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Executive Summary


This report deals with the analysis of the key roles for enhancing communication and performance of a team. In this regard, three important models namely. Belbin’s model comprising of 9 team roles, Tuckman’s model stating about the development stages of a team, and the Thomas-Kilmann model for conflict resolution at workplaces. Based on the findings of the study, it has been noted that the efficiency of the team and the team members can be enhanced by leveraging the afore-mentioned models. In this regard, the morale of the employee will also be boosted. Apart from this, some recommendations have been also provided to enhance the team performance and communications by using these models. 
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Procedure



For completing this particular report academic journals have been used. 

[bookmark: _Toc167739301]Introduction
Team work, as stated by Mullins and Christy (2016), is essential for every organization to increase its productivity. This report thus, deals with the analysis of different models. 
[bookmark: _Toc167739302]Theoretical Framework
Belbin’s team roles model is of 9 team roles which is grouped under three categories that includes action-oriented, people-oriented, and thought-oriented (Belbin et al. 2010). On the other hand, Tuckman's model of group development identifies four stages in the team's growth process that are necessary for optimal performance: performing, storming, norming, and forming (Tuckman and Harper, 2012). The Thomas Kilmann Conflict Mode Instrument has five modes: avoiding, contending, compromising, accommodating, and cooperating.
[bookmark: _Toc167739303]Team roles
The Belbin model
Belbin Team Roles are not just a theory; they are an effective instrument for identifying behavioural strengths and weaknesses in the workplace (Belbin, 2010). According to Belbin’s model, team roles are divided based on the preferences, abilities, and behavior of an individual. 
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Figure 1: Belbin’s Model
(Source: Rahmani et al. 2021)
The 9 team roles in this regard are as follows:
People-oriented:
Coordinator: As the traditional team leader, coordinators focus on the group's objectives and oversee the group as a whole.
Resource investigator: These are the individuals who are curious and innovative in nature.
Team worker: These are the people who accommodate well and can work efficiently within teams (Dingwal, 2018).
Action-oriented:
Shaper: Shapers are those individuals who check on other team members whether they are able to fulfil their work or not. They are highly competitive, and vibrant people (Belbin, 2010). In addition, the strengths of shapers include being courageous, a person who can thrive under pressure, and being competitive. However, the weaknesses of shapers include the fact that they are susceptible to any kind of provocation. 
Complete Finisher: Complete finishers are the people who meet the highest standards and complete projects on time. They have been noted to pay serious attention even to the slightest of change. They finish work within deadlines and are perfectionists. However, the only weakness in their case is their reluctance to delegate.
Implementer: Implementers are those individuals who set some goals and try to execute them properly. The majority of implementers of the nine Belbin Team Roles are capable of converting ideas and concepts into practicable actions. These people are helpful and thus are used in corporate organizations. Moreover, they are conservative, disciplined and are of task-oriented nature that facilitated enhanced productivity at workplace. 

Thought oriented roles:
Monitor evaluator: Under the Belbin’s method, the monitor evaluators are the people who are adept at testing out other people's ideas and providing a strategic component to the team (Belbin et al. 2010). They have the ability to make objective judgments and to weigh the benefits and drawbacks of options fairly.
Plant: Plants are creative innovators who are efficient in solving problems. 
Specialist: Experts within the team are often responsible for offering technical help to clients and other team members. 
Thus, this model has been noted to have various significances (Dingwal, 2024). A real-life example in this context includes including Belbin’s model by the BBC to enhance their performance and productivity. They used roles like teamwork and sharper in this regard. 
[bookmark: _Toc167739304]Understanding Team Development
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Figure 2: Tuckman’s Model
(Source: Yu et al. 2019)
According to Tuckman's, the different stages are as follows:
Forming: The first stage of creating a team is formation or forming. In this phase, the team members have been noted to avoid conflicts and feel ambiguous in order to get into the group. Followed by this, the groups discuss and choose goals before starting to work on assignments (Carpenter, 2022). However, the challenge of this phase is that it does not properly emphasize having a definite role. In this regard, it has been noted that the development of a team roadmap or setting up personal goals is helpful. 
Storming: The next step, called storming, is where people present and discuss conflicting ideas and points of view. Storming is a phase of open confrontation whereby power, structural issues, and leadership issues are noted to be at their highest. The leaders usually help their team members by setting up processes to check on their progress, works on building trust, and so on.
Norming: Team members have been noted to develop different learning strategies to work in an effective manner (Scwebu, 2017). As the work progresses, one of the team members takes the responsibility of the entire team as a team leader during this phase. Members of the team learn that effective, shared leadership requires mutual trust. Moreover, in this phase of social learning, participants create mutual understandings that enable them to move on to the norming stage, where the objective is reconstructed and chosen. 
Performing: As depicted by the study of Abd Samamd et al. (2023) the performing stage has been noted to yields great benefits both personally and professionally. Then, a shared plan and performance metrics are developed for performance. The team functions by the development of team relationships with the inclusion of various group activities such as collaborative work and informal meetings. 
Adjourning: In the adjourning phase, team members' decisions to leave (course termination) during the last week of classes are likely to result in significant changes to the team's composition, goals, and structure. They change, they evolve. The group needs more time to process their feelings about change and termination, even though they are still producing excellent work (Patterson, 2022). Thus, after achieving the team’s goal, they celebrate their achievements together, and an increased confidence among the team members is also noted with high working efficiency. 
[bookmark: _Toc167739305]Managing Conflict in the Workplace
The Thomas Kilmann model comprises 5 different styles to deal with conflict in the workplace (Hussain and Zaman, 2018). Each style has been noted to have different levels of cooperativeness and assertiveness. 
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Figure 3: Thomas Kilman’s Conflict Model
(Source: Mishra and Sengupta, 2021)

