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Conflict is an unavoidable component of human contact, and good conflict resolution and management are critical for sustaining productive relationships and attaining organisational goals (Pruitt and Kim,2004). This presentation will look at conflict management and resolution tactics. It will also cover two important ideas in this field: Tuckman's phases of group growth and the Thomas-Kilmann Conflict Mode Instrument (TKI). A workplace example will be offered to demonstrate the application of these theories, along with an assessment of how they may be used.
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Conflicts frequently occur during the "storm" stage of team growth owing to differences in viewpoints, goals, and expectations. This stage is distinguished by high levels of stress and the possibility of disputes among team members (Rahim,2002). 
 Tuckman (1965) defines team development as having five stages: forming, storming, norming, performing, and adjourning. The storming stage, which is characterised by disputes and power struggles, is a vital stage that can decide the success or failure of the team. 



Within our team here, the storm stage was a smooth and comfortable stage as all the members of the team learned in a short time each other’s qualities and weak points, we easily developed open communication, active listening, respect, and trust towards each other and that helped prevent or handle issues early on.
  A collaborative approach to dispute resolution by establishing a safe space for people to voice their issues and perspectives is desirable at any stage and in any aspect of life and within any team. The above-adopted methods aided team members in understanding each other's points of view and finding common ground, resulting in a more cohesive and productive team.



The Thomas-Kilmann Conflict Mode Instrument (TKI) is another important theory in conflict management. There are five basic conflict resolution styles identified in this model: competing, cooperating, compromising, avoiding, and accommodating. Each style provides a unique approach to dispute resolution, emphasising assertiveness and cooperation. 
Understanding these types can assist individuals in determining the best technique for resolving disputes depending on the current scenario and intended objectives (Thomas and Killman, 1974).





In my workplace the team I was part of, faced a critical choice on a new project. Conflicts arise when team members disagree on the project's direction and resource distribution. Using Tuckman and TKI theories, as a team leader, I promoted open conversation during the storming period, enabling team members to share their concerns and points of view. I strived to settle disagreements and improve understanding among team members by practising active listening and promoting a collaborative atmosphere.

To put these theories into practice, good communication and negotiation skills are required. Actively listening to others, attempting to comprehend diverse points of view, and finding common ground are critical components of effective conflict resolution (Wall & Callister, 1995).





Finally, conflict resolution and management are critical abilities for good cooperation. Team leaders may traverse the storm stage and build collaboration and understanding among team members by studying ideas such as Tuckman's phases of group development and the TKI. Conflicts may be effectively handled by open communication, active listening, and the use of suitable conflict resolution approaches, resulting in enhanced team performance and organisational success.
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