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[bookmark: _Toc182722290]Introduction 
Teamwork can be defined as the shared effort put forth collaboratively by individuals in working towards the same goal with mutual trust, and active communication as well as a commonly shared responsibility (Belbin, 2010). As stated by Mullins & Christy, (2016), teamwork encompasses open communication, and willingness to support one another whilst maintaining open communication in working for the set objectives. Concerning my experiences working in a team, I am more inclined towards the role of a 'coordinator' in a team, this particular role involves guiding the team members, and task organisation as well as making sure that the team's contributions are all valued adequately. Recognising this precise role not only contributes to bringing success within the team in the workplace but also creates a cohesive team environment (Tuckman & Harper, 2012). This reflective report will portray my practical experiences in leadership and organisation skills in my workplace along with academic theories that are aligned to understand the aspects of strength and focus on the areas of improvement. 
[bookmark: _Toc182722291]Implementing Dynamic Theories and Models in a Teamwork
As signified by Stadler, (2019), the application of academic models and theories such as Thomas-Kilmann Conflict Mode Instrument (TKI) and Tuckman's Stages of Team Development is instrumental in an environment consisting of teamwork. The implementation of these models has also helped in shaping my approaches to working in a team. The application of the Thomas-Kilmann Conflict Mode Instrument has extensively guided me in navigating situations like conflict resolution and handling agitated situations strategically. According to Heffernan, (2019), the TKI portrays five modes of conflict-handling; collaborating, competing, compromising, avoiding and then accomodating. I have seen that there are disagreements many times in terms of task timelines, this is where I have chosen to use a collaborative approach in handling such situations whilst encouraging my team members to share their different perspectives and views. This approach has brought about a balanced outcome leading to the team members being supportive, underscoring trust and flexibility within the team in working towards the common goal (ACAS, 2024). Understanding the need for collaboration in a workplace during conflicts also presents opportunities for utilising constructive dialogue that can enhance the cohesiveness within the teams in a workplace (Heffernan, 2012). In addition to this, the use of TKI has also further helped me pinpoint that other modes can also be effective, for instance, compromisation can be helpful in situations with limited time and hence such flexibility can lead to the management of conflicts without team motivation disruption. Furthermore, the tuckman's model encompasses five stages; forming, storming, norming, performing and adjourning (Sinek, 2023). This model has helped me adapt my strategies for conflict handling to the requirements in each stage. Taking part in a workplace project recently, I observed that our team started from the forming stage where all the team members were cautious. Hence, I took this opportunity to initiate open dialogue, encouraging my team members to share their views, strengths and weaknesses to establish trust (Heffernan, 2015). Then as we slowly moved to the storming stage, conflicts occurred with the different priorities set with the task responsibilities, however, I understood with Tuckman's model that conflicts can naturally occur when a team is growing. This has encouraged me to remain patient and also composed as a coordinator. I initiated conversations for the team members to freely voice their concerns, addressing the points of misunderstanding (Tannenbaum & Salas, 2021). By the norming stage, the roles of the team members developed and a collaborative working environment was formed, by the performing and adjourning stage, my team possessed efficient functionality with complete coordination with our shared efforts (Duck & McMahan, 2021).
[bookmark: _Toc182722292]Findings: The Impact of Dynamic Theories 
The application of the TKI model in the resolution of conflict among my team members has allowed me to strategically bring out the best solutions for mitigating the issues. A collaborative approach in this aspect has been rewarding and very effective as it brought mutual understanding within the team (Adair, 2015). The impact of the Thomas-Kilmann model can also be considered more than just effective, for example, the situation of disagreement within the team over the responsibilities of tasks not only solves the problem but also instils unity and uplifts the team's motivation. Further, the implementation of Tuckman's model has helped me to strategically adapt how I need to behave according to the stage of the model in guiding my team members. Tuckman's model has taught me to be more communicative as well as collaborative in the early stage to guide my team and use result-specific approaches by the end stages to ensure that the set team objectives and goals are adequately met (Quintanilla & Wahl, 2020). Therefore, I can say that the implementation of Thomas-Kilmann and Tuckman's model has brought about a massive positive impact on my abilities as a coordinator, elevating my team management skills and positively affecting the whole team members' morale. The understanding of Tuckman's model has enabled me to predict the stages and teams’ possible experiences within the stages, mitigating frustrating stages like storming. Understanding the occurrence of conflict in getting accustomed to roles and responsibilities has allowed me to see disagreements constructively; hence focusing on the long-term goals (CIPD, 2024). This change in the perspectives has smoothened the rest of the stages by underscoring trust and concise communication. The adaptability quality within the team was advantageous for the motivation of the team, creating a safe space for all to share their ideas and ultimately elevating the quality of our team project (Belbin & Belbin, 2010).
[bookmark: _Toc182722293]Conclusion and Future Actions 
This report has highlighted the importance of teamwork and how I have learned to strategically adapt as a coordinator in my workplace and adequately have learned to guide my team in a work project. With the implementation of academic models and theories such as Tuckman’s Stages of Team development as well as the Thomas-Kilmann Conflict Mode Instrument (TKI), I have pinpointed my strength of adaptability and patience, my preferences lie in proactive collaborative approaches along with open communication. As part of future action, I look forward to heightening my understanding of the TKI model to better handle conflicts, while I learned that collaboration is the key to teamwork, certain conflicts also require compromising and accommodation. I believe that this development will enable me to grow in the role of a coordinator and also change the team dynamics. I also look to elevate my communication skills in supporting team goals and contribute efficiently by practising active listening, a comprehensive understanding of the perspectives of the team members and formulating an inclusive working environment.
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	Conflict Style
	Statement
	1
(Rarely)
	2
(Sometimes) 
	3
(Often)
	4
(Very Often) 
	Total Score

