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Thesis: Team building is about expanding your influence by extending it to others. When are you building a team, you have to consider knowing what can the individual bring to the team that you are trying to build and what they are capable of accomplishing while on the team. For a team to work, it will have to be infused with purpose. Purpose plays a major part in team building because it is the source of the meaning and significance people seek in what they do.

Agarwal, R. (2003) Teamwork in the netcentric organization, in International Handbook of Organizational Teamwork and Cooperative Working (eds M.A. West, D. Tjosvold and K.G. Smith), John Wiley & Sons, Ltd, Chichester, pp. 443–462. 

The author addresses the numerous virtual teams consisting within an enterprise in this specific book. The team members rely on each other to accomplish the objectives, according to the author, and thus have to collaborate together, interdependently, and supportively to achieve the goals of the team. Members have specific and distinct positions. To execute the mission, successful teams have as few members as possible and are preferably no larger than six to eight members. And the unit is recognized as a team by those in the organization. The basic building block of organizations and team-based working modus operandi of organizations is increasingly perceived to be the team rather than the individual. Following the adoption of self-directed teams, the author reviews 57 studies showing productivity gains, seven reporting no progress, and five reporting productivity decreases.
Ahearn, K.K., Ferris, G.R., Hochwarter, W.A. et al. (2004) Leader political skill and team performance. Journal of Management, 30(3), 309–327. 
In this particular essay, the writers speak in the political sense of the team results. The research explores the influence of leaders' political capacity on team results. In particular, this analysis investigated the role of political leadership in the success of casework teams in a broad state child welfare system. The output of the team was operational as a "permanence rate or the effective placement of children in legitimate final living arrangements (i.e. adoption, successor guardianship, or return to natural parents). After balancing for many contextually relevant variables i.e. average case load, average age of children serving, average amount of team placements, team member expertise, leadership experience, and team empowerment), a large proportion of variation in team success scores was found to be clarified by leadership political skills.
Ainsworth, M.D.S. (1982) Attachment: Retrospect and prospect, in The Place of Attachment in Human Behavior (eds C.M. Parkes and J. Stevenson-Hinde), Basic Books, New York, pp. 3–30. 

The contextual structure of child growth with respect to team bonding is discussed in this essay. A developmental-contextual paradigm acknowledges that over the life cycle, children begin to grow and evolve and are impacted by past interactions and their present world, including the activities and individuals surrounding them. This model is particularly well-suited for use in assessments of child custody. The reviewer reviews behavioural factors applicable to custodial decisions in this essay and considers the defining characteristics of an attachment relationship and the organisation of attachment networks for infants. It gives a chronological sketch of the way in which data has accrued demonstrating the ill effects during the early years of separation, loss, and maternal neglect. In the light of this data, a new scientific paradigm for explaining personality formation and psychopathology, also referred to as attachment theory, has been devised.
Albrecht, S.L. and Travaglione, A. (2003) Trust in public senior management during times of turbulent change. International Journal of Human Resource Management, 14, 1–17. 

In the sense of major organisational reform, this essay discusses trust. Nine companies facing large levels of corporate transition are the framework for the study. The chapter discusses the belief levels retained by numerous cultural groups. In specific, it explores trust in cultural groups dependent on work status, age and service length, demonstrating in particular how confidence in the boss tends to diminish based on service length. It also discusses the gap in confidence levels between workers and managers within their local subcultures and the confidence of the same staff in their boss and senior management. The author investigates whether local culture produces a degree of faith in line management that cannot be delivered by the wider corporate culture, particularly in times of transformative change.
Amabile, T.M. (1997) Motivating creativity in organizations: On doing what you love and loving what you do. California Management Review, 40, 39–58.

This article deals with corporate innovation and how creativity can accomplish organisational as well as personal objectives. Creativity flourishes under inherent desire in all areas, including industry, the urge to do something because it is fascinating, involving, thrilling, rewarding, or personally demanding. This essay introduces the Componential Theory of Organizational Creativity and Innovation, which describes the factors that decide the creativity of an individual, including intrinsic motivation. This essay further illustrates how human imagination can be affected by the job environment. Groups that involve both diverse and overlapping fields of expertise and skills are especially innovative, according to Amabile. Creativity, ingenuity, creativity, and freedom would be reduced by a homogeneous collective in which minority opposition is censored. There would appear to be no reason for choosing team members in order to spread their levels of cognitive capability.
Ancona, D. and Caldwell, D.F. (1992) Demography and design: Predictors of new product team performance. Organization Science, 3, 321–341.

