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                                                    Introduction
In any kind of organisation, groups and teams are important phenomena  (Angelo & McCarthy, 2021) . Nowadays, organisations are encouraging their employees to work in groups for accomplishing the work and task in the quickest possible time. In addition, in the field of organisational behaviour, it is one of the significant facts which can help the organisation to achieve success and sustainability  (Mullins & McLean, 2019) . Also, it shapes the behavioural patterns of the people in the organisations. Furthermore, groups and teams in organisations have differences in their characteristics. Besides, in this presentation, the theories and practices of teams and groups have distinctiveness in their features and characteristics, which will be analysed along with examples in the next sections.

 
                                     Difference between Groups and Teams
In organisations, teams and groups play significant roles in achieving the organisational goals and objectives. By definition, a group is a collection of people for accomplishing homogeneous aims and objectives  (Levi, 2014) . Additionally, in groups, the people may not have interdependence, as the works done in such groups are common and similar. On the other hand, teams are a collection of different expert people in the organisation to achieve success. In this type of work, individuals have shared values and interdependence on each other regarding the work  (Brooks, 2018) . They accomplish the work and tasks of the organisation harmoniously. Moreover, teams and groups have different ways of operating in the organisation. 
Though groups and teams are perceived as similar things, they have distinctiveness based on purpose, interdependence, leadership styles and consistency as well as transparency  (Angelo & McCarthy, 2021) . For instance, mainly the purpose of the groups in the organisation has different reasons and works to achieve success, whereas, in teams, the works and tasks are very specific. In addition, the teams in the organisation have to be more consistent with each other to synchronise the work and tasks  (Levi, 2014) . Also, teams have to have a leader to encourage them to work and develop better working capabilities for the individuals. However, in a group, leadership may or may not be needed. 


                                      Tuckman's Team Development Theory 

Tuckman's Team Development Theory is a framework that describes the stages that teams pass through as they mature and become more successful. The model was created by psychologist Bruce Tuckman in 1965 and has since become a common framework for analysing team dynamics  (Lousie, 2022) . This theory is very significant for the different stages of team development, such as forming, storming, norming, performing, and adjourning. With examples in the workplace, the stages are described. 
Forming: It is the earliest stage of team growth, during which team members join together and become acquainted  (Lousie, 2022) . They frequently feel eagerness and enthusiasm but are uncertain about their duties and responsibilities. For instance, at this stage our team members get to know each other rather than just name and know about responsibilities to perform for achieving the goals.
Storming: At this phase, the team begins to face friction as well as tension as they work more closely together  (Levi, 2014) . As team members begin to voice their ideas and perspectives and dispute one another's assumptions, this is a normal occurrence. For example, the team members started to brainstorm about the planning process and ideas to resolve the conflicts at this stage which occurred over selecting the topics for each. Also, the leadership roles of each of the members are found in this process.
Norming: Since the team is working through their disagreements and differences, they begin to build behavioural norms and standards that govern their interactions in this stage. (Lousie, 2022) . This may require establishing a common sense of purpose, defining roles and duties, and determining decision-making procedures. For instance, in this stage team members were agreed to selected topics for each and work together to create an effective culture of working collaboratively. Also, what's up groups were created to discuss further at this stage.
Performing: At this stage of team growth, the organization has established an enduring sense of confidence as well as cooperation, which means they're able to fulfil their goals via effective collaboration  (Lousie, 2022) . They have a distinct understanding of their goals and how to get them. For instance, team members start working individually and the performance stage is in progress. In addition, two team members disappeared at this stage.as a result team leader changed and ensure to work collaboratively.
Adjourning: It is the procedure of disbanding the group when they have accomplished their mission  (Brooks, 2018) . This includes praising their accomplishments, pondering and reflecting on the gained experience, as well as adjourning all the team works. For example, in this stage, the project works are adjourned and reflected from the perspective of the team leaders.



Thomas-Kilmann’s Conflict Management Model
Thomas-Kilmann's Conflict Management Model is a unique theory and practice to measure conflict management that defines five distinct conflict management styles  (Mohammed, et al., 2008) . The model was created by Kenneth Thomas and Ralph Kilmann in the 1970s when it was widely utilised by companies to assist individuals in understanding different conflict styles and developing more effective conflict management strategies. The five conflict management styles in this model are: avoiding, competing, collaborating, compromising, and accommodating (Riasi & Asadzadeh, 2015) . All these dimensions are categorised based on the level of assertiveness and cooperation. For the team and group management, these dimensions are evaluated in the following.
Avoiding: This style is characterised by low levels of aggressiveness and cooperation. Individuals with this style tend to avoid any disputes and may be unwilling to participate in conflict resolution  (Mohammed, et al., 2008) . In addition, for group-related scenarios, avoiding styles allows the members to avoid any kind of conflict, which can be sometimes effective. However, conflict avoidance in the teams can be problematic, as it also avoids idea generation from the individuals in the organisation. 
Competing: It is the style of a high level of assertiveness in the works while having a very low level of cooperation in a team or group. In the competing styles of teams and groups, individuals emphasise and give importance only to achieving their aims and objectives rather than focusing on the team  (Riasi & Asadzadeh, 2015) . Besides, this style can be very aggressive, which can sometimes bring unfavourable situations to the team. As a consequence, this may harm the relationship between the members. 
Collaborating: In this style, there is a high level of assertiveness and cooperation among the individuals  (Mohammed, et al., 2008) . Specifically, while working in a team or group, this style can emphasise the effectiveness of collaboration and cooperation among the individuals in the teams and groups. In addition, individuals working in a team or group may get benefits to resolve the raised problems collaboratively.
Compromising: It is the style to ensure effectiveness and efficacy in the team and group working environment with a moderate level of cooperation and assertiveness. In a compromising style, team and group members compromise with each other to work harmoniously. This can bring several benefits to accomplishing the work in the organisation  (Brooks, 2018) . 
Accommodating: This style involves a low level of assertiveness and a high level of cooperativeness  (Riasi & Asadzadeh, 2015) .  In an accommodating style, developing and sustaining a good relationship among the group or team members are given importance. This category is near to compromising and any type of conflicts is avoided in this stage. This can lead the team members to give up their own goals for resolving conflicts.

Workplace Example: Five people from the group of students who attended this programme for a variety of causes formed a team to finish the task. Tuckman's theory was applied consistently, and the dispute was resolved using Thomas Kilman's conflict management model.  
                                                           conclusion
 Team and Group have distinctiveness for various factors. In organisations, these terms are very common these days. In addition, teams are mainly the heterogeneous collection of experts, who work in an interdependent way, whereas groups are homogeneous people working in an organisation. Besides, in many organisations, for the process of team development and management, Tuckman's theory and Thomas-Kilmann’s theory are used. Specifically, in the team, these theories and practices are effectively implemented, which are shown as the examples in the previous sections. Moreover, through the understanding of these theories in the team and groups in any organisation, individuals can support the firms to achieve success and sustainability in the long run.  
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