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Introduction 
Effective collaboration is important for a company to succeed because it brings creativity, productivity, and a positive atmosphere at work. To succeed a company should know how to lay out and hold high performing groups. This is something which cannot be ignored (Cockburn, 2019). Here it has been planned to give an intensive structure for reinforcing teamwork, managing Conflict, and identifying team roles with this report. This group improvement, study inspects Belbin's Group Jobs, Tuckman's Phases of Group Progress, and the Thomas-Kilmann Conflict Model Instrument. Each of these principles is essential for group development. Studying these models gives us valuable insight into team dynamics and helps us develop strategies to maximise team potential. 

Theoretical Framework 
This report is based on Belvin’s teamwork, Tuckman’s stages of Forming, Storming, norming, and performing, and the Thomas-Kilman Conflict Mode Instrument. Teamwork involves nine positions, as the Belbin model explains.  Detailed descriptions of each role are provided. These positions help organisations build strong teams and distribute work efficiently. According to Tuckman's theory, teams go through the stages of forming, storming, norming, performing, and adjourning (Herbert, 2018). These steps are detailed below. The theory also predicts conflicts at each stage, which is an added benefit. The Tuckman Model provides with a framework for leaders and managers to understand and navigate the complexities of team dynamics. The Thomas-Kilmann model acknowledges and describes how competing, collaborating, compromising, avoiding, and accommodating are important ways to resolve team problems. The three models provide a more complete view of team formation, team stages, and team conflict resolution. All three models assist organisations to create adaptive strategies to get the best out of their teams, manage conflicts more effectively, leading to improved communication, collaboration, enhanced productivity, promoting efficiency, and job satisfaction.

Team Roles 
The Belbin model is a theory that was created initially by Dr Meredith Belbin to highlight the various roles that people perform in a team to achieve optimum function. The model identifies nine distinct roles within a team, each contributing uniquely to the team’s success. These roles are designed to help teams understand the strengths and weaknesses of each member, ensuring a balanced and effective team dynamic. The goal of the Belbin model is to improve team performance by assigning roles that associate with individual strengths, thereby enhancing overall team efficiency and productivity (Belbin, 2012). 

A ‘Plant’ in the Belbin model has strong analytical skills and can think creativity to come up with new ideas and solve problems (Jehn and Mannix, 2020). The ‘Resource Investigator’ skilfully explores new opportunities, builds relationships with external parties, and brings in new ideas and information. The ‘Coordinator’, especially in the form of a team leader, is good at setting goals, assigning roles, and promoting sound decision-making. They may also lead meetings to ensure the team stays on track. The ‘Shaper’ energises the team and pushes them to different new heights in a race to achieve the goals without getting stuck in some difficult levels. The ‘Monitor Evaluator,’ gives logical thinking, being relatively objective and free of impulsive decisions. ‘Teamworker’ helps manage the group with flexibility and by adapting to various responsibilities based on the group’s dynamics. They operate with sensitivity at work but may struggle to make decisions in crucial situations. The ‘Implementer’ is work-oriented and responsibility-bound as they take up diverse plans and implement them consistently. A ‘Completer Finisher’ focuses on making sure a task is completed to the highest quality. ‘Specialist’ implies that there is very detailed and highly focused information and skills in a particular subject (Belbin, 2010). 

One real-world example of an organisation using the Belbin model is Siemens and Procter &Gamble shows. In this regard, the model is effectively used by Siemens to form a variety of project teams that bring out the best skills to implement challenges efficiently. Likewise, organisations such as Procter and Gamble distribute roles such as ‘Plant’ with the responsibility of creative strategy and ‘Coordinator’ for the pivotal administrative role of team leader to boost the effectiveness of their marketing teams.

Tuckman Model 
[bookmark: _Hlk168422529]The Tuckman model, introduced by Bruce Tuckman in 1965, defines five stages of team development. The five stages include forming, storming, norming, performing, and adjourning (Tuckman and Jensen, 1977). This model can be useful for analysing the development of teams during their development and the challenges that are faced by members of such teams as they work towards the accomplishment of their goals. The various stages come with their benefits and weaknesses, this makes it vital for proper management and functioning of a team for the best performance to be achieved.  

