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Team Leadership Training
[bookmark: _Toc53254689]Introduction 
Teams are considered as the strengths of most organizations because most of the operations revolve around them, and they are responsible for organization success. Effective teams are not put up easily, and the team require continuous motivation and inspiration (Northouse, 2019). Teams can be challenging due to aspects such as conflicts and inefficiencies. Therefore, team leaders intervene to establish a balance between task issues and people issues, which can be diverse. Team leaders have to be skilled enough to make sure that despite the challenges faced, the teams stay focused and productive at the same time. Team leadership does not come automatically, and that calls for practical training to empower team members with skills to increase productivity and achieve success in team initiatives (Lacerenza et al., 2017). 
Team leaders are tasked with leading a group of people by converting them into a high-performance team, and therefore team leaders must adapt and learn continuously on how to improve their team-building skills. Ideally, team leadership training is aimed at helping an organization with skills explicitly designed to reach the next level of performance in an organization. Individuals in teams have different skills, knowledge, expertise, and experiences; therefore, each plays a role in the group and should be respected. With respect to the diversity of these individuals, team leadership instils the culture of collaboration with one another to build team energy that translates to high performance. In the end, everyone feels responsible for either partly or wholly contributing to team success. Finally, team leadership training provides some insights and analysis of the team environment, which form the basis for creating a high performing team, motivation and delegation in a group (Lacerenza et al., 2017).
[bookmark: _Toc53254690]Diagnosis of Problems and Potential Solutions in Team Leadership
[bookmark: _Toc53254691]Diagnosis of Problems
For any project to be successful, there is a need for team leadership. Although it can be challenging since some behaviors impede the progress of the team, two significant steps can correctly diagnose problems in teams (Matsuo, & Matsuo, 2017). The first step is observing behavior, including verbal and non-verbal communications since communication consists of raw data for your inference. Therefore, a comparison is made between the behavior and the ground rules of the team. The next step is inferring, which means that based on known things, a conclusion can be made on the behaviors observed. Therefore, by inferring the observations made can be tested for accuracy. Notably, no assumptions should be made; instead, appropriate questions must be asked to know the team members’ intentions. Besides, the past inference should not be used for current observations to increase accuracy. Additionally, it is vital to simultaneously attend to the team and observe the behaviors depicted to make sure that the analysis done is not erroneous.
[bookmark: _Toc53254692]Potential Solutions
Solutions to problems enable growth and opportunity in a team, and that is why problem-solving requires acts of courage and accountability. Transparent communication is one of the most effective ways to solve problems. It enables all the team members to express their opinions and concerns freely. If effective communication is provided promptly, the root cause of the problem can be addressed. Once all concerns have been aired, the team leader can now work collectively with the team towards a solution that is viable and sustainable. The second solution is breaking silos in the team. By doing this, team leaders can engage members to get their hands dirty to arrive at solutions. Transparent communications and silos are the sources of hidden agendas, and that is why problem-solving requires cross-function collaboration to connect the dots. 
Next is open-minded people because problem-solving requires people to be open to other views and suggestions. The goal of problem-solving is to make people work together in teams for the best interest of the teams. With people who are open-minded in a team, they see beyond obvious details and tackle problems head-on to get the organization running rather than people who are close-minded and turn everything to make it more about themselves. The fourth effective way is a solid foundational strategy. A good strategy is required to dissect a problem and what lies around the problem to avoid reoccurrence. Team leaders should make problem-solving strategies are highly collaborative by connecting the dots and mapping out an action plan that is in the interest of the team. Team leaders should be aware that each problem has its cause; hence they should not be generalized. A strategy that will result in a viable solution should be adopted (Matsuo & Matsuo, 2017). 
[bookmark: _Toc53254693]Current Research on Improving Team Effectiveness
Teams entirely affect the performance of the organization, and it is only by having effective teams, that an organization will be able to achieve incredible outcomes. An effective team is characterized by timely delivery of results, few disruptions and solid strategies. Strong leaders that build an effective team do not do it overnight. Building an effective team requires a process that incorporates critical development stages that are solid. A clear team character will establish the guidelines and expectations in a team. Therefore, individuals will be aware of their roles in a team. Individuals combine their efforts in a team to resolve tasks which directly result in outcomes (Driskell et al., 2018).
[bookmark: _Toc53254694]Communication in Teams
 Research has found that communication is vital in teams because teams that communicate effectively have proved to be more efficient and achieved outstanding performance compared to groups that do no communicate effectively. Two or more people working on a project are better than one, but without effective communication, they become ineffective. However, teams that spent too much on communication may fail the actual aim, which should be implementing what was communicated. Lack of results can be a sign of poor communication in a team. Communication is crucial in teams since it provides the much-needed atmosphere for team members to stay put together, even when faced with challenges (Driskell et al., 2018).
