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[bookmark: _Toc168359896]1.0 Introduction 
[bookmark: _30j0zll]As Katzenbach and Smith (2015) assert, teamwork is a collective endeavour that leverages the diverse perspectives of multiple individuals to achieve a shared goal. This collaborative approach enhances individual productivity and fosters faster and more efficient problem-solving in a group setting (Arora, Gajendragadkar, and Neelam, 2023). In light of this, the report delves into the significance of various models and theories in team building within organisational contexts. By employing a literature review approach (Tuckman and Harper, 2012), the report would evaluate the practical application of these models in enhancing teamwork, understanding team development, managing conflicts, and identifying the key elements of effective teams. 
[bookmark: _Toc168359897]2.0 Teamwork in Organisations 
[bookmark: _Toc168359898]2.1 Theoretical Framework 
Theoretical theories like Tuckman's model, Thomas-Kilmann's conflict management model, and Belbin's theory of team roles were used to analyse teamwork patterns in firms. Belbin's model emphasises team behavior over IQ and expertise, stating that individuals tend to behave and interact in specific ways (Belbin, 2010a). However, Torbjørn (2023) has questioned the notion, arguing that it ignores distinct cultural variations and subtleties that might affect how teammates interact and cooperate. One of the oldest and most widely recognised concepts of team growth is Bruce Tuckman's "Stages of Group Development" (Tuckman, 1965). The theory describes the five phases that teams experience as they grow. McCahan et al. (2015) have shown that the stages advance from planning to outcomes. On the other hand, the model's premise of linear progression and indifference to outside influences have drawn criticism (Wei et al., 2023). Despite the stages' obvious linear manner, teams' activities and communication tactics could trigger them to return to prior stages (Wei et al., 2023). 
The Thomas-Kilmann model is a framework for resolving team conflict, presenting five primary strategies (Thomas and Kilmann, 1974). Every strategy may have advantages and disadvantages; however, Juan et al. (2023) contend that the model ignores the relationship between conflict management styles and factors like age, gender, education, and professional experience. Generally, these models provide insightful foundations for comprehending and enhancing team dynamics within organisations (Adair, 2015). Hence, their integrative application can make organisational teams more unified, productive, and high-achieving.
[bookmark: _Toc168359899]2.2 Team Roles 
Belbin's theory emphasises the importance of recognising and using a variety of abilities and expertise in an atmosphere of cooperation (Belbin, 2010a). The goal is to achieve higher productivity and efficacy through skilled teamwork and interaction (Duck and McMahan, 2021; Tannenbaum and Salas, 2021). Belbin identified nine distinct team roles, each with specific advantages and disadvantages, as illustrated in Figure 1.
[image: ]Figure 1: Belbin Team Roles (Hector, 2020)
According to Belbin (2010a), the plant assumes the position of a creative and innovative team player committed to carefully considering all options. In addition, plants have great imagination, which could render them great product developers. On the other hand, the monitor evaluators are rational people who assess ideas to determine their viability and usefulness before doing anything to promote them (Belbin, 2010b). Monitor evaluators in businesses are usually highly structured project managers who define projects conceptually and build relationships between teams (Belbin, 2003). Additionally, specialists give the group an in-depth understanding of a crucial field. Coders, SEO analysts, and technical workers are examples of specialists.
Shapers in action roles lead the group and become excellent managers (Hector, 2020). In a product advertising group, for example, the director of product may be the shaper, overseeing the team's objective and plan. It is the responsibility of implementers to plan an achievable approach and carry it out as efficiently as possible (Mostert, 2015). An implementer in a product advertising group can be an information-driven analyst searching for ways to increase the efficiency of the organisation's processes. Thorough individuals who focus on the details and strive for perfection are known as completer finishers (Belbin, 2010a). In addition, completer finishers are likely to succeed in technological assistance since they can quickly recognise problems and have quick solutions for them.
Coordinators fall under societal duties, and coordinators are good speakers who often take on managerial duties since they motivate others to function as a team and accomplish goals (Belbin, 2010a). Coordinators might make ideal candidates for managing a team of product designers.  Moreover, team workers facilitate the blending of the entire team by applying their flexibility to identify and complete activities on behalf of the team (Mostert, 2015). Because they are inherently collaborative, team workers could become great product salespeople. Resource investigators like finding new opportunities, whether investigating potential corporate advertising possibilities or interacting with partners for an innovative product launch (Belbin, 2003). As a result, they can be inherently good at socialising and presenting new customers because of their positive attitude. 
