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[bookmark: _Toc168753348]Introduction
It can therefore be summarized that for specific and overall organizational success, effective teamwork is a very important key component. Work is made more efficient, employees are encouraged to create solutions to problems, and employees are happier in their occupations. The synergy effect of a good working relationship by members of a team means that a blend of skills, and ideas can be applied towards the accomplishment of objectives. This paper seeks to discuss different models and theories that have been proposed regarding team building about organisational practice. In particular, it assesses the Belbin, Tuckman, and Thomas-Kilmann models to determine how the latter can be used to improve teamwork and explore the model aspects of new teams, as well as ways of managing the conflict within the groups.
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Theoretical Framework
This section, the first one, presents the Belbin, Tuckman, and Thomas-Kilmann frameworks wherein it offers the basic concepts of each along with their applicability in identifying the patterns of groups and enhancing group work in organisations.
[bookmark: _Toc168753350]Belbin Model
Erp Belbin created the Belbin model and it focuses on nine working roles that people generally assume within a team (Varona and Capretz, 2021). Some of these roles include Plant, Resource investigator, Co-ordinator, Innovator, Checklist, Team worker, Administrator, End-ender, and Specialist. About each type of agent, one can state that it has certain advantages and certain disadvantages, knowing which will allow to better approach the organization of work of a team and distribution of tasks.
[bookmark: _Toc168753351]Tuckman Model
Bruce Tuckman's model outlines the stages of team development: There are five stages of a work team, namely: T1 = Forming, T2 = Storming, T3 = Norming, T4 = Performing and T5 = Adjourning. This model is useful in explaining the behaviors of teams in that they are not formed fully developed but they have a growth process that they undergo. Each stage has its immediate expected and possible issues and realising it could aid the work of the team or individuals involved in the development process (Hong et al., 2020).
[bookmark: _Toc168753352]Thomas-Kilmann Model
The Thomas-Kilmann Conflict Mode Instrument (TKI) identifies five conflict-handling styles: competing, cooperating, negotiating, avoiding and accommodating strategies. It is useful for comprehending the problems that may occur with collaboration found within different types of teams. This paper established that various conflict resolution styles are distinguishable and that organisations should adapt to them to maintain and improve relationships.
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Belbin Model
Belbin's model aims at managing or enhancing the performance of the general group/ team because it seeks to work out in which manner the individual talents have to be placed in the context of the broad team capability (Aranzabal Maiztegi et al., 2021). The nine team roles identified by Belbin are: 
1. Plant: As usage-creative, it gives origin to concepts.
2. Resource Investigator: Spends time with people, is eager for work, seeks opportunities and interacts not only verbally.
3. Coordinator: Organises working groups and ensures they are aware of their duties in the scope of the job.
4. Shaper: Motivational and motivating, means that the goal is to achieve great outcomes and work towards making the members of the team do the same (Etareri, 2022).
5. Monitor Evaluator: It refers to considering and evaluating issues, ideas, problems, alternatives, strategies and so forth.
6. Teamworker: A good team player, compels people to coordinate and form a united band.
7. Implementer: SHE/HE: Pragmatic, making the best use of things particularly turning ideas into reality.
8. Completer Finisher: The element of conscientiousness that implies careful work aims at getting the maximum result with as little room for error as possible.
9. Specialist: It gives an overview of a certain discipline; Academic background can give a general view of a certain subject.
It can be seen that the concept of the Belbin model has been adopted by many working organizations and companies in an attempt to enhance the quality of the teams (Semenets-Orlovanet et al., 2020). For instance, a Plant in a software development firm may use the model to ensure that a resultant group contains adequate Implementers to provide the plant’s innovative propositions with concrete forms and Tools/completer/finisher types to polish the outcome. Therefore it should be realized that when these roles are found out and distributed in a better systematic way it improves the working relations within a company.
