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Introduction

Effective collaboration is essential to any organization's success. It increases productivity, fosters creativity, and strengthens problem-solving skills (Schöttle and Tillmann, 2018). Teams with good coordination can accomplish tasks more quickly and create a happier workplace. The purpose of this research is to investigate three important theoretical models—Belbin's Team Roles, Tuckman's Stages of Team Development, and the Thomas-Kilmann Conflict Mode Instrument—that support the formation of productive teams (Mohanty and Mohanty, 2018). This report aims to allow readers to understand how these models affect team dynamics and provide insightful advice to improve teamwork in businesses and work settings.

Theoretical Framework

The Thomas-Kilmann Conflict Mode Instrument, Tuckman's Stages of Team Development, and Belbin's Team Roles are the three main theoretical frameworks presented in this section. These models have proven to be immensely beneficial in comprehending team dynamics and enhancing collaboration within businesses (Thomas, 2008). 
The Belbin's Team duties model, developed by Dr. Meredith Belbin, outlines nine distinct roles that each contribute to the team's success. These roles include Plant, Coordinator, Resource Investigator, Completer Finisher, Teamworker, Shaper, and Specialist, according to Belbin (2010). The need of having a well-balanced team with different functions that work well together is strongly emphasised by the model. 
Tuckman's Stages of Team Development also known as Tuckman’s Model, is a framework that explains the different stages that teams go through as they evolve and work together (Tuckman & Harper, 2012). There are five stages that teams go through these are : forming, storming, norming, performing, and adjourning. I have found this model to be very enlightening. Every stage denotes a distinct stage in the growth and development of the team, emphasising the opportunities and difficulties that come with the team's maturation.
According to Thomas-Kilmann's Conflict Mode Instrument, also referred to as TKI, there are five conflict-handling styles. They are described as accommodating, avoiding, compromising, cooperating and contending (Stadler, 2019). By understanding these strategies it becomes easier to resolve conflicts that may appear within team members. This allows for disagreements to not escalate further and instead promote innovation and advancement rather than finder team effectiveness
 These models have been instrumental in my understanding of team dynamics and in developing strategies to enhance teamwork within my organisation. They provide frameworks that can be used to diagnose issues, foster collaboration, and optimize team performance.

Team Roles
Nine different team responsibilities are identified under the Belbin model, and each adds differently to the team's effectiveness (Belbin, 2010). Among these positions is the creative and inventive Plant, who comes up with fresh concepts necessary for innovation and problem-solving. The Monitor Evaluator assists the team in making decisions by offering critical evaluations and sound judgements. They are distinguished by their rational and impartial attitude. Mature and self-assured, the Coordinator is essential in helping to define objectives and streamline decision-making procedures so that the team stays concentrated and on target. Extroverted and passionate, the Resource Investigator excels at finding opportunities and cultivating important external connections that may result in new business endeavours and alliances (Belbin and Brown, 2022). The Implementer, who is seen as trustworthy and pragmatic, is excellent at converting concepts into workable plans and making sure that strategies are carried out as intended. The Completer Finisher, who is diligent and meticulous, supports this function by ensuring that tasks are finished completely and on schedule, upholding high standards and reducing errors.
The cooperative and astute Teamworker creates a positive and cohesive team atmosphere, encouraging cooperation and settling disputes. The Shaper is a proactive and demanding individual who keeps the team moving forward and confronts challenges head-on to accomplish its objectives. Finally, the Specialist contributes the technical knowledge that might be vital to the team's success due to their commitment and in-depth experience in a particular field. 
 
The Belbin model's effectiveness in forming balanced teams that can successfully manage a variety of issues is demonstrated by its real-world applications, such as its use in establishments like British Airways (Belbin & Belbin, 2010). Through comprehension and utilisation of distinct responsibilities, entities can enhance team configuration and assignment distribution. According to Aritzeta, Swailes, & Senior (2007) and Dulewicz (1995), this strategic approach not only improves overall performance but also makes sure that the different strengths of team members are utilised to their utmost capacity, which leads to greater productivity and innovation. As a result, the Belbin model offers a useful framework for encouraging productive teamwork in a range of organisational contexts. 
Understanding Team Development
The Tuckman model (Tuckman & Harper, 2012) describes five phases of team development and offers a framework for comprehending how teams change and accomplish their objectives. In the first phase, known as Forming, team members get to know one another and build some preliminary bonds. People are highly dependent on the leader during this time for direction and guidance because they are frequently unclear about their positions and responsibilities. As team members question one another and voice their opinions, the Storming stage is followed by arguments and rivalry. In order to prevent strife and promote growth throughout this phase, effective dispute resolution techniques are essential. 
 