	Competing
(Forcing)
	I seek to focus on winning the disagreements than compromising
	
	
	
	
	2

	
	
I argue my point of view to achieve the desired result
	
	
	
	
	

	
	I prioritise winning my goals than upholding harmony
	
	
	
	
	

	Collaborating 
(Problem-Solving)
	I encourage open discussion in conflicts
	
	
	
	
	4

	
	I adequately invest my time in understanding different perspectives
	
	
	
	
	

	
	I look for solutions that can satisfy all 
	
	
	
	
	

	Compromising 
(Sharing)
	I propose for conflict resolution solutions which is agreeable for both the teams even if partially
	
	
	
	
	3

	
	I settle for outcomes that are acceptable rather than perfect results
	
	
	
	
	

	
	
I seek to find a common ground when a team member gives up on something
	
	
	
	
	

	Avoiding
(Withdrawal) 
	I prefer the minor issues to go unresolved
	
	
	
	
	2

	
	To prevent tension, I avoid discussing the disagreed points
	
	
	
	
	

	
	I delay conflict resolution, hoping for them to dissipate themselves
	
	
	
	
	

	Accommodating 
(Smoothing)
	I agree with other individuals’ suggestions to avoid conflict
	
	
	
	
	3

	
	I focus on bonding rather than achieving my set objectives
	
	
	
	
	

	
	I prioritise other’s needs over my own for harmony
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To further understand the conflict style in a team, the questions below are to be rated.
Q1. I’m more drawn towards taking charge to ensure goals are met adequately.
Q2. I believe finding a common ground as a solution can satisfy both the parties involved in a disagreement. 
Q3. I encourage clear and open communication in case of concerns and to constructively address conflicts.
Q4. I prefer to stay neutral without favouring any sides.
Q5. I try to meet halfway grounds when solving a problem.
Q6. I emphasise on making sure that my ideas are implemented even if it brings about tension.
Q7. I seek for fair compromises to solve a conflict effectively.
Q8. I sometimes make sacrifices to make others feel supported as well as valued.
Q9. I prioritise upholding harmony rather than my own needs.
Q10. I often take a step back to let others take lead to prevent confrontation.

[bookmark: _Toc182722298]Score Table for Analysis (Highest score refers to the communication style used the most)
	
	Assertive
	Passive
	Passive Aggressive
	Aggressive

	Question 1
	4
	
	
	

	Question 2
	
	3
	
	

	Question 3
	
	
	3
	

	Question 4
	
	
	
	4

	Question 5
	3
	
	
	

	Question 6
	
	
	3
	

	Question 7
	
	4
	
	

	Question 8
	
	
	
	2

	Question 9
	3
	
	
	

	Question 10
	
	
	
	2

	Total 
	10
	7
	6
	8
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