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1. INTRODUCTION
The researcher part of presentation is to provide a brief review of conflict within the team, based on Tuckman’s and Belbin’s models. The researcher used Thomas and Kilmann’s model to explain effective conflict handling. This report is based on figure 1 found in the appendix.
2. FINDINGS 
Tuckman (1965) in his research indicated that the team develop in stages, each of the stages can affect interactions between individuals. The first stage of Tuckman’s model team is forming.
As a result of the literature review, decisions made regarding the formation of a team are going to have a huge impact on the effectiveness of the team. Belbin analysed the team’s performance, by combining different personalities, individuals ‘team roles’ and identified, these differences could increase or decrease the ability of the team to complete tasks effectively (Morgan, 2017, p, 207). 
When the individuals have similar strengths, they are more likely to compete for tasks and responsibilities that suits their personality styles. When the members of the team have similar weakness, the whole team may tend to have this weakness.
Storming is the second stage of Tuckman’s model (see Appendix) it is the most difficult and critical time for team. It is a period marked by conflict and competition. Belbin measured sources of conflict as variances of “Team Role” operating styles. Personality differences and which roles individuals represents in the are one of the major reasons of conflict. Conflict is more likely to occur when personal characteristics differ, but can also occur when they are similar. (for example two Shapers could fight over who has the status or control within a team). 
Once conflict arises it tends to expand as each individual pushes their view forward as the correct one.
During storming stage, conflict must be constructively addressed and managed for the team to progress to the final stage of  "Performing".
There are many definitions of conflict and many different ways to resolve and manage it. 
Wall and Callister (1995) defined conflict as “… incompatible perceptions among at least two parties”.
Conflict in the workplace involves differences of approaches, opinions and habits these can lead to hurt feelings and arguments among employees. Efficient conflict handling is a valued skill and a cost-saving measure. Conflicts can lead to high employee turnover, absenteeism, reduced productivity which can be a financial burden to an organisation
The way an individuals deal with conflict significantly affects team performance. Thomas and Kilmann  (Tabassi A., et al, 2017) developed the model of effective conflict handling and that is introduced in below gird. Figure 2 Thomas – Kilmann Conflict Model (https://www.govloop.com).
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The researchers determined two dimensions of dealing with conflict (Tabassi A., et al, 2017):
1) cooperativeness – when individuals concern is more for their peers
2) assertiveness - when self-concerns are more important than the team.

Along with these two dimensions, five conflict resolution models were presented as (Tabassi A., et al, 2017):
· Collaborating – assertive and cooperative (high concern for others and high concern for self). This is the most appropriate approach for resolving conflict. Two or more individuals work together to find mutually beneficial solution.  Outcome I win, you win)
· Competing- assertive and uncooperative (low concern for others and high concern for self).This is the power orientated tactic involves an individual forcing others to comply with their needs. Outcome I win, you lose.
· Accommodating – unassertive and cooperative (high concern for others and low concern for self. The individuals neglect their own needs to satisfy the other people concerns. This approach encourages cooperation and is an appropriate approach to resolving trivial matters.  Outcome I lose, you win.
· Avoiding – unassertive and uncooperative (low concern for others and low concern for self). The team members neither pursues theirs own concerns nor those of the other individuals. Outcome I lose, you lose.
· Compromising – mid range on assertiveness and cooperativeness  (moderate in both concern for others and concern for self). This approach is used when team members have opposite objectives or have equal power. The aim is to find some mutually acceptable solution that partly satisfies both individuals.  Outcome: Partly I win some, you win some 
We should always look for ‘win-win’ conflict resolution. 
Using Thomas-Kilmann model team members can learn to move beyond conflict and focus on achieving business objectives. 
When conflict is resolved the team moves into the norming and performing stage of Tuckman’s model. Having gone through conflict, the team has tested its limits, developed trust, become more unified and better organised. There would be no more diversity of opinion between team members.



Conflict can be seen as a positive process and determinate positive impact.
· Facilitates better decision
· Encourage new ideas and solutions 
· Leads to innovation and change
· Brakes down communication barriers
· Motivates individuals to understand each other’s values, positions, role
WORK EXAMPLE 
My work example of effective conflict handling is based on call centre environment. The researcher joined already established team as a Completer and Implementer. Other team members according to Belbin’s model (1965) were: Team worker, 2 Specialists, Coordinator, Resource Investigator and Shaper. The responsibility of the team was to deal and progress motor claims. It was high performing team, with excellent communication skills. Unfortunately conflict arose between two specialists. They were constantly  arguing about theirs knowledge and different opinion about the subject. That conflict caused that claim process was delayed and  others team members were distracted. Management solved this conflict by offering one of Specialist a different role within a different team. A result of  win-win outcome has been achieved, where one of the specialist could expand his knowledge and gain additional experience. The other individual was happy to be the one specialist within the team where her skills and knowledge were appreciated.  
3.  CONCLUSTION 
Organisations are depending more on teams than on individuals to accomplishing their objectives. Therefore, is very important to establish a cohesive team correctly as a first priority. Belbin’s model can be used to identify reasons of conflict. Each team member is different and contributes in different ways to achieve the objective. These differences are a key strength of team but also could lead to conflict.
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There are many models and solution on how to deal with conflict in the workplace or private life. The most popular is Thomas and Kilmann model. The most important thing to remember that each conflict should be finished as ‘win-win’ outcome.
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4. APPENDIX 
 Figure 1, Adapted from Tuckman’s Model (1965)
Effective conflict handling
Thomas-Kilmann Model
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