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[bookmark: _Toc180612923]Introduction 
Effective teamwork is a significant determinant of organisational success, as it aligns the organisational goals and targets with the employees' goals and targets.  Increased efficiency and productivity are also ensured by effective teamwork in the business organisation (Beauchamp et al., 2017). Effective teamwork boosts smooth communication among the team members by eradicating communication barriers in the organisation's overall workflow. Effective teamwork develops a strong culture of brainstorming in a business organisation, ensuring innovation in business operations (Pocock et al., 2020). Effective teamwork's majority benefits are that it either saves business expenditures or increases revenues, which positively affects profitability. Due to the proven significance of effective teamwork, every business organization is trying its best to nurture this in its organisational culture. GlaxoSmithKline (GSK) is one of the largest pharmaceutical companies in the UK, renowned for its teamwork-based organisational culture. 
This report aims to discuss the theoretical and practical aspects of different theories and models of teamwork in the context of GlaxoSmithKline (GSK) of the UK. It will examine the effectiveness of implementing teamwork in GSK's business operations, evaluate the implementation of the Tuckman model in GSK's team development process, and critically evaluate the strategies for handling conflict among GSK's team members. 


[bookmark: _Toc180612924]Theoretical Framework
Belbin's Team Roles, Tuckman theory, and Thomas and Kilmann's team conflict model are the most widely used theories in the effective development of teams in a business organization (Procter et al., 2014). Belbin's Team Roles theory mainly indicates that a team member can develop his strengths and minimize his weaknesses by understanding his role in the team (Bishop et al., 2013). Tuckman’s theory of team development suggests that the effective development of a team goes through five stages: forming, storming, norming, performing, and adjourning. These stages exist from the beginning of the team development to the end of the team assignment. Kilmann's team conflict model argues that team conflict management mainly comprises competing, collaborating, accommodating, avoiding, and compromising among the team members (Nikitenko et al., 2017). 
Developing an effective team in a business organisation is challenging nowadays (Khan & Wajidi, 2019). A huge difference exists in team members' preferences and ways of thinking. Team dynamics heavily depend on implementing these theories in the organisational culture and day-to-day activities. Belbin's model is very effective in enhancing the performance and productivity of the employees while working in a team (Saundry et al., 2022). At the same time, it can also play a vital role in reducing the weakness of the team members. Tuckman’s theory defines the whole life cycle of a team (Koh et al., 2024). It plays a significant role, from the development of a team to the successful completion of the assigned job to the team. Kilmann's theory is important in managing conflict among team members, which is very common in teams (Dyer et al., 2013). 
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Belbin’s model emphasises the understanding of the roles and responsibilities of the team members. It highlights action-oriented roles among the team members, ultimately fostering mutual understanding (Fransen et al., 2013). The main purpose of Belbin’s model is to balance the team based on the behavioural contribution of the team members rather than the performance. Self-aware employees can fit themselves within the framework of the organisational culture. This model helps a business organisation find the right person for the right job. This process ensures better performance by the overall organisation (Sharma, 2018). 
According to Belbin’s model, team members' roles have been categorised into three segments: social, thinking, and action (Fapohunda, 2013). The coordinator, workers, and resource investigator have been assigned the social roles of a team member.  Specialists, monitors, and evaluators are the thinking roles of a member. On the other hand, implementer, finisher, and completer are the action roles of a team member. GSK has successfully implemented Belbin’s model in the development of effective teams. Firstly, GSK evaluates all its employees based on the nine roles stipulated by this model. It helps GSK to identify the strengths and weaknesses of the employees. Afterwards, GSK arranges training sessions for its employees to capitalise on their strengths and reduce weaknesses. 
