Leading Interprofessional Teams
[bookmark: _GoBack]	Conflicts are unavoidable in team processes. Conflicts pose a threat to the team safety climate (Cullati et al., 2019), which may compromise the achievement of the expected project goals. However, adopting appropriate conflict management styles and processes ensures a collaborative climate based on mutual respect and positive intra- and interpersonal relationships. Thomas-Kilmann Conflict Mode Instrument (Thomas & Kilmann, 2007) describes five crucial styles of interacting with others and managing conflicts. The styles include competing, accommodating, avoiding, collaborating, and compromising that characterize different degrees of assertiveness and cooperativeness. I use the accommodating style as the reactionary conflict management style in most situations. The style involves integrating others’ concerns before prioritizing one’s interests or opinions (Chandolia & Anastasiou, 2020), which implies sacrificing one’s interests to protect relationships (Thomas & Kilmann, 2007). However, the style involves low levels of assertiveness in ensuring the consideration of my personal opinions, views, and interests during a conflict. Improvements in assertiveness would ensure effective expression of concerns and issues with the team members without excessively giving in to their perspectives. Consequently, I would apply the Integrated Model of Collaboration in addressing the issue. The model considers the importance of blending complementary skills and competencies to foster collaboration (Rawlinson et al., 2021). Based on the model, I would focus on applying skills such as active listening, open-mindedness, flexibility, persuasiveness, and problem solving when managing conflicts. Besides, I would require additional confidence in handling dissenting voices within the team. Consistent with Moeta & Du Rand (2019), the skills would ensure engagement with team members through negotiation and dialogue to enhance trust and engagement. Consequently, this would result in mutual agreement and the achievement of the expected goals without jeopardizing the existing relationships. 
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