinity Social Care Home

Garman and Corrigan (1998) argues that the presence of a diverse workforce is obsolete in terms of its benefits if organisations are unable to deliver an inclusive environment. This is because, without behaviours that are inclusive and based on belonging, the employees recruited to develop effective team work throughout all levels of a business will face a high volume of complex barriers. Consequently, in order to develop an effective team, the notion of inclusivity must be embedded within Trinity Social Care Home’s missions, its values, goals and vision. To illustrate, if one of the brands objectives is to expand at a global scale, management must focus on ensuring employees adopt a global mindset in the current diverse environment. 
In addition, Holvino, Ferdman and Merrill-Sands (2004) determine that diversity and inclusion meetings and seminars that are held regularly, with a clear agenda and opportunity for discussion, can enable the workforce that belongs to an underrepresented group to share their ideas, perspectives and stories. To further the development of effective group work and to minimise bias, external experts can similarly be invited to discuss during more in-depth seminars. 
As a UK-based organisation, Trinity Social Care Home must also consider the implementation of celebrations for occasions that are important to the underrepresented workforce. Some examples may include Blackout Tuesday, Pride Month or a week of mental health awareness among others. This similarly relates to the development of policies that address discrimination and equal opportunities. 
For the purpose of building an effective team, employees must feel valued regardless of their age, gender, background, and experience or demographic. If, on the other hand, staff members are identifying that management is solely seeking to build a diverse and effective team solely to improve the brand’s image from a Corporate Social Responsibility perspective, further threats and risks are highly probable. Here, an employee appreciation/recognition program is critical for Trinity Social Care Home.
Gou, Su and Ahlstrom (2016) state that a recognition strategy must be implemented for the entire workforce, regardless of the level of seniority or department. The authors further state that, at present, only 25% of organisations worldwide provide regular recognition and 34% provide inclusive recognition. Considering the current global workforce and the increasing level of diversity within corporations, this number can significantly be improved upon. Equal to the importance of the strategy is its friction with current operations within the care home. As such, management must plan, identify, implement and monitor a program that meets the needs of the business and of the workforce. 
[bookmark: _Toc85718779]The Impact of Effective Team Working 
Effective team work, in and outside the heath and care sector, contributes to the morale of the workforce and creates a sense of loyalty based on a positive outlook (Kumari, Usmani and Hussain, 2014). As teams are able to work collaboratively and as a consequence to achieve the desired results within the desired timescale, strong relationships are developed. This overall positivity can create value within the company culture and its ability to provide the required care. 
West (2012) emphasises on the importance of responsibility and a sense of ownership within the health and care environment due to the direct impact the workforce presents to the quality of life of the target market. When the entire organisation feels engaged and is able to contribute to the overall success of the business while supporting each other to achieve a desired objective, an all-encompassing sense of accomplishment is developed. As such, belonging to an effective team that can consistently deliver quality results drives a sense of success and therefore collective responsibility. 
Due to the nature of effective team work and its dependency on complementary skills, employees are able to capitalise on their strengths and to minimise or avoid the surfacing of their weaknesses. This is especially critical in a diverse team that benefits from a high volume of capabilities and expertise. 
Upon the increased changing rate of clinical care and the health environment, employees within the sector are required to adapt efficiently and hence, to learn new methods for success. According to Valentine, Nembhard and Edmondson (2015), factors such as aging populations, cancer, increase in diabetes and heart disease have led to staff being required to adopt a multidisciplinary strategy in terms of providing care. This level of effectiveness is critical to managing patients that may present multiple needs. 
Finally, research conducted throughout the past ten years has led to an understanding that effective team work translates in a minimised volume of errors and therefore, the safety of patients is significantly improved (Miller and Freeman, 2004). A similarly impactful element is the fact that team work is recognise to reduce problems related to burnout. While historically a patient may have been the responsibility of one employee, today an entire team is responsible for their wellbeing. Overall, effective teams are able to address the risks of hierarchy in care and of centralised power in order to provide more leverage to the workforce.