The team moves on to the Norming stage, which is when cohesion starts to take shape and norms are set. As individuals begin to work together more and roles and responsibilities become more apparent, a sense of cohesion and shared purpose is fostered. The next step is the Performing stage, which denotes a time of peak productivity. Due to the team members' high levels of motivation and expertise at this phase, the group can function independently and concentrate on accomplishing its objectives.
Finally, the 'Adjourning stage' transpires when the team dissolves subsequent to achieving its goals. At this point, the team's accomplishments are acknowledged and reflected upon, bringing the process to a close and acknowledging accomplishments. To properly navigate these stages, one must promote open communication, mutual respect, and the provision of suitable resources and support for the team's growth (Tannenbaum & Salas, 2021). 
 These ideas are being used in the real world by companies like Google. For example, psychological safety has been found to be a critical component of successful teams by Google's Project Aristotle, which facilitates the teams' smoother transition through Tuckman's stages and higher performance. Collaboration and creativity are increased when team members feel free to take chances and voice their opinions without worrying about the repercussions . Teams can increase their efficacy and accomplish their objectives more quickly by comprehending and utilising the Tuckman model (Jones, 2019).

Managing Conflict in the Workplace
Five basic conflict-handling styles—Competing, Collaborating, Compromising, Avoiding, and Accommodating—are identified by the Thomas-Kilmann model as the ways in which people handle disagreements and disputes (Stadler, 2019). People that use the competing style are aggressive, uncooperative, and want to win the argument at the expense of other people. On the other hand, those with a collaborative approach mix cooperation and assertiveness to find win-win solutions that satisfy all sides. The purpose of the compromise style is to discover a halfway-good solution that satisfies everyone by striking a balance between assertiveness and cooperativeness. Unassertiveness and uncooperativeness are characteristics of the "avoiding style," where people avoid confrontations and don't confront the problem head-on. Last but not least, the cooperative but unassailable accommodating style is characterised by people who put relationship maintenance ahead of fixing the immediate problem (Stadler, 2019). 
 
To manage conflicts within teams in a constructive way, it is essential to comprehend these conflict-handling philosophies. For instance, IBM trains staff members in dispute resolution using the Thomas-Kilmann model, promoting a cooperative culture that fosters creativity and teamwork. Organisations can sustain positive connections and guarantee that disagreements result in constructive consequences by identifying and correctly addressing various conflict styles (Quintanilla & Wahl, 2020). 
In addition to aiding in conflict resolution, effective conflict management fosters a more positive workplace culture where team members are respected and given a voice. The long-term success and adaptability of any organisation depend on fostering a culture of open communication and continual improvement, which is what this strategy does (Devi and Dhiman, 2020). By using the Thomas-Kilmann model, teams can resolve disagreements in a way that improves relationships and promotes success.

Conclusion
The significance of proficient teamwork in attaining organisational triumph is emphasised in this paper. The Belbin model offers a structure for recognising and utilising various team functions, guaranteeing harmonious and efficient teams. From the imaginative Plant to the realistic Implementer, every role adds something special to the team's performance, allowing a wide variety of abilities and viewpoints (Belbin, 2010). Tuckman's model, which guides teams through their growth and maturation, provides insightful information about the stages of team development—Forming, Storming, Norming, Performing, and Adjourning (Tuckman & Harper, 2012). Comprehending these phases helps navigate navigation of nascent uncertainties, conflict resolution, norm establishment, peak performance, and successful team dissolution. 
 
The five conflict-handling strategies identified by the Thomas-Kilmann model—Competing, Collaborating, Compromising, Avoiding, and Accommodating—help in comprehending and managing disputes (Stadler, 2019). By handling issues constructively, recognising these characteristics promotes a cooperative and positive team environment. For example, IBM trains staff members in dispute resolution using this methodology, encouraging a culture that values creativity and collaboration (Quintanilla & Wahl, 2020).
These approaches can help organisations create and sustain high-performing teams by improving team dynamics, encouraging cooperation, and skillfully handling conflict. By doing this, they may build groups that can accomplish their objectives while fostering creativity and long-term success. By putting these concepts into practice, teams not only perform better together but also create a more motivated and valued work environment, which benefits the organisation as a whole.
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