Case Study – KEEP SAFE
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[bookmark: _Toc210598160]Introduction 
Teamwork plays a very important role in an organisation which wishes to be innovative and competitive. At KEEPSAFE, the company primarily worked over individual hard work, but the new management felt that this approach limits growth. With the creation of the team having departmental leaders, the organisation aims to unite varied skill for attaining shared goals. The case study will show how the group developed through different phases, faced battles and learned how to work effectively. Theories such as Tuckman’s team development, Belbin’s team roles and Thomas and Kilmann’s conflict model will help in understanding the journey of the KEEPSAFE team and will present lessons for future teamwork.

[bookmark: _Toc210598161]Question 1: 
What is the importance of teamwork in success of an organisation like KEEPSAFE?
Teamwork is important for organisational success of an organisation as it permits individuals to use their strength, skills and ideas for getting better results. At KEEPSAFE, teamwork was introduced for replacing the dependence on a single effort that limits the creativity and effectiveness (Bethari, 2024).  The advantages of the teamwork compromises of synergy in which the group collectively achieves more than an individual and innovation because all the members of the teams have varied viewpoints and creative ideas for solving problems. For instance, the problem related to engineering was solved quicker when ideas were shared and expertise of everyone was considered. Teamwork also progresses the skill of communication throughout the departments, making sure that the decisions are well-informed as well as practical. By implementing teamwork, KEEPSAFE could strive in new markets, boosting problem-solving and building stronger inter-departmental relationships.
[bookmark: _Toc210598162]Question 2:
By using stages of Tuckman, define which stage the KEEPSAFE team was in Meeting 1?
In Meeting 1, the team of KEEPSAFE was evidently in the Forming stage of Tuckman’s Theory (Aggrawal, Bosman, and Magana, 2024).  Members seemed polite but formal, undefined about their purpose or role and cautious for engaging with one another. However, they had communicated before using calls or emails, meeting face to face felt unfamiliar, that created an atmosphere of thoughtfulness. Reliance on Nick as the appointed leader was apparent, as he was the one who set the structure, presented members and clarified the goals. Once Nick eased overviews and outlined the aims, the group started to feel free, relax and communicate openly. This stage presented the characteristics of forming, where simplicity, structure and leadership are vital for team alignment.
[bookmark: _Toc210598163]Question 3:
What team development phase is apparent in the Meeting 2 and why?
In Meeting 2, the team of KEEPSAFE had arrived the storming stage of Tuckman’s theory. This was obvious from the fights and differences that rose over roles of leadership in the sub-groups. Team members began opposing with each other, claiming they were more capable for leading the team than others. Emotions were high and also some members withdrew from the discussions, that shaped tension and disturbed growth. These kinds of behaviours bring into line the storming phase in which the team members proclaim their individual ideas as well as the positions mostly leading to conflicts. The conflict emphasised the lack of role clearness and trust at this phase. Even being the difficult stage, this phase was very much necessary for the team for addressing differences and moving towards effective teamwork.
[bookmark: _Toc210598164]Question 4:
In Meeting 3 how did the conflicts began to overcome?
In Meeting 3, the team of KEEPSAFE started transitioning to the norming phase of Tuckman’s theory. Members of the team felt that continuous arguments were not productive and that teamwork was essential for meeting the goals (Macelaru, 2024).  Sylvia from human resource presented the idea of opportunities in shared leadership throughout the projects safeguarding equality and deceasing competition. Kasia also supported this by presenting the idea of rotational leadership for sub-groups that was broadly accepted. This cooperative approach helped in clarifying the roles and positions and building mutual respect between the team members.  Moreover, Tom asked for being a liaison, motivating communication all across the group. All these efforts decreased tension, stimulated open dialogue and shaped a shared sense of determination that mirrored the commencement of trust and cooperation in the team.
[bookmark: _Toc210598165]Question 5: 
By using Belbin’s Team Roles, classify 2–3 roles that are demonstrated by the members?
Some Belbin roles were apparent in the team of KEEPSAFE. Nick, being the Engineering Head, established the coordinator role by managing discussions, conveying tasks and directing the group on aims. Sylvia, from human resource, mirrored the team worker role by encouraging harmony, lessening fights and signifying shared leadership resolutions for easing tensions. Aslam being the Finance Head, showed features of the monitor evaluator. He frequently examined ideas properly like identifying the requirement for solving the issues related to the engineering just before calculating the costs.  These roles emphasised the variety within the team in which leadership, alliance and critical evaluation were all vital for balancing strengths and weaknesses and making sure that the team functioned efficiently.
