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Conflict management and resolution strategies. Discuss how you “navigated” through the “storm” stage of your team.
Conflict means disagreement or disagreements arising within a group when the beliefs, opinions, or actions of one or more group members are different or rejected or cannot be accepted by one or more group member (Jones and Fabian, 2006). Most often, a conflict arises between people from the same team known as intragroup conflict, it also occurs between people of two or more teams known as intergroup conflict. Conflict in groups often proceeds in a certain way. Teamwork is first disturbed by the initial conflict, often caused by different opinions and misunderstandings between individuals. At the time of conflict, the group is not united and can split into coalitions. Conflict is a natural phenomenon in teams and groups. This is an important part of the group's development and team performance (Burton, 1997). As such, if we can develop procedures for identifying conflicts which are likely to arise, as well as systems through which we can constructively manage those conflicts, we may be able to find out new opportunities that can transform our conflict into a productive result. Reaching an agreement between parties that have a conflict is referred to as conflict resolution, it is the process of improving cooperation between the parties to the conflict, conflict resolution is a way to overcome the problems of conflict. A given conflict should be viewed from the point of view of the issues that had led to its creation to resolve it and ensure that the conflict does not arise on the same grounds again. "Conflict resolution" refers to strategies for resolving disputes that can otherwise harm relationships between different people, so it is always better to distract and resolve the conflict before it destroys the relationship.

Tuckman's Theory 
[bookmark: _Int_qPBv491f][bookmark: _Int_PwSxFBz3]Tuckman's theory, which includes a five-stage (1965): forming, storming, norming, performing, adjourning. By forming our group in the classroom, these stages were identified because a group went through different phases. In the first stage, we engaged in building relationships that shaped the acceptance of one for the other. Through Storming, our group went through the longest through different skills and opinions that were divided between people from our group, conflicts that resulted from strengths and with weaknesses meant that we could not go to the next stage of creating the group. By understanding and seeing other people's strengths and by choosing the leader of our group, we were able to move on to the next stage, but it was not easy. We then recognized our differences and sought to explain them (White, 2009). It seemed to us that there were agreements on how our group would work together, it was related to the norming phase of our group. Many groups do not go through performance as quickly, going from forming to norming, as it involves effort and combining skills to achieve this. As such, it took us a long time to reach the performance level. Sometimes it seemed to us that we had returned to the Storming. Consequently, moving into the adjourning whereby we were expected to complete our tasks and really build teams is still being undertaken.
In our group we experienced an intragroup conflict, between Sarah and Chris who did not agree about our joint work on a project that we were developing together. Initial conflict caused by differences of opinion between Sarah and Chris, our group began to not be united and began to divide. Disagreement between Sarah and Chris who both have leadership goals and similar characters, as well as a lack of understanding in the team (Martin et al., 2017). In our group, the biggest problem of the conflict was power and lack of understanding, poor communication, different value, and beliefs. Fortunately, we have been able to solve the problem of conflict by recognizing that we all have a biased fairness perception. As a group we recognized the beginning of the conflict before there was a major conflict. We learn how communicate and convey each individual opinion. Each person from the group said what they felt, conveyed their feelings so that the rest of the group knew what someone was feeling .We had to understand that we are a group, and we are working for the good of the whole group and there is no us versus them, we looked at what our problem really is, what strengths and weaknesses we have. We saw who has what strengths and what we need to focus on, we chose the team leader of our group. Each of us tried to be flexible with the rest of the group and adapt to the rest of the group. The danger thing that began to form was the beginning of the division of our group and the lack of communication with the rest of the group, which threatened us with the disintegration of the group and not the implementation of our task. We want to be a group that will bring solutions and make everyone work together. But a big part of surviving a storm is getting our team to get things sorted out among themselves.
 Thomas Kilmann model
The Thomas-Kilmann Conflict Model categorises the main responses individuals show in times of conflict. Developed in the 1970s by Dr Thomas and Dr Kilmann, the model argues individuals can either act assertively or cooperatively during conflict situations. Depending on the degree of these behaviours shown, an individual's response can then be mapped on the model (Wang, n.d.).
The Thomas-Kilmann model is useful to be able to understand the reactions of people in conflict situations. By understanding someone's reaction, you are in a better position to deal with conflict and interpret certain behaviours. Understanding one’s own reaction to conflict can help build personal awareness, skills to deal with different conflicts, and help understand other reactions.
[bookmark: _Int_PIpfKtPg][bookmark: _Int_040T6dM2]Thomas-Kilmann Model can be used to highlight the benefits and disadvantages of every position during diverse types of conflict. The wonderful thing about the Thomas Kilmann model is that it states that conflict handling modes are developable, and so not fixed. Through awareness and focus it is a dynamic and flexible model.


THOMAS-KILMANN CONFLICT MODEL
COMPETING
COLLABORATING
COMPROMISING
AVOIDING
ACCOMODATING
ASSERTIVENESS
COOPERATIVENESS


To resolve the conflict in our group, we used the Thomas Kilmann conflict model. First, we found a common solution to win-win. We tried to make everyone feel open and listened to, we presented who takes what position. Each of us took the time to think and re-evaluate our group and tasks. We tried to use the strengths of our group. We focused on common goals. We used tips and interests to develop areas of new benefits (Scannell, 2011).
Conflicts in a group can arise between individuals, because each of us has different personalities, we have different opinions. Conflict is inevitable in organisations because they are places of compromises, adjustment, and change. People feel threatened and may resist. Conflict is inevitable in groups because they are places of compromise, adjustment, and change. People feel threatened and may try to avoid danger through conflict. Conflict does not always have to be bad; it can mean progress or lead to it if it is resolved correctly.


 

Belbin Theory
[bookmark: _Int_VkSUtAVQ]An effective way to assess the relative strengths and weaknesses of a team. Helps the team to understand ways in which it could improve performance. (R Meredith Belbin and Jay, 2004)
[bookmark: _Int_dRo5ezpg]To build a good team, we must represent each of the nine Belbin Team Role behaviours at the right time. The nine Belbin Team Roles are: Resource Investigator, Team worker and Co-ordinator (the social roles); Plant, Monitor Evaluator and Specialist (the Thinking roles), and Shaper, Implementer and Completer Finisher (R Meredith Belbin, 2012). The only way to know the strengths and weaknesses of a team's role is to complete Belbin's official self-perception inventory and receive the Belbin Individual report. This gives you an updated Belbin Individual report that gives insight into which team role behaviours others see and value. (Rajendran, 2005) 
In our team we noticed that we have a shaper, co-ordinator, implementer, completer finisher, plant, team worker, monitor evaluator, among nine Belbin team roles. Plant, shaper (Sarah) and implementer and coordinator (Chris) were primarily responsible for the conflict in our team, team worker (Marta), completer finisher (Allison) contributed to the resolution of the conflict through Identify actual problems and obstacles without emotion or blaming (Bryant-Smith and Beard, 2018).
Conclusion
Conflict management is one of the most difficult aspects. To be successful as a team, we need to make sure that the very concept of conflict is seen as an opportunity and not an unpleasant situation to be avoided. As part of the above presentation, I have attempted to take a closer look at the issue by presenting several theories and issues. I agree most with Belbin Theory, which allowed us to see who has what strengths and weaknesses in the team and who is responsible for the resulting conflicts in our team. The most important thing in our team was to go through stage storming, so we could get to the next stage of our team, which allowed us to focus on a common goal.
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