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[bookmark: _Toc167287448]Introduction 
[bookmark: _heading=h.xfsc8bjz8t14][bookmark: _Toc167287449]Importance of effective teamwork for organisational success
Effective teamwork has been important in improving performance efficiency and organisational productivity entirely. As suggested by Musheke and Phiri (2021), effective teamwork influenced communication patterns, which facilitated the team in enhancing performance efficiency and accelerating organisational success relatively. Relatively, it has been evaluated that teamwork steered individual performance that leads to better outcomes in strengthening the collaborative problem-solving skill potential of both the individual and teams. This has stimulated organisational success.  
[bookmark: _heading=h.u1ly8vhyws09][bookmark: _Toc167287450]Purpose and objectives of the report 
The report will be formed by exploring key insights and concepts of models and theories related to team roles, team development and managing conflict within an organisational context that have been objectives of this report. Additionally, the purpose of the report is to explain ways organisations apply the core context of models and theories in enhancing teamwork, strengthening team development and managing conflict in attaining organisational success.    
[bookmark: _heading=h.qxxionq3q1zt][bookmark: _Toc167287451]Theoretical Framework 
[bookmark: _heading=h.y7y86ofpbhsq][bookmark: _Toc167287452]Key theoretical models
The 9 roles mentioned in the Team Roles theory depict the importance of different team roles following the right tendency required in team behaviour and maintaining a supportive interrelation among the team members (Belbin, 2010). The team roles are divided into 3 segments such as action-oriented, people-oriented, and cerebral roles depending on the requirements of the team activities in different organisational contexts. Moreover, the 5 stages in the team development model of Tuckman are used in considering the areas of team development with required changes in the leadership efficiency for each working group (Tuckman and Harper, 2012, p. 532). Moving through these 5 stages is important in developing the confidence of the team members by promoting collaborative understanding in the team behaviour. 
[bookmark: _heading=h.g3hqbxqxpjdk][bookmark: _Toc167287453]Overview of models and their concepts
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Figure 1: Tuckman’s 5 stages of team development
(Source: Sonal, 2015)
According to Aranzabal, Epelde and Artetxe (2022), the contribution of Bebin’s team roles is observed in developing individuals of a working team by identifying their potential strengths and speculating weaknesses as well. This works as a method of reducing challenges in teamwork and developing the right understanding among the team members. The concept of Tuckman’s model shows that collaborative development in the team’s perception is important in terms of guiding them in the right direction to achieve the best performance (Sonal, 2015). This could be achieved by focusing on the ability of the team members and using their maturity to establish better professional relationships and understanding in the process. 
[bookmark: _heading=h.g4reoq4up8m][bookmark: _Toc167287454]Relevance of models in understanding team dynamics and improving teamwork 
The core theoretical aspects of the above-mentioned models aided the organisation in applying them to real-life situations to manage the skilled employees, prioritising their opinions and retaining them over a long tenure to accelerate organisational success. As suggested by Aranzabal et al. (2022), the implication of “Belbin’s Team Roles” lies in enforcing interpersonal skills, interdependence and team engagement of learners that reflected in team performance. Following this, an implication of 'Belbin team roles' has been effective in strengthening team performance and improving teamwork relatively. Meanwhile, the “Tuckman Model” explains an agile framework of team development lifecycle that aids an organisation in enhancing team performance and enhancing employees' job satisfaction that encourages them in improving team performance. This has been evident that employees understood team dynamics and adjusted to it to accelerate individual and team performance.  
[bookmark: _heading=h.zb0c7tq6a7mg][bookmark: _Toc167287455]Team roles 
[bookmark: _heading=h.in533fu8w4db][bookmark: _Toc167287456]Belbin’s model and its purpose
The Belbin model has been established by Dr. Meredith Belbin to elucidate the roles of a team in the context of facilitating team progress, which resulted in enhancing organisational success. As opined by Belbin (2010), a team represents a cohesive work framework that depicts a collaborative work pattern of individuals. In relevance to this, the Belbin model described types of employee behaviour that has been dependent on team roles. The purpose of the “Belbin Team Role” model is to identify behavioural strengths and weaknesses of roles that affect the workplace environment.
[bookmark: _heading=h.irz0wzbs0xou][bookmark: _Toc167287457]9 team roles identified by Belbin
Belbin identified nine team roles that are “resource investigator”, “teamworker”, “coordinator”, “plant”, “monitor-evaluator”, “specialist”, “shaper”, “implementer” and “complete finisher”. In this context, facts have been obtained from the report of Belbin (2010), that resource investigator is outgoing and enthusiastic while teamwork is cooperative, diplomatic and perceptive. 
[image: Belbin Team Roles in Practices]
Figure 2: Belbin team roles 
(Source: Belbin, 2010)
Meanwhile, the coordinator is quite confident in dealing with changes and clarifying goals to employees to achieve them within the timeframe. Plant as a team role is effective in fostering creativity while shaper is dynamic and thrives on pressure. In addition, the complete finisher is conscientious and polishes the work adequately while the implementer is practical and reliable to accept change and adjust to work dynamics. 
[bookmark: _heading=h.7ka9rxpderc8][bookmark: _Toc167287458]Examples of applying the Belbin model in optimising task allocation and team composition 
The leaders of Tesco fostered the role of “teamworker” to lead and motivate their team to steer service excellence and improve operational efficiency. According to the report of Tesco (2023), leaders developed an operation team, resource planning team, people and learning and development team to distribute work among the team ideally and optimise the functionalities adequately. In addition, the leadership of Marriott International focuses on steering team engagement to improve team performance and attain organisational success relatively (Ferry, 2023). This has been evident that Marriott’s leaders use the ‘monitor evaluator’ role to optimise operational efficiency.     