[bookmark: _Toc210598166]Question 6: 
How can the understanding of the Belbin’s roles help in improving the performance of the team?  
Belbin’s model helps the teams in understanding that each member of the team brings exclusive strengths as well as weaknesses (Zaharia, Aurora, and Popa, 2024).  Identifying these roles lets these managers and the team leaders for allocating responsibilities more efficiently. For instance, detecting who is best in generating ideas and who is expert in evaluating options safeguarding decision-making. At KEEPSAFE, accepting roles helped team mates in appreciating diversity instead of contesting for leadership. It also stimulated respect for contributions like Sylvia’s role in upholding harmony within the team and Aslam’s logical evaluations. By using Belbin’s model, KEEPSAFE could improve collaboration, decrease conflict and make sure that tasks line up with natural strengths of the members, eventually enlightening performance and innovation.
[bookmark: _Toc210598167]Question 7:
Classify the type of struggle in Meeting 2 by using Thomas & Kilmann’s model?
The struggle or conflict in Meeting 2 can be defined as a competing style of conflict, according to the model of Thomas & Kilmann. Team members argued violently over leadership positions, each team mate saying that they are the best suited for the role. This behaviour mirrored high forcefulness but very less collaboration, as members prioritised personal goals over group goals. The competing style paves the path for stress, tension, shouting and detachment by some team members that slowed the progress and damaged team relationships (Boldi, Rapp, and Birk, 2025).  As the competition can drive results, here it created division. The lack of cooperative spirit presented that the team was focused on personal credit than collective success which is a hallmark of Competing conflict style.
[bookmark: _Toc210598168]Question 8:
In what way the conflict resolved and what conflict-handling style was used?
The struggle was fixed by implementing a compromising and collaborating style (George, 2024).  Sylvia recommended that leadership must be shared throughout the projects by which everyone would get the opportunity for leading the team. Kasia extended on this by suggesting rotational leadership for all the sub-groups safeguarding fairness. This approach joint compromise as none of the individual for the lasting authority and collaboration due to the solution engrossed on the g long-term success. Team members started to listen, accept roles and support each other. This transition from opposing to collaborating formed trust and allowed the team in focusing on the project’s goals. 
[bookmark: _Toc210598169]Question 9:
How did team establish effective communication and decision-making in the later meetings?
The team of the KEEPSAFE had better communication and decision-making in succeeding meetings. Members had open discussions, which are listened with focus to each other, and respected different opinions. they started consulting each other to make final decisions. Tom played the role of connection between sub-groups to ease smooth information exchange. Aslam pointed out financial dependencies, while others added knowledge in their areas of expertise, which resulted in balanced decisions. When confronted with a technical difficulty, the team came to an agreement to hire outside engineering help, while showing structured problem-solving. This helped in effective communication since ideas were expressed freely and decision-making was collective and fact-based, which improved workgroup outcomes a lot (Ballandies, Carpentras, and Pournaras, 2024).
[bookmark: _Toc210598170]Question 10:
Assess the final outcome and lessons for future teamwork at KEEPSAFE?
At the end, the team of KEEPSAFE had achieved the Performing stage. They were able to overcome initial disagreements, create transparent processes, and cooperate in a collaborative effort to present their report. Solving the engineering challenge with outside assistance highlighted their capacity to acknowledge weaknesses and work on solutions as a group. Trust, respect, and common objectives became the pillars of their collaboration (Ahmadi, 2024).  Key finding is flexibility in leadership, clear roles, and open communication. future projects at KEEPSAFE can capitalise on these lessons by accepting cooperative conflict resolution early on and appreciating each member's strengths. Overall, co-working was more successful than solo work in the achievement of organisational success.
[bookmark: _Toc210598171]Conclusion
The KEEPSAFE case study illustrates how teamwork developed organisational performance. The team initially struggled with disorientation and conflict, but through the use of systematic methods, they progressed towards collaboration and high performance. Theories such as Tuckman's stages, Belbin's roles, and Thomas & Kilmann's conflict model demonstrated how teams evolve, solve conflicts, and attain synergy. The team's success demonstrates that when team members respect each other's roles, engage freely, and work together, they are able to overcome issues and innovate successfully. For KEEPSAFE, this experience highlighted the strength of teamwork in driving competitiveness, fixing issues, while securing long-term organisational development within an ever-changing market.
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