Forming 
This is the first stage where team members meet for the first time and establish relationships with leaders and each other. However, communication is limited and mostly formal. Team leader, establish tasks for team members and sets ground rules (Bonebright, 2010). Dealing with conflict: Finally, conflict-solving is usually formal and unassertive as the members try to avoid conflict and set limits to interaction (Lau and Murnighan, 2019). The first issue likely to emerge during this stage is that of structure; members are still forming working relationships and reciprocal expectations. On the same note, it provides a chance to build a good foundation of a working relationship with the managers. It has been established that the following steps should be taken to effectively address this stage of teams’ development: Trust and communication should be established; goals should be defined and identified; and roles and responsibilities should be understood.  

Storming 
At this stage team members push against boundaries and fights for positions. Conflicts occur between team members while establishing roles due to personalities and different working styles. Team members get frustrated with each other’s differences and approach. This can lead to team member refusing to take task, challenging the management style, or even the team’s goal (Tuckman, 1965). This stage also carries a potential for personal development as well since any conflict worked through would only strengthen the relationships. To manage the storming stage appropriately, individuals should have open discussions, pay close attention to other team members and consider opposing views and ideas, and embrace coordination techniques for conflict management.  
Norming 
During the norming stage, the team sets rules and principles, and the team members start to feel united. It becomes easier for members to identify each other’s strengths and work together towards achieving more goals. The first concern is sustainability and continuity regarding the security arrangements that are in place daily. This stage provides an excellent opportunity to strengthen team processes and improve unity, creating a better team culture (Meslec and Curşeu, 2017). This stage can be managed well by encouraging positive actions and attending to organisational objectives, conducting team-building activities, and ensuring that all team members are valued and accepted by the rest.  

Performing 
At this stage the group works smoothly, with team members understanding and fulfilling their roles and responsibilities. They work together towards achieving the common goal. However, the main challenge is to maintain this high level of performance and avoiding carelessness (Ryan, 2017). Nevertheless, this stage offers the potential chance to achieve exceptional results and promote innovation. to manage this stage successfully and to maintain high performance team should have open communication and regular feedback. Holding daily stand-up meetings to make sure everyone is aware of the project’s status and their colleagues’ work, encouraging a clear and supportive environment.  

Adjourning 
The last one, the closing or adjourning, encompasses the dismantling of the team after it accomplishes its objectives. This may be quite tasking since members may be subjected to feelings of disorientation or concern with the unknown (Safronova and Urubkov, 2017). To manage this stage successfully, groups must undertake an appropriate debrief that identifies several successes and aids those individuals who are moving to a different project or task. 

Thomas-Kilmann Conflict Model 
[bookmark: _Hlk168567916]According to the Thomas-Kilmann Model a person will adopt one of the five negotiating styles: Competitive, Collaborative, Compromising, Avoidant or Accommodating (Thomas and Kilmann, 1974).

Competing  style is very assertive and rather insensitive to the needs of the other; collaborating is also assertive but sensitive to the needs of the other; compromising is moderate in both assertiveness and cooperation; avoiding the conflict is very unassertive and not at all concerned with the needs of the other; accommodating an unassertive approach but highly concerned with the needs of the other (Sundstrom, De Meuse and Futrell, 2021). This framework helps conflict management professionals predict which style a person will use based on how much they value the issue versus their relationships with the other person in the conflict (Trippe and Baumol, 2015).

Understanding these styles is important because it helps choose the best way to handle conflicts, communicate and solve problem effectively in groups or teams. For instance, IBM employed the Thomas-Kilmann model to facilitate conflict management training sessions to make the employees aware of their favoured/comfort zone distributive styles and their usage across different situations. Managers, as well as the teams involved, have been trained to address and manage conflict efficiently while preserving overall relationships.  

Conclusion 
[bookmark: _Hlk168567278]In conclusion, this research has made it clear that the success of an organisation greatly depends on the provision of effective teamwork. Identifying such tools like Belbin’s Team Roles, Tuckman’s Stages of Team Development, and Thomas-Kilmann Conflict Mode Instrument, provides more significant guidelines on the strategies of improving the staff bonds, addressing the conflicts, and navigating the team through their development stages (Trippe and Baumol, 2015). Using these models cohesively, organisations can foster a healthy and productive workplace that optimally contributes collective value in terms of productivity. In today’s highly competitive business environment it is evident that, through paying attention to these fundamental aspects of team building, organisations stand to benefit by achieving organisational objectives aimed at enhancing their competitive advantage in the respective industries. Fostering a positive culture where conflicts are seen as opportunities for improvement can enhance overall team morale and productivity. 
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