 Regardless of the members’ roles in team communication, all these roles are essential for success. Therefore, members of a team should communicate their views and concerns freely, and by doing this, trust is developed. The capabilities of solving problems in a group are improved with everyone contributing voluntarily. An effective team has members understanding their roles in the team, a scenario achieved by communicating to avoid conflicting roles. Teams that lack communication waste a lot of time with no clear understanding among members. Some significant misunderstandings and conflicts may arise in such groups. However, effective communication should be accompanied by strong leadership. Leaders should access their communication skills and those of their members to create and promote awareness. Effective teams are characterized by leaders and team members who are open-minded in that they listen to each other’s view and see beyond the apparent view (Magpili, & Pazos, 2018).
[bookmark: _Toc53254695]Conflict in Teams
Conflicts in a team are inevitable, and they are bound to occur. Generally, in a team, people have different views on how things should be done, and at times those differences result in conflicts. Great team leaders, however, intervene in such situations and amicably resolve such disputes for teams to be effective. Conflicts in a team should be brought up openly and settled (Driskell et al., 2018). Conflicts affect the performance of the team negatively, especially when left unresolved. In a group, conflicts can either be substantive or emotional. For substantive conflict, they arise over a disagreement on how things should be done, such as tasks to be accomplished, goals and resource allocation in projects. Emotional conflicts occur between two people in a team mostly. They are more of personal disputes. Animosity is evident, especially for people holding different views, and at the same time, such people may struggle to hide their emotions. 
However, some conflicts can be healthy, especially if they are component for pushing high functioning in a team. If disputes are substantive, they can generate new ideas and creativity, which can be beneficial to the team. Team performance can be improved by mixing substantive ideas that befit the task being executed in a group. Conflicts in a team can be caused by competition of resources where some members complain about inequality in the allocation and use of resources. Emotional issues, such as jealousy, envy, and insecurity between team members, are the root cause of conflicts. Finally, for a team to be effective, conflict resolution is vital. While resolving conflict, the approach used should combine confidence and cooperation. Team leaders should not take any side of the conflicting parties; instead, they should remain neutral, since it is their duty to make sure the conflict is resolved in a manner that respects the parties (Magpili, & Pazos, 2018).
[bookmark: _Toc53254696]Creativity in Teams
Creativity in teams involves innovation of original ideas and solutions that are unexpected. Such innovation becomes an integral part of the team since invention enables teams to work together and encourages collaboration. They increase knowledge in the teamwork and can contribute to intrinsic motivation. Creativity affects the performance of the group, which translates to achieving efficiency (Driskell et al., 2018). Team leaders can play a part in creating, although it is more of a personal approach and mindset. Therefore, team leaders can provide team members with a process that empowers them to be creative as they tackle challenges in the team. Team leaders should advocate for open communication, by doing this team members air their opinions and ideas which can generate creative solutions. 
Creativity can be achieved by facilitating diversification of working strategies. When team members are allowed to choose the ways, they deliver in their roles as long as they are doing the role well, then they can unleash their potential. By letting people diversify, it can promote creativity, since more ideas and thoughts can be generated from diverse teams. Additionally, by intentionally changing things up exposes team members to different views, which enables them to see things differently. It is possible to come up with ideas that are new when teams see things from a different perspective. Lastly, holding brainstorming sessions for team members can allow them to visualize. Viable arguments can result from round discussion among team members with further exploration of ideas to come up with exciting solutions in the team (Magpili, & Pazos, 2018).
[bookmark: _Toc53254697]Culture in Teams
Culture impacts teams’ performance generally by affecting how team members work with others. Besides, not all team members have the same background, and sometimes at first, it may be not easy to function as a team (Driskell et al., 2018). By working with people who have different culture, they can bring insights, new processes that are beneficial to the team. Culture influences how communication is done because in some cultural settings speaking directly is considered rude. In this case, miscommunication can occur if some team members remain seated. Additionally, for some cultures speaking about those in authority by correcting them is considered disrespectful. For a team to be effective, it is important to have a team that has their cultural differences taken into consideration to prevent putting up a dysfunctional team. Moreover, the culture adopted by team leaders is vital in improving team effectiveness. There should be a balance of roles to avoid disagreements and conflicts in a team. However, effective teams acknowledge their differences and take them as an opportunity to learn from each other (Magpili & Pazos, 2018).
