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 Within Team, conflict is typically seen as a terrible thing and is frequently tried to be avoided or eradicated. This idea of conflict is mostly the product of the false belief that conflict is pathologically unpleasant, destructive, and detrimental to achieving organisational goals. Given this, there has been an increasing demand for team managers to master the best conflict-management techniques. For resolving disputes at various team levels, the experts have suggested techniques or solutions. Despite this, very few systematic studies have been conducted to investigate the current conflict management practises of team managers, potential variations in approaches adopted by team managers operating at different hierarchical levels, as well as the relative effectiveness of strategies or methods used in resolving work-related conflicts or disputes with their subordinates at the workplace. (Samantara, 2004)
[bookmark: _Toc128493564]CONFLICT
Conflict is defined as a conflict between people caused by disparities in beliefs, attitudes, comprehension, interests, needs, and occasionally even perceptions. A disagreement results in abrasive debates, physical abuse, and unquestionably a loss of harmony and tranquilly. Relationships can truly change because of a fight. (guide, 2008)
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· See things differently,
·  want different things,
·  differ in their thinking styles, which makes them more likely to disagree, are predisposed to disagree, 
· differ in their status, disagree on ideologies and philosophical issues, 
· differ in their goals and approaches, 
· different knowledge, poor communication, 
· misunderstanding, 
· stress, Expectation, and 
· people are persuaded by fear, force, fairness, or funds. (Bono, 1985)
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·  decline in productivity.
· Quality Concerns
·  Plenty of Change
·  A high rate of absences
·  Nonsensical Meetings
 No defined agenda, no intelligent discussion, and inattentive attendees
· Tension and worry
· Disputes
· Poor communication
· Rudeness and sarcasm
· bullying, prejudice, and harassment
· Alterations in How You Connect with Others (Paul, 2023)
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For more than 30 years, the gold standard in conflict resolution assessment has been the Thomas Kilmann Instrument (created by Thomas Kilmann, 1974). It is common practise to evaluate conflict management approaches using the Thomas Kilmann Instrument. The tool uses two parameters—assertiveness and cooperation—and generates five distinct styles as a result: "avoiding, competing, collaborating, accommodating, and compromise". So, the instrument is used in the current study to analyse the management techniques for different styles. The major options you have for handling a conflict are depicted in the figure below. (Nischal, 2014)

  [image: Thomas Kilmann Instrument ( TKI )one of the most important tool to  understand and solve any conflict ( Conflict Management Tool ) .] Figure 2: conflict Handling Modes. (Source; Thomas Kilmann Mode, 1974). 
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A theoretical model for conflict management was created by Bruce Tuckman in 1965. There are four stages:
Forming: During the formation phase, the group members gather to discuss the important topics and decide upon their resources and constraints. 
Storming: Most of the group disagreement will occur during storming. Personal and goal-related concerns are evident at this stage, and when goals and motives are being identified, the group may disagree on what the group's real objective should be. 
Norming: The third stage, Norming, is the time for initial brainstorming and compromise. Members of the group will start to find their place within it, and perhaps during this phase, trust will start to grow among the group members. Members of the group should feel more at ease expressing their thoughts and views, which should lead to more transparency and information sharing.
Performing: Decision-making and brainstorming are made easier during the last stage, performing. When the group members feel more at ease with one another during this phase, they will be more likely to make concessions and arrive to a fair conclusion. Problem-solving and locating answers to complex problems are what this period is primarily known for. (Carlson, 2012)
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Building a productive team is one of your goals as a team member.  Most of the time, however, teams do not start off strong. They typically must go through a learning method named as the storming phase to learn how to operate collaboratively (and how to engage well with each other). Although it can be difficult, the storming phase is a typical aspect of team development. For your team to emerge from the storm as a stronger, more efficient, and more cohesive one. There is always a chance for conflict when teammates on a project work together to complete their duties. In fact, it is essentially impossible for individuals with different background skills and norms to collaborate, make decisions, and attempt to achieve project goals and objectives without running into conflict. Team members are required to recognise, examine, and assess both the positive and negative aspects of conflict and how they affect output. They must learn when and how to incite disagreement and how to harness it to boost project team members' productivity. (kerma, 1998) 

Example; for Our group assignments, our Tutor Melanie form a new team member. Everyone is initially eager to collaborate, put the presentation together, and find a new idea. But things begin to alter after a few weeks. On everything from how to structure and arrange group assignment materials to which concepts to offer to the team, there is disagreement. People on the team are coming up to you one by one to vent about the workload, the project, and their co-workers. Things are not getting done, and it feels like the crew is growing angrier and less engaged every day. Once I have gotten to know our team, I might be capable of recognizing a potential personality conflict between two individuals. With that knowledge, I may organise the team to reduce collaboration between those two team members and, as a result, reduce team conflict.
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1. PUT TRUST-BUILDING FIRST.
The team will determine how you develop trust. Certain groups will value your confidence in them to carry out their duties as they see fit. When you establish clear expectations, offer structure, and exercise monitoring, other people will gain trust more quickly and effortlessly. The argument is that establishing trust is essential to overcoming the storming phase.                    
   2. Get to know the people on your team (and help them get to know each other) 
      Find out details like:
· What personality characteristics do they have?
· What are their objectives both for the team and for themselves?
· The best work is done in what ways?
· What kind of work environments frustrate them?
· Do they favour more autonomy or structure and direction?
Make sure you schedule time for team-building exercises, social gatherings, and one-on-one collaboration opportunities to aid in fostering trust among the team members.
3. Establish a culture of honesty and openness among the team
 Your team will feel more psychologically secure if you establish a team culture that promotes honesty and openness. People may speak freely and honestly when they feel safe doing so, which promotes trust and moves the team over the storming stage. For instance, if team members feel comfortable providing you with direct feedback on what is not working, you can try to address those issues. Even better, you can convince team members to work cooperatively on solutions with you. So how can you foster an environment that values truthfulness and openness? You are the first step. Your staff will be able to do the same if you are open, truthful, and transparent with them. When speaking with your staff about problems, be as honest as you can. Ask for comments and let them know it is appreciated (even if it is difficult to hear). Encourage your colleagues to resolve concerns and conflicts in a direct and timely manner (rather than being hostile or passive aggressive).
4. Continue to improve teamwork.
You can help your team get through the storming phase by using these tactics. But, bringing your team to the stage where they perform requires ongoing effort. Ask your staff to regularly evaluate what is and is not working to maintain high performance. Encourage and assist your team in leveraging these insights to enhance and promote improved teamwork. Check in with your team frequently, both personally and collectively. Everyone has the chance to collaborate on changes at retrospective meetings. Also, it's critical that you visit with each employee one-on-one to check in. They might divulge information that they would feel uncomfortable doing in a group. (deBara, 2022)
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At all team levels, conflicts are common and an ongoing process. Team managers must research different conflict management tactics and methodologies since conflict can have either useful or dysfunctional effects. Before disagreements reach an intolerable level, the team should create a variety of effective techniques to handle them as they arise.  It's crucial to handle these disagreements constructively. Both constructive and destructive disputes can benefit the team; constructive conflicts can benefit you by energizing you to perform better at work. Destructive disagreements need to be resolved by management to avoid ruining the environment of team organization by demoralizing others. (Shethna, 2022)
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