Belbin's nine team roles are not just theoretical constructs, but practical tools that aid in identifying each team member's distinct contributions and possible obstacles (Belbin, 2010a). For example, Oppo Brothers have used Belbin for several years to build their team and have so far observed a significant improvement in staff engagement (Belbin, 2024a). This has also been the case for Alibaba (Belbin, 2024b). Hence, understanding these roles could help facilitates improved job allocation, team composition, and collaboration. 
[bookmark: _Toc168359900]2.3 Understanding Team Development 
Tuckman's theory is a dynamic framework that states that as connections develop and the team becomes more experienced and competent, the members' leadership style changes to a more participative or collaborative (Tuckman, 1965). Tuckman (1965) discovered a five-step development approach that most high-performing teams adhere to (see Figure 2). Figure 2 illustrates how the team progresses through these stages, which is further expatiate in Figures 3 and 4. 
[image: ]Figure 2: Team Development Chart (Tuckman, 1965)
[bookmark: _3rdcrjn][image: ]
Figure 3: Tuckman Team development stages (Author, Computation, 2024)
[image: ]
Figure 4: A typical example of a project team created for a social media marketing campaign (Author Computation, 2024).
[bookmark: _3dy6vkm][bookmark: _Toc168359901]2.4 Managing Conflict in the Workplace 
[bookmark: _lnxbz9]While conflict is an unavoidable component of every work environment, conflict management constitutes the procedure used to resolve conflicts (Stadler, 2019). The Thomas-Kilmann model illustrates how people respond to disputes by displaying conflict management strategies (Thomas and Kilmann, 1974). The Thomas-Kilmann model highlights five approaches that help people resolve disputes according to two conflict management dimensions: assertiveness and empathy (see Figure 5).
[image: ]
Figure 5: Thomas-Kilmann model (Thomas and Kilmann, 1978)
"Collaborating" indicates a willingness to work together and listen to the other party (Thomas and Kilmann, 1978). It helps offer a win-win solution and relationship-building; however, it can be time-consuming and complex (Wertheim, 2023). On the other hand, "Competing" implies protecting one's rights and what one considers to be right. While it offers quick decisions and clarity of position, it might escalate conflicts and damage relationships (Wertheim, 2023). Conversely, "compromising" suggests that everyone involved is searching for a common ground, i.e., a more favourable, win-win solution (Thomas and Kilmann, 1978). Although this method produces equal results and saves much time, the answer is frequently mediocre and unsatisfactory.
Moreover, "accommodating" means yielding to the other party's standpoint of view (Thomas and Kilmann, 1974). Connections are maintained, and adaptability is shown, but individual requirements are frequently disregarded, which promotes dependency (Stadler, 2019). Finally, "avoiding" refers to postponing or utterly disregarding the outcome (Thomas and Kilmann, 1978). As this eases the tension, it could also lead to unsolved problems and a sense of apathy.
The Thomas-Kilmann model provides valuable insights into group resolution of disputes, which indicates that by understanding and implementing the five conflict-resolution techniques, corporations can improve interpersonal relationships, resolve disagreements more skillfully, and maintain successful cooperation (Mullins and Christy, 2016). For example, it has been documented by Cullati et al. (2019) that NHS frequently experience departmental disputes over patient care procedures. Through stressing cooperation in the creation of protocols and making concessions in the sharing of resources, greater coordination and cooperation between departments resulted in less stress between them and better patient care (Leveillee, 2018). Likewise, in Google's conflicts over resource allocation and group representation, learning to recognise when to utilise collaborating, accommodating, and compromising, ultimately resulted in increased team satisfaction and project completion rates (Duhigg, 2016).
[bookmark: _Toc168359902]3.0 Conclusion 
In conclusion, this report has underscored the relevance and applicability of Belbin's team roles, Tuckman's model, and Thomas-Kilmann's model within organisational contexts. These models and theories are not just theoretical constructs, but practical tools that can significantly impact the effectiveness of teamwork. Belbin's team roles, for instance, help structure teams to achieve increased output and effectiveness through proficient teamwork and communication. Tuckman's model offers insight into how teams develop to become mature and efficient. Thomas-Kilmann's model provides insightful information about resolving the inevitable disputes that erupt in organisational teams, ensuring continued cohesiveness and productivity. As a result, effective teamwork is not just a nice-to-have, but a crucial element in enhancing operational effectiveness. 

[bookmark: _Toc168359903]4.0 Recommendations 
Having underscored the efficacy of the aforementioned models and theories to team building, it is recommended that organisations apply these insights to all of their operations. This is particularly crucial in the face of the volatile, uncertain, complex and ambiguous business environment. By doing so, organisations can harness the potential of these models and theories to build and maintain high-performing teams. This application promises to lead these organisations into the future, instilling a sense of hope and optimism among team members.
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