[bookmark: _Toc53254698]The Five Appreciations
In teams, people perceive appreciation in different ways since it is not always easy to identify how or when to praise their team efforts. Appreciation should be expressed in a way that is meaningful to team members. Five distinct appreciations make sure those deserving recognition are appreciated. The first is to acknowledge the project hero, which is anyone who does the extra mile to get things done since they should not go unnoticed. The second is to recognize the unsung heroes in the team. These are the people that are reliable and consistent in the team; their efforts should not be taken for granted. As teams grow, it is sometimes hard to keep up on the team day to day activities so team leaders should get deeper into the team and find what their work is all about. Often things may turn out to be different behind the scenes, and it may be possible to recognize efforts. The fourth appreciation involves the provision and demonstration of various things that require change. If team leaders are seeking to help people turn things around, they can pay attention to individual performance and provide praise where due. The fifth appreciation involves confinement of team efforts to a bigger purpose. By having a clear purpose for your team, there is usually a motivation that makes people feel appreciated in their work. Team leaders should keep their purpose higher when working with teams (Magpili & Pazos, 2018).
[bookmark: _Toc53254699]The five Dysfunctions of a Team
The type of dysfunctions inspired by Patrick Lencioni is aimed towards better performance singles out five dysfunctions in a team that take the form of a pyramid (Baker, 2019). According to Baker (2019), the lower-level issues must be attended first and resolved before matters at a higher level are resolved. The dysfunctions have an impact on team performance; however, with the use of appropriate strategies, team leaders can overcome them. The first dysfunction is lack of trust. In the absence of trust, there is a fear of being vulnerable. Team members are not usually willing to admit their mistakes or even admit the fact they need help. Team leaders can stand up and acknowledge there will always be a weakness, and everyone should own up their mistakes. Emphasis should be put on strengths because this builds confidence and individuals become free. Another dysfunction is the fear of conflict. In the absence of trust, teams may not engage in constructive discussions about critical issues without getting into a conflict that escalates further. If the problem is held back because of the fear of conflict, then this could hamper performance. Team leaders can acknowledge that conflicts are welcome and purposeful only if they are healthy to get people to air their opinion without fear of conflict (Baker, 2019).
 The third dysfunction is lack of commitment. In the event of a conflict, team members commit to decisions by creating an environment where they are open for controversial discussion. Lack of commitment occurs if team members fail to commit to the adopted team goals (Baker, 2019). In teams, the critical decisions should be summarized and discussed even the worst scenarios, executing roles clarified to act as the basis of commitment. The best solution arrives because team members are committed to the solution. The fourth dysfunction is the avoidance of accountability. Most people emphasize everyone should be responsible for their actions. In such a situation, an individual may not want to interfere with other team members’ behavior even when they seem to harm the overall well-being of the team. For teams that have trust and commitment, they are aware that accountability is vital because it is all about teamwork. It is possible to call out individuals to act right concerning expectation and deadlines that are set for high performance. The final dysfunction is inattention to team objectives. It occurs when an individual shift their attention to personal achievements at the expense of team results. Individuals may act to get recognition which is an apparent distraction to the collective goals. In order to solve similar issues, outcomes should be assessed, and teams should push each other to act in a way that is accountable towards pursuing a common goal (Baker, 2019).
[bookmark: _Toc53254700]Evaluation of Training Effectiveness
Training is critical in any team because not only does it enable members to do their duties but also determines how the team will be productive and efficient. The goals of training should be set out clearly, and when implemented, they can be gauged how effective they have been. Evaluation of training effectiveness throws out complex questions on how to base the assessment (Rao & KUMAR, 2017). Additionally, evaluation determines how the competency gaps in a team have been worked on. There are several models for evaluating training effectiveness. The Kirkpatrick model offers a comprehensive in four levels to assess the effectiveness of training programs. The first is a reaction which entails how the team members think or feel about the program. It allows assessing the initial response to gain insights and provide valuable insights. Learning is the second level which involves measuring how much the information provided in training has been retained. Behaviors are engaged in the next step after undergoing training since they determine how much the training has been put into practice. It involves an evaluation of how teams have applied the information provided in executing their roles. The last strategy is the results. It consists of measuring how the training has impacted your team and determine the effects on return on expectations. Generally, the overall impact of the training is determined by the results (Rao & KUMAR, 2017).