The effect of group demography on group success is explored in this article. Results demonstrate that success is affected by functional and tenure diversity both explicitly and by their influences on internal process and external contact. Functional diversity effects external collaboration, which in turn affects innovation management scores. Tenure diversity impacts internal mechanisms that in essence, affect the success of team scores. However while diversity creates performance-facilitating systems, it also explicitly impedes performance. Diversity's negative and direct influence on results outweighed the beneficial and indirect impacts of the community process. To forecast the perceived success of forty-five new product teams, this research combines group demography with other elements of group theory. Brand production teams have an exemplary atmosphere in which the relationships between group demography, group procedures and results can be evaluated.
Anderson, N. and Sleap, S. (2004) An evaluation of gender differences on the Belbin Team Role Self-Perception Inventory. Journal of Occupational and Organizational Psychology, 77(3), 429–437. 

The findings of gender differences and possible adverse effects on Belbin's initial BTRSPI are discussed in this report. A number of descriptive figures, parametric and non-parametric tests are identified based on a survey of 311 sales and customer service members (208 females, 103 males). Results show substantial disparities between genders in reaction trends favouring men in Chair, Shaper, and Plant's team positions. In comparison, the position of team member was considerably higher for women. This brief account of some of the key theoretical approaches reflects the shift towards less descriptive models that take operational variables into account and show that researchers are coming to terms with the intrinsic uncertainty and cloudiness of organisations' actual teams.
Anderson, N. and Thomas, H.D.C. (1996) Work group socialization, in Handbook of Work Group Psychology (ed. M.A. West), John Wiley & Sons, Ltd, Chichester, pp. 423–450. 

This paper deals with analyzing recent work group socialization studies. The authors suggest that the job community also constitutes the main mechanism in which the socialization process is introduced, comparing newcomer socialization into the larger organization with their assimilation into their proximal work group. A critical analysis of current studies shows that the mechanism of socialization into working groups has been overlooked by scholars involved in work group dynamics, and those interested mainly in organizational socialization. The authors suggest a testable model of socialization of the work group to address this condition and conclude the chapter by suggesting that more study at the group level of analysis is required. If the job team can monitor variance in consistency and quantity of task output at source, the secret to productive performance is then.
Anderson, N. and West, M.A. (1998) Measuring climate for work group innovation: Development and validation of the Team Lencioni, Patrick (2002). The Five Dysfunctions of a Team:A Leadership Fable
This paper discusses the development and psychometric evaluation of the Team Environment Inventory (TCI): a multi-dimensional measure of facet-specific climate for creativity within groups at work. Initially, brief analyses of the corporate environment and creativity literature of the work community are discussed and the need for facet-specific climate interventions at the level of the proximal work group is proclaimed. The four-factor hypothesis of facet-specific innovation environment, extracted from these reviews, is defined and the methods used to operate this model are described in the original version measure. Data attesting to the composition of the underlying cause, internal homogeneity, predictive validity, and factor replicates are provided across classes of the summarized calculation.
Francis, D., & Young, D. (1979). Improving work groups, a practical manual for team building. University Associates.
This book deals with measures to strengthen the organization's team bonding. It is viewed as a textbook for developing and educating organisational management teams. Exercises to improve logical and problem-solving talents are included. The "How to" of team bonding and growth is given in Section 1. Part 2 includes a questionnaire to test the squad. Part 3 examines team growth, exploring teamwork, dedication, feedback, and innovation influences. Finally, Part 4 offers training activities for how to solve individual problems; 46 team-building skills growth action projects are presented. Participants are prepared in a positive and imaginative environment to successfully work together. This method asks which mixture of positions, styles, or abilities works especially well together and which categories of individuals within groups are required. 
Dyer Jr, W. G., Dyer, J. H., & Dyer, W. G. (2013). Team building: Proven strategies for improving team performance. John Wiley & Sons.
The numerous methods for enhancing team efficiency are discussed in this book. It is important for teams to have detailed knowledge on how they work, particularly their areas of vulnerability, in order to enhance their success by team building. The Dyer Team Evaluation uses the principles in this book to measure the efficiency of a team in terms of context (Does the team have the necessary operational and environmental resources for success?), structure (Do individuals have the correct collection of skills and abilities on the team?), competencies (Does the team demonstrate process skills in eleven fields that forecast successful team functionality The review of the Dyer team culminates in a study that provides teams with insight into their individual areas of success and vulnerability.
Ammeter, A. P., & Dukerich, J. M. (2002). Leadership, team building, and team member characteristics in high performance project teams. Engineering management journal, 14(4), 3-10.

The writers are performing a study of successful team bonding in this report. To build a survey that was given to 151 project teams in the architecture and construction sector, interviews with project team participants on factors contributing to high levels of team success were used. As predictors of project expense and schedule success, the survey centred on project team leader attitudes, use of team bonding, and team member characteristics. Leader habits were found to be significant predictors of project expense success when controlling for the use of industry best practises, although neither team building nor team member attributes were found to be significant performance predictors. In reference to qualities inherent in the employee, teams that are diverse in task-related attributes are also diverse. These relationship-oriented features can cause assumptions and biases that can influence group processes and results by intergroup conflict.
Widmeyer, W. N., & Ducharme, K. (1997). Team building through team goal setting. Journal of Applied Sport Psychology, 9(1), 97-113.

