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[bookmark: _Toc92189922]Introduction:
Communication is the activity of constructing, assessing, and negotiating value. Information can take many forms, including verbal, behavioral, and textual interaction. It could perhaps be vocal, apparent, or even physical (Abdullayev, 2020). Communication can take many forms, but it is ultimately a learned activity. Patterns are the true outcomes of extensive research into various aspects of interaction. A communication model gives individuals a thorough understanding of a system of regulations, enabling them to understand comparable processes or frameworks (Koprowska, 2020).
[bookmark: _Toc92189923]Models of Communication:
 Scholars have developed several models to characterize the specific gathering of communication, which may be used to help us in the various ways:
· Models assist in identifying and comprehending the aspects and interactions in the information system that is being investigated (Talebian, et al., 2014).
· Models offer new insights and observations on a range of facets of dialogue, helping us to create a better effective communication network (Reith‐Hall & Montgomery, 2019). They serve as a source of inspiration for scholars and information specialists.
· Models are representations that show how to communicate effectively.
· They are used for research and research in the domain of information exchange.
· A communication model can be a valuable tool for comprehending such stiffness as interacting is a tough activity to comprehend (Talebian, et al., 2014).

[bookmark: _Toc92189924]Tuckman's team development
Tuckman's concept, which was first formed in 1965, is generally known as a basis for efficient group formation (Jones, 2019). Tuckman's notion is noteworthy because it concedes that businesses do not commence entirely shaped and operating. According to him, teams go through a succession of stages, beginning with loose groupings of people and ending with unified, task-focused groups.
Tuckman recalls collaborating with social scientists on account of the US Navy. The investigators looked at micro group behavior from a variety of perspectives. Tuckman did so by analyzing 50 studies on collective development and discovered that all these small groups shared two aspects: social or community structure, and effectiveness outcomes (Jones, 2019). He believed that before becoming groups, teams went through four stages.
[bookmark: _Toc92189925]The 4 Phases of Tuckman’s Teamwork Theory
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The primary step of team growth is development, which is analogous to a new employee's orientation or introduction day. Everyone on our team was introduced, and they were all considerate and kind. Most people were thrilled to begin something new and get to understand the other team members at first. Members of the team were on their best behavior, but they were entirely focused on themselves. Even at this early step, established team members began to demonstrate suitable behavior. Regardless of the team members' independence, they nevertheless turned to the leader for direction. 
Everyone is now in the storming stage as the certainty and burden of implementation of the task at hand has hit them. The excitement of the occasion, as well as the responsibility to be polite, has worn off. There's a possibility that egos may be at odds. Members might dispute on how to complete a job or put across dissatisfaction if they observe someone isn't doing their share (Pinto, et al., 2018). They may even inquire the authority or leadership of the team's leaders. While presenting ideas, the group felt secure. 
Team members learnt to establish new methods of doing and being together throughout this stage. Leadership shifted from 'one' teammate in control to shared leadership as the group became more consistent. For common leadership to work, team members learnt that they must trust one another (Grant, 2018). Members of the team began to collaborate, building procedures, setting ground set of laws, and shaping who does what and how things will be completed. A budding sense of "togetherness" describes this stage. People began to recognize and value the strengths of their coworkers. The groups began to get into a rhythm. Everyone was putting in their two cents and working as a team. 
Not all groups make it to the Performing phase, which is effectively a period of great feat. They repeatedly be unsuccessful to resolve conflicts and are not capable to work together (Horishna, 2019). During this time, the team's leaders were nearly always at hand. Most of the compulsory choices were made by the team. Because there was a high degree of esteem in the communication among team members, discrepancy was predictable and welcomed in decision-making (Pinto, et al., 2018). Members were certain, goaded, and have experience in abundance with the plan and their group to execute irrespective of any direction throughout the performing stage. Everyone seemed to be on the identical wavelength and working hard to achieve the ultimate objective. In certain situations, even the most flourishing teams regressed to earlier levels (M. Nicolini Kristine, 2018). As they adapted to varying conditions, a lot of venerable teams went through similar cycles quite a few times. A modification in leadership, for example, prompted the team to regress storming as the novel personnel questioned the team's current norms and behaviors. 
[bookmark: _Toc92189926]Lessons learned
The model made it clear to me that team’s change over time. It also assisted me in considering how I should approach certain challenges at various phases of their growth. One error in the model is that it makes team building look too chronological and linear. Although it's a great logical tool, we must keep in mind that certain teams' progress may "loop." Not all teams, for example, go effortlessly through Tuckman's phases; instead, they may remain between norming and storming until they either start to function or disintegrate! Apart from of their flaws, all well-made models may support us in better accepting and managing our surroundings.
