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Part A 

Introduction for part A:

A team refers to two or more people in an organization with shared goals. An effective team is comprised of members with desired skills to achieve the shared goals. Every team member brings their individual knowledge and perspectives to the team. They exchange in transparent communication, utilizing active listening as well as responding. The team’s goals are reasonable and realistic with clear deadline for completion. The task is divided in order that no one is overwhelmed by respective responsibility. All the team members are responsible and accountable for accomplishing goals and they are motivated and inspired to do well. 
Individual recognizes each other’s accomplishments and co-workers trust as well as support one another. Team effectiveness is, therefore, defined as the capacity a team members has to achieve their individual and the common objectives and goals. The effectiveness of a team is influenced by the clarity of the responsibilities and roles; identification of as well as commitment to the purpose of the group; resource access and constraints; social processes and interactions among the team members; and the skill levels allowing collaboration, resolution of conflict and cross-functional understanding. Teams are thus groups with common goals and concurrently and inevitably, teams are comprised of people and each person has his or her own goals. 
The aim of this assignment is to draw on relevant literature and apply a model of team effectiveness to present a critical discussion of how healthcare organizations can improve or enhance team effectiveness. To achieve this, this paper critically analyses the behavior of individuals and team in the organization based on the key factors that influence the organizational behavior. It also critically evaluates the potential effects on organizational behavior of organizational-level factors like culture, change and structure. Further, the paper demonstrates the ability to analyze the management issues in the context of management theories, concepts and models. The last one is to critically evaluate the effects of key developments in the organizational environment on organizational management.  
Context for part A:
The behavior in an organization is influenced by number factors. The role of work has altered worldwide because of social demands and economic conditions. Initially, work was merely a matter of survival and necessity. However, the role of “work” has evolved throughout the years and the workforce composition has changed. In the present, work still remains a necessity, however, it needs to be a source of personal satisfaction. Work-life benefits alongside programs that help in assessing individual behavior and factors affecting behavior at work is one of the vehicles that ensure attainment of professional and personal goals (Mosser & Begun, 2014). 
In respect to behavior at workplace, most individuals with right attitude always think that pushing their all, is the best way. However, it is imperative to push as well as give one’s best and rest and even known how to recharge one’s batteries. A person might have an extremely good behavior at workplace as well strive hard to boost his efficiency; however, if he does not know when to rest, he will soon record a drop in his productivity (Luciano et al., 2018). Change cannot be avoided in the organizational life. Presently, organizations face a dynamic alongside changing business environment. They have to either change or die because there is no option. Organizations which learn as well as cope with change shall thrive and subsequently blossom whereas those that fail to do will be outstripped (Carlson et al., 2017). 
The primary forces that make changes not solely desirable but also unavoidable include political, economic, legal, technological, international as well as labor market environments. Social change for example will be reflected in the aspirations of the people, their needs and their means of working. Social change results from various forces such as educational level, feeling of autonomy, and urbanization. These changes affect people’s behavior in the organization since organization has to adjust in its working to match with people. Conflict is another factor that impacts on how a team behaves. For example, conflict exists in each organizational department and to some degree demonstrates a health idea and creativity exchange which might lead to team effectiveness. 
Nevertheless, counter-productive conflict in a team could lead to team members’ dissatisfaction, decreased productivity, absenteeism, increased turnover, and augmented work-related stress. These factors will serve to weaken the effectiveness of a team in the organization. Demographic factors also influence the team behavior. For example, an effective team should comprise of people who belong to good socio-economic background and well educated. This is because they perform better hence team effectiveness. The young and dynamic professionals enjoy good academic background alongside effective communication skills which are boosters to team effectiveness (Kozlowski et al., 2015). 
Ability and skills are also factors that influence team behavior. For example, the behavior of an individual and performance in a team is extremely influenced by skills and ability. An individual is able to perform well in the team if his or her abilities and skills are correctly matched with the roles in the team. Such a match will lead to effectiveness in team and the organization as a whole. Perception is another important factor that influence the behavior of a person in a team and organization at large. An effective team requires a member who is able to organize and interpret environmental stimuli in his or her own basis. Thus for a team effectiveness, there is a need to study perception to understand all the factors influencing it and how to ensure positive perception (Kozlowski et al., 2015). 
Team leadership is also an important factor in determining people’s behavior in a team and organization. For example, a new manager or a new leader will bring his own ideas and means of working in a team and organization. Attitude of managerial or leadership change in a team can affect the effectiveness of team. The nature of the workforce or team members is also a factor that influences individual behavior. Different generations express different work values. For example, workers in age group of fifty plus value being loyal to their employers, those in mid-thirties and forties are only loyal to themselves whereas the youngest generation of employees is career-royalists. 
The workers’ profile are also altering fast with the new workers’ generation having better educational background and place much emphasis on humans values and questions the managers’ authorities. Their behavior has become extremely complex and this makes leading them towards team goal a challenge for team leaders.  Thus only team that deals with the above factors will ensure effectiveness. 
Belbin Team Roles Model and West Models are effective in understanding the team behavior and how healthcare organization can improve team effectiveness. However, in this paper, emphasis is accorded to Belbin Model as it appears more effective in enhancing team effectiveness. Whereas West Model also gives insights into understanding the effectiveness of a team, Belbin Model list the specific roles that clearly help ensure team effectiveness. According to West (2013) argues that team effectiveness, team task, team composition, and organizational support are perceived as vital inputs that influence critical team process like team objectives, reflexivity and leadership, which subsequently influence patient and staff outcomes. He further adds that team training interventions together with care pathways are able to enhance more effective interdisciplinary teamwork.  
Belbin Model is based on the realization that successful teams are comprised of diverse mix of behaviors (Mosser & Begun, 2014). By coming up with the nine behavior clusters, “Team Roles”, a healthcare team can greatly benefit when it is accessed to each of the nine Team Roles behaviors to boost performance and hence team effectiveness. However, it must be noted that not every effective team requires nine individuals. Even two or three Team Roles can lead to effective team. It must be understood that each Team Role has its weakness and strength, and each has equal significance (Mosser & Begun, 2014). 
Nevertheless, not all are usually needed at ago and hence it is imperative for healthcare team to examine team objectives, and work out the specific tasks that need to be carried out to ensure team effectiveness. After this done, the team needs to discuss about which and when each Team Role behavior needs to be used. Thus, to enhance team effectiveness, completing the Belbin self-perception Inventory is imperative and feedback must be sought from their colleagues (Kartha, Fowler & Fraser, 2017). 
The resulting Belbin Individual Report helps pin-point the individual Team Role weaknesses (strengths) to communicate as well as share with the entire members of the team. The use of Belbin helps individuals to have a greater self-understanding of their strengths and weaknesses. These results in more effective communication amongst team members, managers and team leaders hence increased team effectiveness. This helps the great teams to be clump together, current teams understood and enhanced, and everyone will feel they make a difference in the team.   