Nothing is understood on how team goal setting leads to the cohesion and team success of team bonding process goods. This paper outlines (a) the essence and scale of the group goal setting that takes place within and outside of sport, (b) why team goal setting can boost team bonding and team success, (c) the outcomes of team goal-team cohesion studies and team goal-team performance relationships, and (d) variables that change these relationships. Based on the literature discussed, it is recommended that sports psychologists should a) first set long-term objectives before introducing a team goal setting programme, (b) create specific pathways to long-term goals, (c) include all team members in setting team goals. (d) track team success towards team priorities, (e) award team progress towards team goals, and (f) encourage mutual efficiency in achieving team goals. The paper ends with ideas for future team goal setting study.

Aga, D. A., Noorderhaven, N., & Vallejo, B. (2016). Transformational leadership and project success: The mediating role of team-building. International Journal of Project Management, 34(5), 806-818.
While there is empirical evidence for the effects of transformational leadership on project performance, little is understood about the factors that explain this influence. The authors suggest the mediating role of team-building as a potential interpretation of the relationship between transformational leadership and project performance in order to resolve this issue. The findings of their research suggest that team-building partly mediates the influence of transformative leadership on project progress, based on a field survey of 200 development project managers in the Ethiopian Non-Governmental Organization (NGO) market. They address the theoretical and functional ramifications of the outcomes.
De Meuse, K. P., & Liebowitz, S. J. (1981). An empirical analysis of team-building research. Group & Organization Studies, 6(3), 357-378.

The thirty-six published reviews of an organizational learning technique, team building, were analyzed in this article with an emphasis on (1) study designs, (2) sample scales, (3) contingent variables, and (4) the period of investigation of the intervention. Team building tends to be an intervention with tremendous potential to change the beliefs, expectations, and actions of workers as well as operational performance. A lack of rigor in the testing methodology used to measure it however, precludes any definite assumptions on which changes were team bonding functions and which were attributable to unregulated variables. Due to concerns inherent in corporate leadership studies, experimental rigor is unlikely to improve. In order to achieve a better understanding of the importance of team building, prospective scholars should organize their efforts.
Tarricone, P., & Luca, J. (2002). Employees, teamwork and social interdependence–a formula for successful business?. Team Performance Management: An International Journal.

Company requires far better than technological and generic expertise from staff. Employees are constantly focused not only on doing their work, but on leading to corporate success. As the focus is put on people contributing to the good productive perpetuation of the enterprise by the advancement of technical and job-related skills; today's team culture puts greater emphasis on the ability to work efficiently in a team setting. Specifically, the value of social interdependence and collaboration and the consequences for market performance and team success will be addressed throughout this article. However as group members acquired familiarity over time with each other the gap in success between culturally homogeneous and heterogeneous groups largely vanished.
Senior, C., Cubbidge, R., Riebe, L., Roepen, D., Santarelli, B., & Marchioro, G. (2010). Teamwork: effectively teaching an employability skill. Education+ Training.

The aim of this paper is to present a case study on changes in skilled teaching practise within an undergraduate university business programme to teach employability skills more effectively and enhance teamwork student experience. A three-phase training collaboration approach was adopted. The paradigm of team formation by Tuckman was specifically taught and used as the philosophical basis for the method of student teamwork. To resolve team capabilities and involve students in team processes, evaluations were constructively linked. A questionnaire has been created to direct the aspirations of team participants for teamwork. For student learners and facilitators, two online surveys tracked the growth of student team skills and were used in feedback loops. The use of insightful weblogs brought insights into student views.
Cockburn-Wootten, C., Holmes, P., & Simpson, M. (2008). Teaching teamwork in business communication/management programs.

In this paper, authors were asked to focus on their own principles and question their teamwork teaching in order to explore how we can build executives that show legal, social, political, and cultural integrity as well as versatility (Holmes, Cockburn-Wootten, Motion, Zorn, & Roper, 2005). This goal called for dynamic and complicated approaches to the exploration of the idea and mechanisms of collaboration in different contexts and how it could be learned. These complexities are discussed by the five papers outlined in this issue by presenting methods, techniques, and collaboration teaching mechanisms that aim to close the divide between critical management theory, critical practice, and team building activities.
Drake, R., Goldsmith, G., & Strachan, R. (2006). A novel approach to teaching teamwork. Teaching in Higher Education, 11(1), 33-46.

Teamwork is well known both historically and in the sense of the computer industry as a valuable skill. The bulk of teaching collaboration methods are 'practically' based and are mostly planned to run over a period of weeks of higher education. We wanted a strategy that would operate during the early stages of a postgraduate course for a condensed duration of five days. The aspect of teamwork forms part of a module of research skills and helps the transition to postgraduate training. This thesis discusses our preferred process, the use of a simulation of a business game. For many classes of students, we have used this new methodology and as a result of their interactions, have studied both the input of students and tutors. The study reveals that this is a good collaboration training approach and that it has a range of additional advantages.