This idea offers a helpful and straightforward framework for considering how individuals act in grouping. To instigate, demonstrate that it's distinctive for groups to go through phases as they breed; next, by putting the accent on the requirement of running diverse fundamentals of team performance at a variety of stages of development. Tuckman's model's splendor and usefulness may lie in its plainness. Ironically, I've discovered that by going through the storming phase and experiencing disagreement, I've created a greater connection with the person and enhanced the relationship. A clear difference that was properly addressed and handled resulted in some of my greatest relationships with team members (Purwanto, et al., 2018). Storming will only worsen team performance if we ignore the problem and hope it will go away.
The entire team was housed in the team room of one of our projects. For teleconferences, the team room included a speaker phone. Despite the fact that the team was all in one room, certain team members would utilize the loudspeaker for all of their calls, causing a distraction for others. The problem was solved by booking separate break out rooms for the members of the team and booking the speaker phone for discussions with the entire team. 
Team standards are frequently formed during the formation process, however ironing out the "kinks" may take several rounds. It took a few attempts to get the team to understand the altered formatting and frequency for the status reports in the example above. When you have your first issue review meeting or your first program status meeting, you may have this experience. The team will complete the norming process considerably faster if norms are established early, communicated, and adjusted depending on team feedback (Purwanto, et al., 2018). The team created a cadence for handling difficulties, responding to challenges, and completing tasks throughout the Performing phase. Status reports were submitted on time, action items were tracked properly, and roles were clearly defined. The team had likely developed multiple best practices and expected team norms throughout the weeks it took to get to the performance phase.
A daily stand-up meeting for all team leads was one of the greatest practices my team implemented early on. The stand-ups were lacking in organization at initially, and the duo proceeded to ramble. The team changed their stand-up meeting procedure so that each team member could present what they were working on and the most pressing difficulties they were facing. Outside of the meeting, work on resolving the team member's concern and additional collaboration would take place. It also gave the team a sense of identity, allowing individuals to feel aligned and linked to the group's aims (Casper, 2017). In order to get to know one another better, the team began to socialize outside of their specialized roles. Therefore, during this project, order, cohesiveness, team togetherness, and dedication were all very strong. When new members joined or departed the practice, maintaining peak performance was difficult.
I learnt how to handle group dynamics and form productive teams, as well as how to foster a trusting and respectful environment. I learnt how to devise tactics to aid my team's productivity and success. I also learned what works and what doesn't when it comes to managing teams. I figured out how to put together a cohesive team. I learnt how to recognize and deal with conflict. I learned more about collective decision-making dynamics. I additionally learned how to lead and coach others. I learnt how teams form and work, as well as how teams evolve and change.
I learnt to keep cool during disputes and concentrate on listening carefully to understand why certain points were made using this methodology. Rather of focusing on differences, I attempted to establish common ground. I discovered that everyone adds something special to the table. By acknowledging their distinctions, cooperation rather than rivalry may be encouraged. I learnt to keep creating relationships with my teammates. If feasible, spending quality time with coworkers outside of work is good. This might entail scheduling time throughout the workday to discuss topics other than work. 
[bookmark: _Toc92189927]Poor Communication Examples and Strategies to Rectify
When one person's words do not match what the other individual comprehends, poor interaction occurs. This is frequently the result of information being shared incorrectly, hastily, or overly complexly. Suppositions grow widespread as messages get jumbled. There is no such thing as a single type of individual who interacts badly in an institution. It may occur at any corporate level. Managers, for example, may interact inadequately with those they supervise, coworkers may misinterpret each other's intentions, and personnel may convey problems to their superiors ineptly. As an outcome, many individuals may become frustrated, resulting in lower efficiency and the dissolution of working interactions.
Gossip and misreading of written information were two aspects of bad communication I encountered at work. Rumors continue to be one of the most popular forms of miscommunication. Gossip may come from everywhere in the firm, from the CEO to the newest interns. Even if individuals do not mean it that way, gossip is often full with falsehoods and sensationalism. One instance of out-of-control rumor is a colleague circulating a rumor about restructuring resulting to potential layoffs, which was one of the primary issues with the institution where I employed.
Face-to-face contact is also less usual in an age where remote employment has been the norm. Individuals can misinterpret textual communication without the sort of linguistic clues involved with just conversing to another human being (Valenzano, 2017). A manager's message to an individual could have been harsh and straight at first, but the workers did not get the same reaction they got in face-to-face interactions.
Tuckman's idea lays out the stages of each team and organizational interaction. Tuckman's concept helps us grasp direct and indirect conflict properly. It also gives recommendations for resolving these issues so that the group can continue to function. Reduced disagreement is crucial because it obstructs the fulfillment of the common goal. It also strengthens the relationships between team members and motivates them to succeed. Finally, Tuckman's group development theory shows how to deal with team uncertainty and achieve interdependent goals (Guttenberg, 2017).
Consequently, it will contribute to a more engaging workplace, resulting in the removal of additional gossip from coworkers and the improvement of successful written engagement.
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