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Introduction.

Effective teamwork depends on clear communication, trust, and an understanding of what each person brings to the group. Most writers agree that teams work best when everyone feels able to contribute and when roles are shared fairly (Katzenbach & Smith, 1993). Good teamwork also relies on being open with each other and having a shared goal that everyone understands. When these things are in place, the group is more likely to stay motivated and avoid misunderstandings (Salas et al., 2015).
Through this module, I have learned more about my own natural role in teams. Based on the Belbin Self-Perception Inventory results, I usually act as a Team worker, which means I focus on supporting others, keeping the group calm, and making sure everyone stays involved. I also show some Implementer traits, such as being organised and wanting to turn ideas into practical steps. These results match how I normally behave in group work.
Thomas-Kilmann Conflict Mode results also showed that I often try to compromise and keep the peace rather than push my own ideas too strongly. This has helped me understand why I sometimes avoid conflict or give up my opinion too easily. Overall, these insights have given me a clearer understanding of how I contribute to teams and what I can improve.
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 Findings

Throughout this module, I have learned a lot about how teams work and how communication affects the way people work together. One of the main things that stood out to me is that teamwork is not always straightforward. Groups go through different stages, and this helped me understand why some parts of group work feel easier or harder than others. Tuckman’s model was especially useful because I could clearly see the stages happening in my own group. At the start, everyone was polite and a bit unsure, which fits the Forming stage. Later, we disagreed over the structure of our presentation, which I now understand was the Storming stage. Before learning this theory, I might have thought the conflict meant our group wasn’t working well, but now I know it is a normal part of team development. Over time we became more organised and worked together better, which relates to the Norming and Performing stages.
Belbin’s Team Role theory also helped me understand the part I play in teams. My results showed I am mainly a Team worker and partly an Implementer. This made sense because during the project I often tried to keep the group calm, check that everyone was comfortable with their tasks, and help organise the work when things were unclear. Knowing this helped me understand my strengths, but it also showed me areas I need to  improve. For example, sometimes I avoid putting myself forward even when I have a good idea, because I don’t want to cause disagreement.
The Thomas-Kilmann Conflict Mode Instrument also helped me understand my behaviour in group situations. My highest score was Compromising, which means I usually try to find a middle-ground solution. I noticed this when the group had different opinions about the slides. I was the one suggesting something in between to keep everyone happy. While this can be helpful, I learned that compromising too quickly can sometimes stop the group from developing better ideas. I want to work on being a bit more confident in expressing my opinions when I think they will benefit the group.
Overall, the theories we studied helped me understand group dynamics much more clearly. They also helped me understand myself better and why I act the way I do in teamwork situations. Using these models in real group work made a big difference to how I approached challenges, and I feel more prepared for future teamwork because of this




Conclusion
Overall, this module has helped me understand myself better when working in teams. Before, I did not think much about why groups behave in certain ways or why some situations feel difficult. Now that I have learned about theories like Tuckman, Belbin and the Thomas-Kilmann model, I can see how these ideas actually relate to my own experiences. Understanding the different stages of team development helped me realise that early disagreements or confusion are normal and not a sign of failure. This has made me feel more confident when group work becomes challenging.
I also learned a lot about my own behaviour. My Belbin results showed that I naturally take on a supportive and organised role, which fits with how I usually try to make sure everyone is comfortable and the work is on track. The Thomas-Kilmann results showed that I usually prefer to compromise and avoid conflict. While these instincts can be helpful, I also realised that sometimes I need to speak up more and not step back too quickly. Recognising these patterns has helped me understand what I already do well and what I need to develop.
Going forward, I want to use what I have learned to become more effective in future team situations. I feel more aware of how teams work, how conflict can be handled, and how my own behaviour affects the group. These insights will help me approach teamwork with more confidence and a clearer sense of what I can contribute.
Actions I want to take:
· Be more confident in sharing my ideas, even if they might lead to discussion or disagreement.
· Improve my communication by being clearer and more direct when needed.
· Ask for feedback from team members to help me understand how I can improve further.
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Appendices
Below is a summary of my results from the Belbin Self Perception Inventory. These are not the full charts, but the main points that stood out to me:
· Main Team Role: Teamworker
 My results showed that I tend to support others, encourage the team and try to keep things calm. This makes sense as I usually try to make sure everyone feels included 
· Secondary Role: Implementer
 I also scored fairly high in Implementer, which means I like planning tasks and making sure things actually get done. I tend to be practical and organised when the team needs it.
· Lowest Scoring Role: Shaper
 I scored lower here, which matches how I sometimes avoid pushing others too hard or creating conflict. I generally prefer a steady approach rather than taking a forceful lead.
These results helped me understand why I naturally fall into the supporting role in groups and why I focus on keeping communication open.

Appendices B: Thomas Kilmann Conflict Mode Instrument  Summary
· Highest mode: Compromising
 I usually try to find a fair middle-ground solution when conflict appears. I don’t like creating tension, so compromise feels natural to me.
· Moderate modes: Collaborating and Accommodating
 These results match how I try to keep relationships stable and listen to others. I am willing to adjust my position if it helps the team move forward.
· Lowest mode: Competing
 I scored lowest on the competing style. I don’t normally try to dominate disagreements or push for my own way. I prefer calm discussion over confrontation.
The TKI results helped me understand why I often avoid conflict and how I can gradually build confidence in speaking up while still keeping a respectful approach.[image: ]
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Belbin's Team Roles

Belbin's Team Roles model solves the problem of inefficiency and
disharmony in teams by identifying and leveraging individual strengths
to create balanced, high-performing teams.
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