Group Dynamics
Bruce Tuckman (1965) created a model with 4 stages of team developing which are Forming, Storming, Norming, and Performing. These stages describe the phases through which a team evolves from the start of a project to the successful completion but also the stages of knowledge, conflict, and trust in the team you are part of (Wilson, 2020).
Forming
In this stage every member of the team has the opportunity to get to know each other, and them willing is to find out what the leader of the team is expecting from them. In every team it is important to have a good leader that can maintain a good connection with every member and ready with an answer for any situation. 
Storming
In this stage competition is a big risk for the team to fall apart, as everyone is willing for a good position in a project. In this case the team lead should come up with a list of roles for everyone. Also, members should strive to give each other as much sincere feedback as possible, establishing a tight relationship where suggestions are not seen as criticisms, rather as contributions.
Norming
The norming phase tends to be a movement of team workers in which they take responsibility for the roles offered to them by the team leader, and gain confidence in sharing ideas with others, bringing success to the team and the project. In this case, the team leader can step back, leaving the team members to demonstrate the ability to find solutions to the problems were confronted during the project.
Performing
This stage is probably the most important phase for a team. Here is where each member is fully focused on the final result, and they are more motivated, confident, and familiar with the project, so they don’t need to be supervised by them team leader.
When the project is almost completed successfully, the team leader must consider the contributions of the members and give thanks to all equally to avoid conflicts in future projects.
Situational leadership
There is a concept of "situational leadership" that describes a combination of leadership style, and the amount of support employees must receive. This approach is a combination of Paul Hersey and Ken Blanchard (1979). Leadership styles can be classified into four categories that provide a situational leader with the greatest chance of achievement. These situations result from a job that demands to be completed, as well as a follower's willingness and ability to do so. In response to a given situation, a leader chooses one of four leadership styles based on objectively evaluating these issues and successfully influencing the follower.
Delegating
The delegating leadership style is a form of leadership based on low tasks and associations, where a leader encourages a member of team or associate to act independently. To delegate correctly, leaders must have the skills and authority to select associates who can accomplish the task. Leaders who delegate have full authority to make final decisions for the individuals or the teams they lead.
Supportive 
This style of leadership focuses on working together: sharing ideas, suggestions, and solutions within a group, however, the leader is eventually responsible for the conclusion.  In this style, the team leader will not have to be fully involved in a situation until the final decision has to be made.

Coaching
This style is more about how a leader is focussing on the performance competence of the employees. A team leader with the ability to lead a team must be able to identify the weaknesses and strengths of the employee and then turn them into success for a project or a career. At the same time, the leader of a team does not have to perform all the tasks alone, but he knows how to share them equally with the employees, because the already chosen team will know what roles they have and will fulfill all the tasks with ease and success.

Directing
In this style of managing a team in a project, it refers to those leaders who prefer to lead the team through directives and commands because they cannot accept suggestions or indications from their employees. This style can also reduce the responsibilities of a lead once the objectives are clearly shared with the employees, and from here the leader can take a break from the constant supervision of the work team. In some circumstances, this style of leadership is appropriate, but there are also situations in which, as a leader, you can put at risk your work environment by making your employees feel uncomfortable.
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