[bookmark: _Toc53254701]The Biblical Implication of a Leader
Leadership is more of a learned art that involves serving others to accomplish God’s purpose and through others. As brought out in the Bible, leaders are not supposed to overpower or oppress others while in authority; instead, they should humbly serve others. Jesus demonstrated these qualities by taking the form of a man being bondservant to man and became obedient to even point of death on the cross (Mabey et al., 2017). The Christian view of leadership has several traits that leaders should possess, as evident in the Bible. Good leaders motivate others instead of misleading the people who have entrusted them with positions. Leaders should share plans that call for a higher purpose and motivate the team they lead. Correction is the other important aspect for leaders. The Bible calls out leaders to consider one another and stir up the good works. The scripture calls out leaders to be patient with the weak, uphold the fainthearted, and generally be patient with all. By making this, peace will prevail among teams. Leaders are called out to avoid disputes that are ignorant and foolish because they may generate conflicts. The scripture calls for integrity as a critical aspect for those in a leadership position. Good leaders value and practice integrity as they lead their teams. It involves leaders being at the forefront of practising what they preach in a consistent manner that allows others to trust them. Finally, the scripture is evident on the importance of leaders following the will of God because good leaders seek the lord (Mabey et al., 2017). 
[bookmark: _Toc53254702]Proposed Syllabus for Team Leadership Training
The proposed leadership training programs cover up the gap that exists between what the leaders think they are creating versus the culture they want to create for their teams. It takes a good leader to make the team happy and everyone to feel responsible for the overall success of the team (Larsen et al., 2018). The following are the significant component objectives that would be covered in a team leader training.
· [bookmark: _Toc53254703]How to motivate teams
Motivating individuals is not an easy task. The methods used to motivate teams should be one of the training objectives. Employees’ engagement should also be a top priority. Team leaders should be aware of several ways on how to motivate teams and what it takes to appreciate them. Teams can set up environmental conditions that provide motivation and enable individual to maximize their potential. 
· [bookmark: _Toc53254704]Delegation in teams
As a team leader, the way roles are delegated in a team is critical. The training objective should focus on how to improve the skills of the delegation of a team leader. People tend to act on how instructions have been implemented. That’s why delegation is essential. Valuable skills of a delegation that increase the centralization of control in teams are essential for the survival of teams (Larsen et al., 2018).
· [bookmark: _Toc53254705]The building of high performing team
With the right leadership skills, building a high-performance team is vital for team development. Team leaders should encourage and coach their teams to make them competent. The training should focus on leadership tools that a leader can use to build high performance.
· [bookmark: _Toc53254706]Management of the team
The last rule of the thumb for leaders is that they should manage the team but not the people. To do this, strong leadership skills are needed. Team leaders should find the right balance between the individual and the organization (Larsen et al., 2018).
[bookmark: _Toc53254707]Conclusion
In conclusion, teams are considered as the strengths of most organizations since most of the operations revolve around them, and they are responsible for organizational success. Effective teams are not put up easily, and they require continuous motivation and inspiration from leaders who have the right skills. It is the team leaders who are tasked with the responsibility of making teams effective. However, teams have challenges, but it is how best team leaders solve them determines their success. There is a need for team leadership for teams to be successful. Performance in the group is vital because teams are gauged based on how efficient they are in achieving their objective and targets. Also, motivation is critical in teams. People perceive appreciation in different ways because it is not always easy to identify how or when to praise your team efforts. Appreciation should be expressed in a way that is meaningful to team members. Team leadership training is essential for making leaders stand out; they impart skills and knowledge in them, which makes them competent.







[bookmark: _Toc53254708]References
Baker, J. (2019). Solving Dysfunction in Your S&OP Process. Journal of Business Forecasting, 38(3).
Driskell, J. E., Salas, E., & Driskell, T. (2018). Foundations of teamwork and collaboration. American Psychologist, 73(4), 334.
Lacerenza, C. N., Reyes, D. L., Marlow, S. L., Joseph, D. L., & Salas, E. (2017). Leadership training design, delivery, and implementation: A meta-analysis. Journal of Applied Psychology, 102(12), 1686.
Larsen, T., Beier-Holgersen, R., Østergaard, D., & Dieckmann, P. (2018). Training residents to lead emergency teams: A qualitative review of barriers, challenges and learning goals. Heliyon, 4(12), e01037.
Mabey, C., Conroy, M., Blakeley, K., & de Marco, S. (2017). Having burned the straw man of Christian spiritual leadership, what can we learn from Jesus about leading ethically?. Journal of Business Ethics, 145(4), 757-769.
Magpili, N. C., & Pazos, P. (2018). Self-managing team performance: A systematic review of multilevel input factors. Small Group Research, 49(1), 3-33
Matsuo, M., & Matsuo, T. (2017). The effect of diagnostic and interactive uses of management control systems and managerial coaching on reflection in teams. Journal of accounting & organizational change.
Northouse, P. G. (2019). Introduction to leadership: Concepts and practice. SAGE Publications, Incorporated.
Rao, D. S., & KUMAR, P. V. (2017). Evaluation of Training Effectiveness Based on Reaction–A Case Study. International Journal of Business and General Management, 6(4), 45-56.
