2.	People
Worksheet 10: Collaborative working (tutor)
This exercise assumes that this session concludes delivery of the module and is deliberately designed to be a little less structured than others. It allows a larger group of learners to come together and have a little fun working through the problem. It might also allow them to get to know each other a little better in the context of consolidating learning of two key HR-related models: Belbin and Thomas-Kilman.

1. In groups, you are to form a project team. By open and inclusive discussion, allocate yourselves Belbin roles, such that, between you, all nine roles are allocated. Each individual may adopt more than one role and more than one individual may be assigned a particular role, but as far as possible roles are to be shared equitably.
In case of dispute or disagreement refer to the Thomas–Kilmann model of conflict resolution; select a preferred method and negotiate an outcome. The ’competing’ method is not permitted, and where conflict cannot be resolved please refer to the tutor, but this would be an admission of collaborative failure. All participants are to be mindful of all we have learnt previously in this module; treat others with respect and abide by the tenets of equality and diversity.

Expect this to be ‘storming’ process, hopefully demonstrating constructive conflict and amicable resolution. The exercise may require time-outs. Allow 60–90 minutes to complete. Note that Belbin profiling is copyrighted and any ‘free’ online questionnaires are probably in breach of copyright law. Good luck!

Belbin summary: 
The nine Belbin team roles are descriptions of job duties that fall into three broad categories: thought-oriented roles, action-oriented roles and people-oriented roles. Understanding each role a team member can play may help you to work more efficiently as a team:
1. The Monitor Evaluator (thought-oriented)
2. The Specialist (thought-oriented)
3. The Plant (thought-oriented)
4. The Shaper (action-oriented)
5. The Implementer (action-oriented)
6. The Completer/Finisher (action-oriented)
7. The Coordinator (people-oriented)
8. The Team Worker (people-oriented)
9. The Resource Investigator (people-oriented)	



Thomas-Kilmann summary:
The five modes for conflict management are the core takeaway from Thomas Kilmann’s conflict model. These modes are spread across the two dimensions or approaches as we have discussed earlier.
i. Competing
At the top left end of the chart, we have high assertiveness and low cooperation. We find competing right at this spot. This means that we use ‘competing’ as a conflict resolution strategy when we resort to being assertive. Additionally, we also become uncooperative with the opposing party. However, this strategy is not as evil as it sounds. This mode may be more appropriate when we need speedy resolution and we are a higher position of power. It is also imperative to use this mode when we have to take tough calls.
ii. Avoiding
The avoiding mode reflects passivity in conflict management. Although, from an ideal perspective, we would agree that we should face the problems, head on. However, the most confident of us would have been in situations where confrontation was best avoided. Also, some problems are so trivial, they are not worth your time.
This approach involves shunning the conflict and withholding one’s views and opinions. People also employ this approach when the cost of confrontation and resolution is far more than the cost of living with the conflict. However, avoiding does not resolve the conflict. On the downside, it just buries it below the surface and may potentially lead to future conflicts.
iii. Accommodating
Now, we are gradually moving towards more amicable means of resolving conflicts. Perhaps, accomodating mode is so considerate of the opposing party that you are ready to call it a truce at the cost of giving up your position. It may be worthwhile in situations when the conflict is a total waste of your time.
The Thomas and Kilmann Conflict Model positions this mode as high in cooperativeness and low in assertiveness. We sacrifice our own stance to make the other party happy.
iv. Collaborating
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We use collaborating mode of conflict resolution when we are on the same page as the opposing party. This is an ideal solution. It happens when both parties are sensible, have similar power authority, and are ready to be cooperative with each other. This is easier in a decentralised organisation structure: https://managementweekly.org/centralized-vs-decentralized-organization/
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Typically, the first step is a detailed discussion. We need to understand each other’s viewpoints. This leads to a deeper analysis of the situation. We also try to understand the expectations of each other. Finally, we reach a solution where both parties may benefit.
v. Compromising
Finally, we arrive at the literal middle ground in the Thomas Kilmann Conflict Model. The centre of the chart shows us a point where we are moderately assertive and moderately cooperative. In certain situations, we may not want to have an extended resolution. Collaborating takes time. Also, in some situations, we don’t want to be too confrontational but at the same time, we want to take a stand as well.
Also, there are some conflicting situations where we know that the best potential solution would be to satisfy all the parties. In such situations, we typically approach the conflict as a compromise. Each conflicting party gets something they want. Meanwhile, they also give up something they wanted. Therefore, it is a mixed win for all. However, some party may get a resolution closer to their expectations while it could be a greater compromise for the other.
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