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This in-depth team report explores strategies to improve team performance and employee wellbeing in the National Health Service (NHS) organisation. Using Tuckman’s team development model, we assess current team management and staff wellbeing in the NHS, identifying strengths and areas for improvement. Based on empirical findings and relevant group theories this report makes recommendations to optimize group dynamics and staff wellbeing in the NHS.
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The NHS, the cornerstone of UK healthcare, faces a critical challenge to improve team performance and staff wellbeing, this is due to many reasons but a big one is ‘the backlog of both physical and mental healthcare that the pandemic has caused’ according to Ham (2020). The aim of this report is to assess NHS and current practice considering Tuckman et al’s group development model and other relevant group theories. By analysing their current approach and making recommendations, our group aims to improve the NHS's ability to deliver quality healthcare while promoting personal satisfaction and productivity.
In the world of healthcare, the National Health Service (NHS) in the United Kingdom is among the biggest and most intricate institutions. To guarantee excellent patient care, staff satisfaction, and overall organizational success the NHS must effectively manage group effectiveness and employee wellbeing, Hall et al. (2016) found a ‘significant association between burnout and patient safety’ so employee well-being is directly linked to the quality of care provided by the NHS. This group report will focus on the NHS's current approach to group effectiveness and employee wellbeing, identifying strengths and areas for improvement. 
The NHS's strength lies in its promotion of goal-oriented care and collaboration among healthcare professionals. This guarantees that groups collaborate harmoniously to accomplish goals and provide superior medical care. The NHS is excellent at forming teams, but there is room for improvement when it comes to encouraging more proactive engagement and communication among team members. 
For example, it is excellent at creating teams with distinct goals and roles. Members of the team feel more united and purposeful when there is a clear structure in place as ‘teams with the right mix of members and optimally designed tasks’ promote good teamwork and positive dynamics according to Haas and Mortensen (2016), which guarantees that everyone is on the same page regarding duties and goals. 
Another tool to achieve this is their platform for open discussion and conflict resolution, which is one of its strengths. This strategy fosters a positive work environment by enabling teams to effectively address and resolve problems which prevents ‘poor listening that can result in other detrimental outcomes such as turnover, burnout, job dissatisfaction, and low commitment’ according to Kriz et al. (2021).
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Groups are teams of individuals who work together to reach shared objectives. One of the fundamental theories of group development, the Tuckman Model, outlines the steps that groups typically take to form, storm, standardize, perform, and adjourn. 
This model is a useful tool for evaluating and enhancing the effectiveness of groups as it ‘provides a systematic mechanism to review and understand group processes and tasks’ according to Natvig and Stark (2016), which is essential to effectively manage a group, as combining many concepts that are specifically designed helps meet the demands and features of the group.
[bookmark: _Toc151748294]Different Perspectives
Sigmund Freud established the psychodynamic perspective, which emphasises the unconscious mind, personal motives and the influence of early events on behaviour.
The psychodynamic approach to group dynamics involves looking at the personalities and pasts of the members of the group. For example, conflict resolution and team building may involve looking at the psychological underpinnings of certain behaviours.
Which links to behavioural theory, a theory that focuses on observable behaviours, reinforcing behaviours, and conditioning behaviours as factors that influence behaviour. Managers who employ behavioural perspectives may employ positive reinforcement to promote desirable behaviours within a team. 
Similarly, cognitive theories focus on mental processes including perception, memory and problem solving. These perspectives in group management involve understanding how individuals process information, make decisions and solve problems in a group, which lead to strategies that may include promoting effective communication, decision-making and problem-solving techniques.
Another perspective examines the biological basis of behaviour by considering genetics, brain structure and neurochemistry, since understanding the biological aspects of behaviour can provide strategies to identify individual differences within a group.
Then we can look at cross-cultural perspectives which examine how cultural differences affect behaviour, communication, and social dynamics. Managing groups from a cross-cultural perspective involves recognizing and appreciating diversity, addressing cultural biases and promoting inclusion. These include creating a positive and encouraging environment that fosters the personal and professional development of group members.
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In the framework of Tuckman's group development model, let's examine instances from the NHS and present data on group management and employee wellbeing. 