[bookmark: _Toc85718780]Barriers 
A review of barriers to effective team work is presented as per Bennis (1956) below:
1. Some individuals may be required to provide greater input in terms of effort due to team members not fulfilling their allocated responsibilities. This leads to a negative cycle as it can translate into internal resentment and therefore it can affect the effectiveness of the team. The authors argue that a root cause of this barrier is the inability to develop clear accountability expectations for all team members and their involvement within the group. 
2. Large teams in particular are at risk of being largely influenced by a set number of individuals that tend to dominate the group. This barrier is a result of differentiating abilities, differences in rank or personalities. Regardless of the cause, the risk of team members feeling excluded and unengaged is increased – hence efforts are reduced. 
3. Effective team work implies a degree of trust and confidence in the fact that the team at large is focused on a shared objective/mission. If this belief is not fostered from the forming stage, team members are at risk of feeling uncomfortable in terms of voicing their opinions and ideas with the larger group. This can similarly be the cause for misunderstandings and lack of communication on which effectiveness is highly dependent on. 
4. Conflict is often recognised as an unavoidable event in organisations. Working collaboratively within a diverse team can lead to conflicts that are beneficial to the group in terms of driving progress and addressing potential frustrations. Nevertheless, some conflicts can critically affect progress and cause inefficiencies in terms of achieving the overall objective. 
5. The formation of a team must be extensively strategised and analysed in order to ensure team members benefit from the collaboration and complementary skills required for optimal success. If this is enables, conflicts are minimised or easier to address. On the other hand, the formation of a team based on a lack of knowledge and team working skills will present further barriers to effectiveness. 
An additional barrier to effective teamwork can be the size of the team, its scope and potential deadlines. For example, complex tasks that must be completed in an urgent matter often require the attention of a larger team. Comparatively, involving a high volume of employees in a simple process can lead to confusion, non-value adding steps and conflict (Weller, Boyd and Cumin, 2014).
[bookmark: _Toc85718781]Roles for Development of a Cohesive and Effective Team at Trinity Social Care Home
Based on the aspects discussed above, valuable roles within Trinity Social Care Home would be represented by a Diversity Coach and Mentoring Partners. Both of these roles are aimed at driving improvements in terms of capitalising on the benefits provided by diversity, minimising risks and training the workforce to collaborate effectively. 
[bookmark: _Toc85718782]Diversity Coach
A Diversity Coach operates on the basis of three goals. According to Passmore and Law (2009), the primary goal is to identify the root cause of current problems. Because inclusions issues can be the result of personality conflicts, management styles or simply, lack of communication, managers and employees alike gain a greater listening ability when unconscious biases are recognised. As such, a Diversity Coach seeks to raise empowering questions and to help the workforce in implementing effective solutions to risks and threats. A second goal is the coach managers to become more aware and to adopt an objective perspective. This consists of supporting the identification of subtle cues, the development of a framework for compassionate and calm responses and dispassionate communication (i.e. eliminating religion, values, previous experiences and general worldviews). The third and final goal is to coach managers to set an example for employees. This element is the most difficult one due to the fact that it seeks to improve individuals within their core towards an inclusive attitude and towards effective techniques. 
[bookmark: _Toc85718783]Mentoring Partners
Mentoring, at its essence, supports the process of learning among groups and individuals (Baugh and Fagenson-Eland, 2007). The mentoring function requires a senior executive approach to supporting the development of employees towards their harmonious integration within teams. A Mentoring Partner at Trinity Social Care Home would be able to speak and meet frequently with the workforce in order to share experiences and to provide impartial advice. Moreover, the mentor can often act as a sounding board that critically minimises the potential for conflicts.
[bookmark: _Toc85718784]Conclusion 

Trinity Social Care Home’s current problems are a clear consequence of the inability to appropriately manage a diverse team and as such, the desired effectiveness is not achieved within teams. As per this report, a critical element of improving effectiveness within diverse teams is the implementation of inclusive practices. Consequently, the business must evaluate the impact of effectiveness in team work, hence its importance, its barriers, approaches to development as well as the acquisition of experts to deliver on the set effectiveness improvement goals. 
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