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EXECUTIVE SUMMARY
This report investigates team dynamics using ideas including Tuckman's Stages of Group Development, Transactional Analysis, and Karpman's Drama Triangle. It emphasises the need of emotional intelligence, active listening, and conflict resolution techniques; it also recommends team-building events, strength-based job distribution, and honest communication for better performance.
INTRODUCTION
Most professional settings rely on teamwork since it is very important. This study examines my own experiences as a team member through the lens of acknowledged organisational behaviour theories and models. Team interactions, interpersonal dynamics, conflict resolution, and communication styles are among the most important areas of focus. Analysing these variables will help us understand how to improve team performance and individual efficiency in a particular context.
MAIN BODY
The success of a team depends critically on the development of close bonds inside it. Understanding the growth of team connections has benefited especially from Tuckman's stages of group development (Forming, Storming, Norming, Performing, and Adjourning). I watched our team working on the PowerPoint presentation for the module move through these phases. Team members were polite yet understated in the forming stage. Due to our different backgrounds and cultures, there were initial difficulties in understanding each other. Conflicts over project direction and job distribution surfaced as we neared the storming stage. When handled well, though, these tensions resulted in closer relationships and defined responsibilities, therefore guiding us into the norming and performing phases.
People dynamics: the drama triangle and transactional analysis. Understanding interpersonal dynamics inside the team has benefited much from transactional analysis (TA).  The Parent, Adult, and Child ego states model developed by Eric Berne has allowed me to identify and control my own communication style and comprehend the actions of my colleagues (Mullins and Christy, 2016). Team members that speak from the adult ego state seem to have more open and less emotionally heated conversations.  Parent-Child exchanges did, however, occasionally cause problems.  For instance, a senior team member who adopted a critical Parent posture usually set off a rebellious Child reaction from others, therefore impeding development. Stephen Karpman invented the interesting Drama Triangle as well.  Team members have shown me moving between Victim, Rescuer, and Persecutor positions.  Dealing with underlying problems and encouraging better interactions have depended much on the recognition of these trends. 
Individuals' Reactions Effective teamwork depends on an awareness of several response types among the team members.  Particularly useful in this sense is the DISC model (Dominance, Influence, Steadiness, Conscientiousness). Team members with high Dominance often lead the conversation, occasionally overpowering those with great Steadiness.  Understanding these inclinations has helped me to provide room for every voice to be heard, therefore guaranteeing a more equal team dynamic. 
Applied positive psychology. Using ideas from positive psychology has greatly raised team performance and morale.  As advised by academics such as Martin Seligman, emphasising strengths instead of shortcomings has resulted in more involvement and job satisfaction inside our team (Seligman, 2011). Using a strengths-based approach to task distribution, we found that team members felt more appreciated and self-assured in their responsibilities.  This strategy also promoted a more encouraging team dynamic whereby members were more ready to assist one another and acknowledge achievements. 
Styles of listening and coaching: the need of establishing space to grasp and cooperate. For our team dynamics, active listening has been a transforming tool.  Our team's capacity to understand and work together has improved noticeably since we have been using strategies including paraphrase and clarifying enquiries. Using the GROW paradigm (Goal, Reality, Options, Will) especially has helped team members grow by means of a coaching approach (Whitmore, 2017).  This strategy has given team members a forum to investigate problems and come up with their own answers, therefore encouraging ownership and empowerment. 
Considering People and People Dynamics. As I consider the many characters and dynamics in the team, I have grown to value emotional intelligence.  Goleman's emotional intelligence model—which includes self-awareness, self-regulation, motivation, empathy, and social skills—has been a useful tool for both personal growth and team interaction comprehension (Goleman, 1995). Higher emotional intelligence team members seem to resolve problems more skilfully and help to strengthen team cohesion, according to what I have seen.  This insight has driven me to improve my own emotional intelligence capacity. 
Conflict. My team experiences have helped me to realise that conflict is not only unavoidable but also necessary for the development of teams and creativity.  The storming stage is, as Tuckman's model indicates, an inevitable component of team growth (Mullins and Christy, 2016). More innovative ideas and closer team ties have come from constructive fights.  For example, a conflict about project methodology first caused stress but finally produced a more strong and creative approach combining thoughts of several team members. Maintaining team harmony and output has mostly depend on good conflict management.  
Understanding several ways to conflict resolution has been especially helped by the Thomas-Kilmann Conflict Mode Instrument (Thomas and Kilmann, 1974). various conflict circumstances demand various strategies, I have discovered.  Although teamwork is usually preferred, occasionally compromising or even avoiding (in the event of minor problems) can be suitable.  The secret is to evaluate every matter and decide on the best course of action. Thomas-Kilmann Model Five conflict-handlers—competing, cooperative, compromising, avoiding, and accommodating—are identified by the Thomas-Kilmann model.  I have seen all these styles in use on our team. For instance, our team leader used a competitive approach to guarantee timely completion under a project deadline stress.  Although this caused some temporary conflict, it worked well for reaching the critical date.  On long-term strategic decisions, on the other hand, a team approach produced more environmentally friendly and generally approved results. 

CONCLUSION

As a result, considering my experiences working in a team has given me insightful analysis of the complexity of team dynamics.  Using theoretical frameworks including Transactional Analysis, Tuckman's stages of group formation, and the Thomas-Kilmann Conflict Mode instrument has improved my awareness of team interactions and personal behaviour. Important lessons include the need of emotional intelligence in promoting good team relations, the need of constructive conflict in generating innovation, and the need of changing communication and conflict resolution techniques to fit varied circumstances.  

RECOMMENDATIONS

· Plan frequent team-building events to help to create rapport and confidence. 
· Offer instruction in conflict resolution methods and emotional intelligence. 
· Apply a strengths-based approach to team building and job distribution. 
· Promote honest communication and set aside secure environments for healthy conflict. 
· Using models such as Tuckman's phases, routinely evaluate and address team dynamics to guarantee ongoing development. 
· In peer support and leadership, include coaching strategies include the GROW model. 
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