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Effective team working and communication.

b. Effective conflict handle and delegation

This report has been written to help the new manager, to understand his team and what rolls everyone is better suited for. This report has been based on Debenhams, which is a British multinational retailer. Using various theory available, the author was able to describe how the team from Debenhams Newport is working. Because of the size of the business, as manager, you need to better understand everybody’s role and character to be able to delegate or mitigate any problems that rise in the work place. The two main theories that we are going to focus on are Tuckman’s and Belbin. According to Dr Meredith Belbin and his team, they discover that there are nine clusters of behaviour - these were called 'Team Roles. In Debenham there is a pre-set hierarchy where everybody is filling a role accordingly to what head office is dictating. But as a new start manager you must be able to manage the team to achieve the full potential. Here the report refers to the second theory, of Tuckman’s, where the manager will develop the new team thru 4 stages – forming, storming, norming and performing. This part of report focuses only on effective conflict handling and delegation.
The term delegation is commonly used to describe a variety of different forms and degrees of power sharing with individual subordinates. Major aspects of delegation include the variety and magnitude of responsibilities, the amounts of discretion or range of choice allowed in deciding how to carry out responsibilities, the authority to take action and implement decisions without prior approval, the frequency and nature of reporting requirements and the flow of performance information.” -- Sherman 1966; Webber [endnoteRef:1]1981 -- [1: acas.org. (2019, november 11). Retrieved from https://www.acas.org.uk/index.aspx?articleid=1364
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According to Belbin’s theory one of the roles better suited for conflict handling and delegations is of a co-ordinator. He needed to focus on team objectives and delegate work appropriately. Often a coordinator must be supervised because he can be seen as manipulative and might offload their own share of work. If a manager will understand this role before commencing his job will be able to supervise the co-ordinator better. As an example, the supervisor from Jeffries, one of the business associates that operates in Debenhams was delegating all cleaning job to the staff from inferior roles and none to him. This has created a conflict in time, because of the labour-intensive job and the staff quitted without seeking a solution. The main problem was that no active manager has checked on the supervisor job, leading to an unproductive job and loss of staff.
Healthy workplace relationships are essential to the success of any organisation. Even minor problems can develop into grievances or disputes if they're not dealt with quickly and effectively as the example above stated.
Having suitable policies and procedures to resolve workplace issues is essential. But where an issue turns into a problem, a positive result can be achieved through early and informal intervention.
In order to tackle any conflictual problems, there should be some staff training at all levels. For example:
· Train managers to handle difficult conversations with employees 
· Encourage open expression of opinions and recognise the importance of feelings.
· Listen to what people have to say.
· Focus on interests not positions and personalities.
· Have clear discipline, grievance and dispute procedures for dealing with conflict.
· It's always simpler to talk to people directly and informally about a problem.
· Check with your line manager, HR, your finance team or others you think can help, to see if there has been a mistake or misunderstanding that has caused the problem unintentionally.
· Keep a record of relevant events: include dates and times and a description of what happened; plus, copies of any relevant paperwork, e.g. letters, memos, emails, notes of meetings.
After the presentation of this report the new manager was able to understand the structure of new team and all the challenges he could face. The report will be used to implement solution in order to effectively handle conflict 