Avoiding: The corner of low assertiveness and low compromise is where the "avoiding" option is found. It would seem that this means staying out of conflict altogether. The person will try to remain in the background and let events unfold organically. Avoiding situations could be a good idea occasionally (Hussain and Zaman, 2018). Maybe everyone at work had a major meltdown and needed some time to relax and focus on their work. For instance, when a heated argument broke out between two co-workers over a problem, the first person would either leave the room or change the topic.
Accommodating: Accommodating can be defined as a cooperative and unassertive style where other people’s opinion or concepts is acknowledged. This situation is sometimes essential in case the other party or individual is important for the team and its performance. 

Competing: The classic competitive approach can be defined by low compromise and intense aggression. However, there are several competitive people in the workplace, who compete in conflict resolution entails actively opposing the other side and making an effort to persuade an individual that their position is correct (Stadler, 2019). For example, when faced with criticism or disagreement, people tend to become aggressive and very protective of their principles or beliefs.
Collaborating: Collaborating is a forceful yet quite accommodating option in this era. Working together becomes important in this situation. In summary, the collaborative mode enables an individual to take the time to listen to what an opponent has to say and then respond appropriately (Qadir, 2020). Although this takes a lot of time and resources, it may be an excellent approach to solving a problem when there is no obvious winner in the dispute, and all parties have valid views. For example, the team members will work together to find compromises when faced with ideas that offend someone, but they recognize that they have an impact on other people.
Compromising: The key to compromise is to be reasonable and somewhat assertive, giving up a lot and gaining a little (Tannenbaum and Sala, 2021). Compromise is typically used to resolve contentious situations, not to the point where people take pride in their work. For instance, when two companies want to cooperate on marketing, they might work together to attract more customers.
Thus, this model is vastly significant in different organizations, from corporate sectors to educational institutions and healthcare sectors. For example, in the healthcare setting, analyzing the potential reasons for conflicts among the staff helps resolve the disputes among them (Cioarță, 2020). In a corporate setting, this helps resolve conflicts, enhancing the collaborative approach. Moreover, in educational institutions, this model is used to train administrative staff to deal with different types of conflicts. 

[bookmark: _Toc167739306]Conclusion
All the models discussed above thus have a major role in enhancing the performance of organizations. This is because they boost the collaborative approach and it has been known that effective teamwork within an organization has been noted to increase the rate of efficiency of an organization’s operations. Moreover, fruitful cooperation creates a network of allies that can significantly improve employee morale and job satisfaction. For instance, the Thomas-Kilman conflict-resolving model helps resolve conflicts in different organizational setups. Belbin’s and Tuckman’s model also helps build organizational harmony and enhance performance. 
Recommendations
Thus, furthermore, for boosting the team performance and communication within a workplace setting clear communication channels is recommended (Influenced by Santos et al. 2023). Feedback sessions can be conducted to point out the strengths and the weaknesses of the team members thereby providing a chance for self-improvement to them. In this regard, the Belbin’s team roles can be used for boosting the team member’s ability thereby developing a strong team that can enhance the productivity within a workplace. Moreover, training sessions is also recommended whereby the principle of the Thomas-Kilmann Conflict Model can be used for developing a collaborative work environment (Influenced by Aggarwal & Magana, 2024). The development of each phase of each of the team members is also recommended to monitor. In this context, Tuckman’ team development stage needs to be used. 
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