[bookmark: _heading=h.boen99sly5qv][bookmark: _Toc167287459]Understanding Team Development
[bookmark: _heading=h.gej17olmns0y][bookmark: _Toc167287460]Stages of team development in the Tuckman model
The stages of team development designed by Tuckman are “Forming”, “Storming”, “Norming”, “Performing” and “Adjourning”. These 5 stages have been developed by Bruce Tuckman describing the opportunities for the team members for better performance (Tuckman and Harper, 2012, p. 532). 
[bookmark: _heading=h.qqu4oi5ghdxr][bookmark: _Toc167287461]Evaluating stages with challenges and opportunities in team development
Forming: Members of the team get acquainted with one another and recognise the roles of the individuals (Mullins, 2023, p. 649).
Storming: The dynamics of the team change and the members begin to argue with each other and this sometimes leads to loud arguments. 
Norming: Team members work out the conflict and understand how to cooperate and find a common solution or a battle plan. Poor Performance reduces productivity, thus the feeling of accomplishment is diminished.
Performing: Companies able to perform and manage these phases are regarded as top performers.
Adjourning: Possible feelings that team members may have regarding the dissolution of the team for project accomplishment. 
[bookmark: _heading=h.hro6zlxil4k7][bookmark: _Toc167287462]Examples of navigating each stage effectively by teams in achieving high-performance
In consideration of “Forming”, it is required to clarify the vision of the team members by fostering better engagement and intention towards right communication among them.  After that, “Storming” could help to focus on the activities of conflict resolution. Moreover, in “Norming”, the team should receive a space to prepare for better performance (Sonal, 2015). After that, the “Performing” stage will follow the changes in performance as per the expectations. However, “Adjourning” will indicate wrapping the complete project following the results in the project team with proper acknowledgement of the team members’ contribution to the success. 
[bookmark: _heading=h.uqsv8bjm7ck8][bookmark: _Toc167287463]Managing Conflict in the Workplace 
[bookmark: _heading=h.itnbajawa12b][bookmark: _Toc167287464]Thomas Kilmann's model
The theoretical perspective of ‘Thomas Kilmann's conflict management model’ assessed the conflict management styles. In the view of Nischal (2014), conflict management styles emphasise that managers accelerate skill sets such as conflict resolution and self-awareness in managing conflict among employees.
[image: The Thomas-Kilmann Conflict Model, explained — BiteSize Learning]
Figure 3: Thomas Kilmann's model of conflict
(Source: Nischal, 2014)
Additionally, assertiveness and cooperation have been the two core contexts of conflict management models and competing and collaborating styles are depicted high assertive nature of conflict management style. Meanwhile, avoiding and accommodating are the two less assertive styles. Relatively, competing and avoiding are less cooperative while collaborating and accommodating are highly cooperative.
[bookmark: _heading=h.wzdrs0rh3p21][bookmark: _Toc167287465]Significance of understanding these conflict management styles 
The significant aspect of 'Thomas Kilmann's conflict management style lies in steering intercultural communication and enabling it to prevent conflict onset effectively (Stadler, 2019). As suggested by Mills et al. (2020), conflict needs to be managed not only to reduce the conflict among teams but also to ensure employee well-being to spur individual performance efficiency. Relatively, competing management styles facilitated managers in facing the problems and resolving the issues adequately whereas the collaborative style obtained employees' opinions and encouraged them to steer team collaboration for enhancing team and organisational performance entirely.
[bookmark: _heading=h.1rx1l76r4cva][bookmark: _Toc167287466]Examples of applying this model organisation in resolving conflict
The organisational leaders applied the theoretical aspect of the conflict management model to assess the hidden conflict and used suitable conflict management styles to reduce the conflict relatively. As opined by Mustac (2024), Zara’s marketing leaders fostered a 'collaborative’ style to overcome the communication crisis and take accountability to identify fundamental qualities that were lacking in Zara. Moreover, Vodafone implemented “Companies Act 2006” within the organisation to set relevant practices to aid the leaders in avoiding such situations that lead to conflict (Vodafone Group Plc, 2021). Additionally, the board of members has been instructed to propose interest related to existing transactions to avoid transactional conflict.  
[bookmark: _heading=h.23tft2gc7bho][bookmark: _Toc167287467]Conclusion 
[bookmark: _heading=h.ikeqhpdo0k4c][bookmark: _Toc167287468]Key findings and insights
Theoretical concepts of team development and team roles elaborate leaders' roles in steering team performance and enhancing the performance efficiency of an individual resulting in accelerating organisational performance. 
[bookmark: _heading=h.fr3r9ho7ddf][bookmark: _Toc167287469]Reflecting the importance of effective teamwork for organisational success
Effective teamwork played a role in enhancing individual job interests, which encouraged them to perform best. This has resulted in enhancing organisational success by spurring team performance. Moreover, effective teamwork shaped managers' roles and strengthened team dynamics to adjust to the changes and attain organisational success relatively. 
[bookmark: _heading=h.16qj1revi7w9][bookmark: _Toc167287470]Recommendations for organisations to build and maintain high-performing teams
It is to be recommended that organisational leaders maintain effective communication patterns between teams to steer employees' performance within the team. In addition, performance appraisals have been another suggestion that organisations can use in addressing employees' core strengths and weaknesses to build high-performing teams. 
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