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This report focuses on effective team work and communication which took into consideration the Next Plc case. Teams and teamwork helps to promote deep learning that occurs through interaction, problem solving, dialogue, cooperation and collaboration (Johnsons&Johnsons,1995).There are many activities that are designed to help teams work together effectively and build self-confidence to reach the common goal. I will be using Tuckman's model and Belbin’s theory to show how we can effectively work as a team and communication clearly to solve problems. Tuckman's model 1965 identifies a 5 stage process which describes the formation of a team, while Belbin concentrates on the roles within teams.  
[bookmark: _Toc110201414]What is teamwork 
Teamwork is a group of people working together towards the same goal by combining knowledge, skills, and talent. It is also an essential part of the work culture, many businesses now look at teamwork skills when evaluating a person for employment. Teamwork also consists of communication, listening been respectfully and good eye contact. An effective team can be form in several ways, which has been done by Tuckman's and Belbin’s models. A team ranges from two to several individuals working as one to achieve a common goal to which they are mutually committed (Morgan, 2017, p204) Teams are collectively accountable, they also plan together collaborate, collectively and decide on further actions, focus on team goals and outcomes and work together on collective task King and Lawley, (2016)	Comment by Rashida Morton: Please bring 1/2 cotes and the back it up with in text citation

Extreme environments present particular social, physical, and emotional difficulties when working in a team. Team members are dedicated to the projects success as well as their shared goals, which includes the team’s success. Successful teams strive for the best result and are highly motivated. Team members must establish a setting where they can work together effectively and in some cases can contribute more than if working as an individual. A positive interdependent team environment brings out the best in each person enabling the team to achieve their goals at a far superior level (Johnson&Johnson,1995, 1999). People advertise and team members to strive for success, contribute and learn.
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Overview of the model
Tuckman's model Developmental Sequence in Small Groups is the title of an article based on a literature review that was published by Bruce W. Tuckman in 1965. Interpersonal interactions and task activity were the two areas of group formation that were the focus of the article. He proposed a four-step model, where each stage has to be passed through in order to achieve effective group functioning. He didn't create the terms "forming," "storming," "normalising," and "performing" until the article's summary, but he later noted that they "would come to be used to describe developing organisations for the following 20 years and which probably account for the paper's success" (Tuckman 1984, 14).
Tuckman’s model uses a five-stage model in team development 
FORMING: seeking guidance, becoming familiar with team members, learning and comprehending team objectives and responsibilities. The model's initial phase is called "testing and dependency." At this point, the group starts to get focused on the work,
STORMING: Choosing a team leader, talking about and resolving any conflicts inside the group, and determining each person's function within the group. The second stage is a period of intergroup strife. Polarization over interpersonal concerns and a lack of cohesiveness define this period. Members of the group try to maintain security by avoiding venturing into uncharted territory in interpersonal relationships. According to Tuckman (1965, 386), "as a means of expressing their individuality and rejecting the establishment of group structure, group members grow hostile toward one another and toward a therapist or trainer.
NORMING: Understanding and accepting one another's viewpoints, beginning to operate as a team, deciding on the team's rules, moving closer to the end objective, and functioning well without a team leader. The third stage is when the group becomes cohesive. Members of the group discuss their personal viewpoints and embrace one another's quirks. There are established norms and roles. This step, according to Neuman and Wright (1999), involves creating mutually understood mental models and figuring out how to collaborate most successfully. According to Tuckman (1965), at this phase, members begin to feel an affinity for the group and work to preserve and perpetuate it. Conflicts between tasks are avoided in an effort to maintain harmony.
PERFORMING: Working efficiently and autonomously, making decisions and resolving issues, and delivering excellent performance - According to the first model, the group develops "functional role relatedness" in the last stage (Tuckman 1965). The group acts as a "problem-solving tool" by adapting and taking on roles that will improve the task activities. Task performance is supported by the structure. Roles become functional and adaptable, and group energy is directed toward the goal.
ADJOURNING: As the project comes to a conclusion, the team is successful, and you move on to new endeavours, you could feel depressed and a group and Organizational Studies encouraged Tuckman and Jensen to publish an update of the model in 1977. At the time, Mary Ann Conover Jensen was a PhD candidate with a background in counselling psychology, and Tuckman served as the director of educational research at Rutgers University. Together, they read the team development literature and went over the original model again. They established a fifth step, called "adjourning," based on this analysis. This adjustment was made in accordance with a model of the group life cycle in which separation is a crucial concern throughout the group's existence. The revised model is shown in Figure 1.
Figure 1. Tuckman and Jensen (1977) revised the model of small group development.
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Team Roles
Belbin model
 Meredith Belbin put out the notion that for a team to be effective, there must be a balance of personalities and roles. There are three divisions and nine jobs.

Shaper- intensely motivated, overflowing with nervous energy and driven to achieve. Like to push the limits, take the initiative, and inspire others; can be brazen and irate when dissatisfied or aggravated. Most people who are active and perform well under stress make excellent managers.
Plant- There is a lot of creative potential among innovators. They typically enjoy working on their own, without assistance from the other team members. Usually reserved and delicate to compliments and reproaches. Excellent for generating original thoughts and taking on difficult problems.
Co-ordinator- The ability to mobilise a group behind a common goal. They happily delegate because they are assured, trustworthy, and mature. They keep their cool when under pressure. quick to identify a person's abilities and use them to further a group's objectives. A coordinator would be helpful for a team because of the diversity of skills and personalities present.
Monitor Evaluator- Cautious, sober-minded individuals. those who deliberate carefully and are frequently very critical thinkers. typically, carefully consider all the information before making conclusions. vital for analysing problems and evaluating concepts and suggestions.
Resource investigator- Excellent communicator with other organisations as well as within the group. Natural mediators with a keen eye for fresh opportunities. capable of figuring out what options are available and what can be done. a calm, inquisitive personality who is receptive to the possibilities of everything novel. Excellent for finding resources and facilitating discussions.
Implementer- Having good organisational skills, a love of routine, and practical common sense. a methodical approach to problem-solving, dependable, and diligent. Regardless of whether they enjoy the assignment, they will complete it.
Teamworker- Team members who are encouraging. being versatile and adaptable to many circumstances and people intelligent and diplomatic decent listener Reducing conflict good at accepting input from all members of the group.
Completer Finisher- Rarely fail to follow through and pay close attention to detail. they begin what they can't finish and dislike being careless, they are reluctant to delegate and would rather complete work on their own. good at jobs requiring close focus and a high level of accuracy.  
Specialists- Take a lot of pride in their acquisition of specialised knowledge and technical skills. Upholding professional standards and advancing their own field are top priorities. very devoted. When making judgments requiring in-depth experience and expertise, they are frequently called upon to provide the technical expertise.
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Conclusion
 In order to reduce conflict, the manager must provide the team a clear direction, enable some frameworks, and promote appropriate behaviour. The team must be sincere in their cooperation if they are to successfully complete a shared goal. The team needs clear objectives that ensure everyone is aware of what has to be done to reach the shared objective. The group needs enabling structures, like the right amount of people working on a particular activity while supporting common values. The team needs organisations that are encouraging and have competent management that is attentive to the employees' needs and wants as individuals. To collaborate in resolving team problems and comprehend essential factors required to build an effective team, the team requires expert coaching.
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