An example from the NHS would be the formation of a new interdisciplinary team to handle a particular patient case.
Tuckman and Jensen's research emphasizes that team members are generally courteous and may steer clear of confrontations during the formation phase, this stage can be seen in healthcare settings when multidisciplinary professionals get together to talk about the care plan for a patient. Making decisions effectively can be hampered by this initial politeness and reluctance to confront disagreements. 
Disagreements among medical staff regarding the optimal treatment plan for a patient come up during clinical rounds. Tuckman's model indicates that, with appropriate management, conflicts and disagreements can be productive during the storming stage, this is corroborated by research by Jehn (1995), which shows that ‘groups with moderate amounts of conflict can make better decisions. Better patient care strategies in the healthcare industry can result from candid conversations and conflict resolution. 
In the NHS, staff starts to create standardized practices and guidelines for managing cases that are similar to one another. This improves coordination and uniformity in patient care. For instance, a seasoned surgical team routinely executes intricate procedures with excellent accuracy and few complications. 
According to Tuckman's model, the group is very effective when it is performing since it has clearly defined roles and is focused on accomplishing its goals, research by Katzenbach and Smith (1993) shows ‘highly effective teams frequently exhibit a strong dedication to their shared goal’. 
High-performing teams in the healthcare industry can also result in improved patient outcomes and more effective healthcare delivery. This can be seen when a particular project or clinical team performs the effective application of a novel medical procedure, and praising team members' efforts and accomplishments during this stage can improve people's emotional health. 
It is crucial to comprehend group dynamics and manage them skilfully to improve staff satisfaction and patient care.
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In managing group effectiveness and employee wellbeing within the National Health Service (NHS), various approaches and theories can be evaluated for their effectiveness in addressing the unique challenges of the healthcare sector. Here, we will discuss how different approaches and theories could have been effective in improving the NHS's group management and employee wellbeing.
Tuckman's model, which includes stages like forming, storming, norming, performing, and adjourning, can be highly effective in managing groups within the NHS. The model provides a structured framework for understanding group dynamics and development and by recognizing the stage a group is in, the NHS can tailor its management strategies to address the specific needs and challenges of that stage. 
For example, during the forming stage clear objectives and roles can be established, while during the storming stage conflict resolution skills can be honed. This approach ensures that groups progress smoothly and work cohesively toward their objectives.
Transformational leadership, characterized by inspirational and visionary leadership can be highly effective in the NHS as leaders who inspire and motivate healthcare professionals can improve group morale and commitment. By emphasizing a shared vision of providing high-quality patient care, leaders can create a sense of purpose and motivation among teams. This approach is particularly relevant in the healthcare setting where the dedication of staff plays a crucial role in patient outcomes.
Lean thinking and continuous improvement methodologies can also be effective in enhancing group effectiveness within the NHS, by encouraging a culture of continuous improvement healthcare teams can identify and eliminate inefficiencies in processes, reducing waste and improving patient care. 
These approaches emphasize employee involvement and empowerment, contributing to their wellbeing by involving them in decision-making and process improvement.
Inclusivity and diversity management are essential in healthcare as well by embracing diversity and fostering an inclusive environment, which allows the NHS can effectively manage groups with diverse backgrounds and experiences. This approach can lead to enhanced creativity and problem-solving as ‘employees of different cultures have different ways of thinking’ according to Martin (2014). This also leads to improved patient care and higher job satisfaction among employees, since diverse and inclusive workforce contributes to overall wellbeing and group effectiveness.
Additionally, implementing employee wellbeing programs can significantly enhance the overall wellbeing of healthcare professionals within the NHS. These programs may include mental health support, stress management and work-life balance initiatives; however, they need to be encouraged properly as ‘employee participation is a widespread challenge when implementing such initiatives’ according to Spence (2015).
By addressing the unique stressors and challenges faced by healthcare workers the NHS can boost employee morale and mental health. This positively impacts group dynamics and patient care.

Lastly, encouraging interprofessional collaboration among different healthcare disciplines can be highly effective in improving group dynamics and patient outcomes. Interprofessional collaboration ensures that diverse perspectives and expertise are brought to the table, leading to better decision-making and patient-centred care.