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Tuckman Model
The Tuckman model outlines five stages of team development: The Tuckman model outlines five stages of team development:
1. Forming: Developing a strong identity Team members can identify each other and become more aware of their roles (Fitzgerald, 2020). The problem lies in the formulation of relationships and credentialing.
2. Storming: It is normal for people to find themselves in conflict especially when presenting their points of view. The conflict itself may be considered as the chance to create more solid working relationships and amicably settle all the disputing sides.
3. Norming: They learn ways of working as a team and ways of practising group behaviours. The issue is that you easily lose sight of what you are doing or get distracted hence the difficulty of working on a specific task.
4. Performing: The proposed team is also efficient and works at optimum levels of productive capacity (Surya et al., 2021). The opportunity is to obtain organic growth results on the web for business.
5. Adjourning: The team exists until the goal is met or the goals are accomplished. However, a key concern in adopting this approach is how best the transition can be done and how knowledge elicitation can be used to capture lessons learned.
To work properly in these stages, some practices that need to be undertaken include; During forming, teams can adopt the technique of having an open communication process during the forming stage, while during storming, the team should seek to come up with an effective way of handling disagreements or conflicts since this is an activity which is most likely to cause a lot of conflict (Abd Malik Mohd Rick et al., 2022). Among the practising which can be undertaken, during the norming stage, the team should for instance, a multinational corporation undertaking a project may have to use the following work structures to integrate successfully through the work phases to achieve optimum levels of performance. Workshops, feedback sessions and other team building exercises.
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Thomas-Kilmann Model
The Thomas-Kilmann model identifies five conflict-handling styles: The Thomas-Kilmann model identifies five conflict-handling styles:
1. Competing: Aggressive and non-compliant over-competitive approach.
2. Collaborating: I believe that one should be assertive and not afraid to stand for what she wants at the same time should be willing to compromise and look for resolutions which can satisfy both parties (Bhakuni, 2022).
3. Compromising: Evaluate and certain a moderate amount of assertiveness and cooperativeness when coming to compromises or middle-ground solutions.
4. Avoiding: Passive and Collaborative, will not take the dispute head on.
5. Accommodating: Polite and submissive; quiet while consciously giving in to others.
Knowledge of these styles is important for dealing with embedded conflict within a team (van der Kolk et al., 2020). For instance, if conflicts arise in a high-risk area such as healthcare, it will concern the welfare of the patients involved, so identifying and enlisting employees in proper conflict resolution methods is essential.


[bookmark: _Toc168753356]Conclusion
In writing this report, I have contrasted the extent of accomplishment on the three models that pertain to teamwork in the light of Belbin, Tuckman, and Thomas-Kilman. The new competencies that have emerged include the: While the Belbin team roles for an individual can help in the real identification of actual team composition and task allocation (Semenets-Orlova et al., 2020); Tuckman’s team stages can help the team overcome developmental stages to get to the high-performing stage; Thomas Kilman conflict management styles are useful for to resolve conflicts and also to look at the relational aspect of the team. Teamwork is one of the factors that affects the performance of an organisation in the broad sense as it contributes to the effectiveness of the processes, creates conditions for the implementation of innovations and raises the motivation of employees. Organisations seeking to build and maintain high-performing teams should: For organisations that want to cultivate and sustain effective teams they should:
1. Utilise the Belbin model: It is also crucial to evaluate the individual contributors and form strong and balanced teams based on the staff’s skills and talents, as well as to develop these abilities further (Abbas and Sagsan, 2020).
2. Apply the Tuckman model: Offer recommendations to the guide teams and regarding the development process the guide teams should undertake for each of the above respective phases.
3. Implement the Thomas-Kilmann model: Offer training to the members on how to handle conflicts so that there is less likelihood of negativity in the conflict (Kay and Skarlicki, 2020).
Thus, when using these models, the organisations are empowered to facilitate the teams’ growth, which enhances the organisation’s position of competitive advantage.
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