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Tuckman's model refers to five stages for effective team development in the business organisation: forming, storming, norming, performing, and adjourning (Strnadová et al., 2014). The first stage is forming the team, which includes selecting members for a team and deciding the team leader. The second stage is storming, which refers to conflict resolution among the members by reducing anxiety, resistance, and uncertainty among the members (Sulaiman et al., 2012). Norming is the third stage of this model, which refers to the situation in which the team members are aware of their roles and responsibilities. The members are emotionally competent to adjust to every situation. In the fourth stage, the team members complete their assigned jobs. At the last stage, the team is dismissed after completing the assigned task. 
Business organisations have to face many challenges while developing an effective team. Overcoming the storming stage is the main challenge here, as the team members often show diversity in their preferences and skills (Svalestuen et al., 2015). At the same time, these diversity characteristics often bring opportunities for the business organisation as they play a significant role in creating innovative and idea-generating teams that further positively improve organisational performance. 
GSK has successfully created an innovative organisational culture in its workplace. The company ensures diversity while forming the team. At the same time, in-depth discussions are conducted among the team members to make them aware of their roles and responsibilities. GSK aligns the team goal with the organisational goal, which enables it to overcome the norming stage. GSK also ensures the availability of resources to complete the task assigned to the team. It provides clear achievement targets for the team, which marks the performing stage. GSK arranged a thanksgiving ceremony for the successful completion of the task assigned to the team and announced the adjournment of the team. This process has made GSK one of the leading pharmaceutical in the UK in terms of profitability and innovation. 
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Conflict among team members is very common when tasks are done by teams rather than individual employees. Thus, every business organisation must invest a good amount of resources to resolve these conflicts in day-to-day operations. Thomas Kilmann’s model shows five styles of handling conflict: competing, collaborating, compromising, avoiding, and accommodating (Procter et al., 2014). Competing works when there is a difference between the skills of the employees. Collaboration is a win-win situation for both employees as they have similar skills. Compromising works when a complete win-win situation for both employees is not possible and they agree to compromise their benefit partially (Nikitenko et al., 2017). Avoiding occurs when the concerned employees sidestep the conflict without trying to solve it. Accommodation occurs when an employee weighs another’s concern, sacrificing his own. Understanding these styles is crucial to managing conflicts effectively and efficiently within the teams. Every situation is unique, and so is the solution (Khan & Wajidi, 2019). Above mentioned five styles that can be applied based on the requirements of the situation. The effective application of any style saves the organisation's resources, which can positively affect the organisation's performance (Saundry et al., 2022). 
GSK has developed an organisational culture that expresses the organisational culture of resolving conflicts among team members based on Thomas Kilmann’s five-style model. Team members and supervisors are trained to identify the appropriate style for managing a conflict. When team members are equally strong on their arguments, GSK encourages its employees to apply a collaborative style, which satisfies both of them. When the situation demands completion, GSK lets the result decide the winner. Employees of GSK practice a compromising style from their soft feelings of sacrifice. Negligible conflicts are avoided to save GSK's resources. The employees of GSK follow an accommodating style based on good relationships among the employees. 
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The above discussion shows that effective teamwork is crucial for organisational success. Theories and models developed by Belbin, Tuckman, and Kilmann can play a vital role in developing effective teams in business organisations. However, creating an effective team is challenging due to the diversified team dynamics and huge differences in the team members' preferences. Action-oriented roles of team members can minimise these dynamics and increase organisational productivity. The procedure of team development must be systematic to build a successful team. Capitalising on team members' diversity can be a good source of competitive advantage. 
[bookmark: _GoBack]From a reflective point of view, it can be argued that teamwork is essential for achieving economies of scale and enhancing productivity and creativity among the employees of a business organisation. Teamwork increases expertise by ensuring knowledge sharing among the team members. Experts have argued that employee productivity is higher when he works in a team than when he works alone. However, effective team development is the main precondition for capitalising on the benefits of team building. Team development can backfire if the conflicts are not managed properly. Theoretical literature helps the business organisation develop and manage effective teams. 
In recommendation, it can be mentioned that any team's development must have a clear goal and objective. Proper logistic support must be ensured to enable the team to perform the assigned task. Team goals must be aligned with the organisational mission and vision to ensure the best outcome. 
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