Discuss for part A:
From the above discussion of factors influencing the behavior of individuals in a team and organization at large, it is easier to understand team effectiveness in healthcare and how it can be enhanced. To enhance the effectiveness of team, it is clear that the objective of the team must be clear to all members; there should be a higher level of members’ participation, higher levels of commitment and higher level of support of innovation. These lead to more effective are the healthcare teams across all domains of the functioning. 


In healthcare context, enhancing effectiveness of team requires innovation. It is evident that quality of team-working is essentially linked to innovation of health care teams. It has also been seen that people who work in teams have desirable mental health as compared to working in looser groups or individually. The benefits result from greater role clarity and better peer support. Team working leads to members being buffered from the adverse effects of organizational conflict and climate. 
When the objectives are clear, level of participation is higher, commitment to quality is higher and support for innovation is greater, team members will have more mental health across all domains of healthcare. It has also been seen that there is a substantial and adverse association between staff percentage working in teams and the mortality in the hospital considering both local health needs and the size of the hospital. Therefore, for more effectiveness, more employees need to work in teams as this is associated with low death rates (Salas et al., 2015).
 Functioning teams are also more probably to stay working in their setting as compared to those working in ineffectively functioning teams. Thus to enhance team effectiveness, the organization must try to have effective team leadership. This is because where there is no clear coordinator or leader, or even where there are leadership conflicts, the objectives of the team will not be clear leading to low levels of participation, low level of commitment to quality, low level of support for innovation, poor team member mental health as well as reduced levels of innovation and effectiveness. 


Also, communication, integration as well as regular meetings by members of a healthcare team are linked to higher team effectiveness and innovation. The organization must strive to enhance the quality of meetings. The organization should also ensure professional diversity to enhance healthcare team effectiveness. This is because the professional diversity is precisely connected to team innovation levels. Thus, when forming new teams, this relationship must be given a priority to ensure team effectiveness.    
The important developments in the organizational environment greatly affect the management of organizations. For example, in this department, there has been various changes that have greatly affected the management of the organization. Particularly, there has been much investment in team building and capacity leading to increased team performance (Carlson et al., 2017). The effectiveness the team has ensured that workers have a clear understanding of the objectives and goals of the organization. Subsequently, managing the organization has improved there is less resistance to change. Changes in the organization are easily accomplished leading to effective management.  
Summary for part A:
 In summary the literature reviewed clearly highlight the need for healthcare team effectiveness. The literature demonstrates that a progress is noted in understanding the factors that dictate the behavior and ability of the people in work place to work effectively together as a team. Nevertheless, in the health care domain, progress remains patchy and solely few studies are constructed on the strong theoretical grounds. The progress is additionally prevented by the added challenge of operationalizing the effectiveness concept. 
Factors influencing team effectiveness in healthcare teams have been highlighted and ways the organization can enhance the team effectiveness.  In my experience I would agree with the findings of this literature review. This is because whatever team effectiveness is always associated with better client and patient outcome and satisfaction. I would advise that the organization take serious the recommendations given in the paper to enhance team effectiveness.  
Conclusion for part A:

The main focus of this paper was to draw on relevant literature and apply a model of team effectiveness to present a critical discussion of how healthcare organizations can improve or enhance team effectiveness.  From the review, it is clear that the best and utmost cost-effective results for clients and patients are realized when healthcare professionals work as a team, learn together, participate in clinical audit of the result together as well as generate the innovations to guarantee progress in service and practice. The purpose of this paper has been achieved by clearly highlighting the factors that influence individual behavior at work place and how the healthcare organization can harness these factors to enhance team effectiveness. 
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