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Introduction
 
Given the fast-paced and competitive business environment of the present day, effective teamwork is paramount to organisational success. Teams that cooperate effectively can draw on a much broader selection of skills and perspectives, fostering creativity and enhancing productivity. Well-functioning teams produce synergy that not only increases productivity but also adds to a healthier workplace culture, resulting in long-term organisational growth and success. This report aims to explore critical aspects of team building in organisations by examining key theoretical models and frameworks, including the Belbin, Tuckman, and Kilmann models. Additionally, it will assess how these models can be utilized to improve teamwork, facilitate team development, manage conflicts, and pinpoint the elements that make teams successful.
 
Theoretical Framework 
 
It is first essential to explore the fundamental, theoretical framework of such models. Belbin's Team Role Model, first presented in 1981 and expanded in 1993, identifies nine distinct roles within a team, emphasising the importance of role diversity for optimal team performance (Aritzeta et al., 2007). On the other hand, the Tuckman Model, initially developed by Bruce W. Tuckman in 1965, outlines a framework for small group development (Bonebright, 2010), a fifth stage, adjourning, added in the revised model (Tuckman & Jensen, 1977). Additionally, the Thomas-Kilmann Conflict Mode Instrument (TKI) assesses how people act in conflict situations by focusing on two dimensions: assertiveness, how much they try to fulfil their own interest; and cooperativeness, how much they try to satisfy the needs of others (Thomas & Kilmann, 1974). These aspects identify five conflict resolution strategies: competing, cooperating, compromising, avoiding, and accommodating.
 
Team Roles - Belbin Model
The Belbin Team Role model is a system developed by Dr. Meredith to enhance the performance of teams to draw on the strengths of the people within them. Its basic aim is to achieve balance and variety in the makeup of the team so that it becomes more efficient and effective at meeting organisational goals. Under Belbin, the team roles have been divided into nine different types, each displaying behavioural strengths relevant to the method of their operation in a team (Fisher et al., 1998). These roles include the Plant, who excels in creative thinking and innovation; the Resource Investigator, adept at exploring external opportunities and developing valuable contacts; and the Coordinator, who assumes leadership by guiding and directing team efforts towards achieving objectives. The Shaper challenges the team to improve and overcome obstacles, while the Monitor Evaluator provides a critical perspective by analysing options and offering balanced viewpoints (Senior, 1997). The team worker fosters collaboration and cohesion within the team, while the Implementer translates ideas into actionable plans. The Completer Finisher ensures meticulous completion of tasks to high standards, and the Specialist contributes specialised knowledge and skills in a key area (Belbin, 1981).
 
Organisations are using the Belbin model to guide how to achieve ideal composition of a team and assigning tasks for ideal results in a practical situation (Lynch et al, 2018). For example, the blend of innovation-oriented Shapers, plan-driven Implementers, and finish-minded Completer Finishers in a software development team may well reengineer project delivery and product quality. In a management consulting company, the Coordinator could best be used in controlling the management of the client relationship; Monitor Evaluator for a project feasibility study; and Teamworker for advancing internal collaboration which would go a long way in ensuring that projects end successfully, satisfied clients (Mostert, 2015).
 
In other words, the Belbin Team Role model is a track for organisations to recognise the team dynamics for the betterment of the team performance and attainment of organisational goals. Once recognising the roles in the team, then proper allocation of tasks to the team members creates a forward-thinking environment that stresses cooperation, innovation, and success in projects for its organisation.
 
One notable example that uses this method is GlaxoSmithKline (GSK), a global healthcare company that uses the Belbin model to optimize team dynamics and enhance project management. By identifying individual team members' strengths and assigning roles that align with these strengths, GSK can improve team performance and ensure successful project outcomes (Educational Business Articles).
 
Understanding Team Development- Tuckman Model 
The five stages of Bruce Tuckman’s Model include Forming, storming, norming, performing, and adjourning. These are the stages that teams normally go through during development. Members of the team must overcome obstacles including uncertainty and reliance on leadership for direction as they get to know one another and build their first relationships during the formation phase (Wheelan, 2000). In order to establish trust, effective navigation requires defining clear goals and encouraging candid communication. The storming stage is marked by conflicts and power struggles as individuals assert their opinions, requiring strong conflict resolution strategies and a focus on collaboration to overcome obstacles. In the norming stage, teams develop cohesion and agree on norms and roles, leveraging enhanced communication and mutual respect to strengthen unity. The performing stage is characterized by high efficiency and productivity, with members working seamlessly towards goals, capitalizing on their established synergy and trust. The last phase, adjourning, entails breaking up the team after reaching its goals (Jones, 2019). This can be handled well by acknowledging successes and offering closure. A project team could, for example, use team-building activities to get through the forming stage, facilitate discussions to resolve conflicts in the storming stage, define roles and procedures in the norming stage, perform exceptionally well in the performing stage, celebrate successes, and consider lessons learned in the adjourning stage (Forsyth, 1998).
 
Managing Conflict in the Workplace- Thomas-Kilmann Model
Five different conflict-handling styles are identified by the Thomas-Kilmann model, a framework for conflict management: accommodating, avoiding, compromising, cooperating, and competing. Competing is a high-assertive, low-cooperative strategy that puts one's wants before of others'. This can work well in emergency scenarios that call for prompt, decisive action (Womack, 1988). In order to find win-win solutions, meeting the demands of all parties, encouraging creativity, and ensuring mutual satisfaction, collaboration places an emphasis on both assertiveness and cooperativeness. By making concessions to one another, compromise strikes a balance between being cooperative and assertively assertive, facilitating speedy problem-solving (Afzalur Rahim, 2002). Avoiding reflects low assertiveness and cooperativeness, opting to sidestep conflicts, which can be beneficial for trivial issues or when emotions need to cool down. Accommodating entails low assertiveness and high cooperativeness, prioritizing others' needs to maintain harmony, useful when the issue is more important to one party (Thomas & Schmidt, 1976).  
 
Comprehending these styles is essential for handling conflicts in teams because it enables leaders and members to select the best course of action for each circumstance, improving team chemistry and the efficacy of resolution (Cioarță, 2020). In order to maintain positive connections and a collaborative work environment, companies such as Google have implemented the Thomas-Kilmann model into their conflict resolution training programmes. This model encourages employees to recognise and modify their own conflict resolution methods.
Conclusion
In conclusion, in the competitive business environment of today, effective teamwork is essential for organisational success. When teams work well together, they may take use of each other's varied views and areas of expertise, which promotes creativity and increases output. Healthy teams have synergy that not only increases productivity but also enhances workplace culture, which supports long-term organisational progress. This paper has examined key theoretical models, including Belbin, Tuckman, and Thomas-Kilmann, to explore essential aspects of team formation. By understanding and utilizing these models, organizations can enhance collaboration, facilitate team development, manage conflicts, and identify elements of successful teams.
For organisations seeking to build and maintain high-performing teams, organisations should embrace diversity in team composition to ensure a mix of complimentary personalities and abilities to create and sustain high-performing teams. Clearly defining responsibilities and objectives and encouraging candid communication build a solid basis for teamwork. Teams can efficiently navigate different developmental stages by putting into practice systematic team development programmes like the Tuckman model. Putting money into conflict resolution education, like the Thomas-Kilmann model, gives team members the tools they need to resolve disagreements amicably. Team dynamics are further improved by promoting collaborative leadership, praising and rewarding efforts, and offering chances for professional growth. Continuous improvement and sustained high performance are ensured by fostering a pleasant work environment that values respect and trust in addition to conducting frequent performance evaluations.
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