In conclusion, a combination of Tuckman's model for group development, transformational leadership, lean thinking, inclusivity and diversity management, employee wellbeing programs and interprofessional collaboration can be highly effective in managing groups and enhancing employee wellbeing within the NHS because these approaches address the unique challenges of the healthcare sector, promote teamwork, and ultimately result in better patient care and staff satisfaction. 
It's crucial for the NHS to evaluate and adapt these approaches continually to ensure the ongoing effectiveness of group management and employee wellbeing initiatives.
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The NHS performs exceptionally well in some areas related to group effectiveness and employee wellbeing at different stages of group development. 
These are creating cohesive teams, encouraging candid communication and conflict resolution, encouraging teamwork, keeping a goal-oriented focus, and recognizing group accomplishments which are among their strongest suits. 
There are nevertheless, still areas that could be improved such as, boosting proactive engagement, giving training on conflict resolution, stressing diversity, and inclusion, putting in place frequent check-ins and providing post-project support, the NHS can improve employee wellbeing and group effectiveness even more by addressing these issues.
The National Health Service (NHS) is particularly good at forming teams with well-defined goals because it helps the team members feel motivated and united, and although the structure appears well-defined, there is still potential for fostering more proactive involvement and communication among collaborators. 
It is possible to improve group relationships by implementing ice-breaking exercises and team-building exercises, as promoting team-building exercises and icebreakers can help to deepen relationships within organizations, which improves communication and teamwork, a very important aspect since ‘a single visit requires collaboration among a multidisciplinary group of clinicians’ according to Rosen et al. (2018). 
According to research, the NHS should prioritize diversity and inclusion in teams more. The National Health Service (NHS) can foster an inclusive culture, raise patient care standards, and increase creativity by doing this. However this may lead to differences of opinion which have to be dealt with appropriately to be constructive and positive.
The NHS already excels at giving teams a forum for open dialogue and conflict resolution, which enables them to take on and resolve problems but they could potentially improve by providing conflict management training to teams and leaders as constructive dialogue and enhanced problem-solving are two benefits of enhanced conflict resolution abilities, which can result in more productive dialogues and superior problem-solving, thereby mitigating the detrimental effects of conflicts on group dynamics. 
Teamwork is also encouraged and sets clear standards which creates a harmonious environment, but diversity and inclusion in teams should be prioritized more to boost creativity levels on teamwork.
The NHS also excels at goal-focusing teams to ensure that they work together to accomplish goals by giving them the freedom to concentrate on tasks and goals. Regular check-ins would help to maintain performance and prevent complacency, these check-ins can also give teams the chance to evaluate their performance, pinpoint areas for development and maintain their focus on their objectives. Teams may stay on course and make continuous improvements with the aid of these check-ins.
Providing closure at the end of achieving a goal and recognizing accomplishments as a group is a part of post-project support that could also help address the emotional aspects of the NHS staff. 
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NHS effectively manages group performance and employee well-being from a variety of perspectives, including team building, open discussion, collaboration and goal-oriented focus. However, there is room for improvement in proactive engagement, conflict management training, diversity and inclusion initiatives, regular registration and post-project support. By addressing these areas, the NHS can further improve team dynamics, staff satisfaction and ultimately deliver better patient care. It is important that the NHS continuously reviews and adapts its practices to maintain its position as a strong and effective healthcare organisation.
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Team members and their contributions:
[bookmark: _Toc151748301]Nikolay Terziev – Team Leader
In the main body, effectiveness of approaches for staff management in the NHS, references and final edits to bring everything together.
[bookmark: _Toc151748302]Eleonora Dimitrova 
Introduction, in the main body -group effectiveness and well-being, definition of groups and psychological theories and references.
[bookmark: _Toc151748303]Evdokiya Stefanova
Main body, recommendations for what could be done better, conclusion, references and proof reading of the work.
[bookmark: _Toc151748304]Denitsa Dimitrova
Abstract, in the main body, examples and evidence of group management and employee well-being, references and design of the work.
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