	
Module Name: Effective Team Working and Communication                                                                     Module Code: BMSW4009
Lecturer: Mr. Muhammad Cassamo

Student name: Gheorghe Daniel Sticlaru (2126941)	944 Words 




1. Introduction
Teamwork can be defined as a collaborative effort by a group of individuals working towards a common goal, where members share responsibilities, complement each other’s skills, and support one another to achieve effective outcomes (West, 2012). In any workplace, the ability to function productively as part of a team is vital for success. According to Katzenbach and Smith (1993), an effective team is one that delivers collective performance results greater than the sum of individual efforts.
From my own experience working in a food production factory, I have identified that my natural role within a team aligns closely with Belbin’s (2010) Coordinator and Implementer roles. I enjoy structuring work, clarifying responsibilities, and ensuring that everyone understands their part in achieving shared goals. I tend to focus on improving communication and efficiency while maintaining morale among colleagues. This reflective report explores how theories of team development, relationships, conflict, and individual preferences have influenced my understanding and performance as a team member and leader.

2. Findings
2.1 Team Development and Dynamics
Tuckman’s (1965) model of a team development — forming, storming, norming, performing, and adjourning — is giving us a useful framework in order to understand the stages my team went through. Initially, our department struggled to achieve production targets. Frequent managerial changes and a lack of clear direction led to low morale and confusion, reflecting the storming stage where uncertainty and conflict were common.
Recognising these issues, I approached the managers and proposed forming a stable team with clearer task distribution and improved communication. This initiative moved us towards the norming stage, as members began to collaborate, share ideas, and take ownership of their tasks. Within a week, our production increased by 5%, and by the second week, it had risen by over 10%. These results represented the performing stage, where the team functioned cohesively and efficiently (Tuckman & Jensen, 1977).
This experience reinforced my belief that understanding team development stages helps in diagnosing performance issues and guiding teams through challenges. It also highlighted the importance of leadership in facilitating movement from conflict to collaboration.

2.2 Roles, Relationships and Communication
Belbin’s (2010) theory of team roles emphasises the value of recognising individual strengths and preferences. When I reorganised the team, I encouraged each member to focus on tasks they enjoyed or performed best. For example, one colleague excelled in handling machinery, while another was more skilled in quality checks. Allocating roles based on these natural preferences increased both motivation and efficiency.
This approach reflects the concept of person–job fit (Kristof-Brown et al., 2005), which links individual satisfaction and performance to the alignment between a person’s characteristics and their job requirements. By identifying these strengths, I was able to foster a sense of inclusion and ownership, which improved the overall team climate.
Effective communication also proved essential. According to Hackman (2002), open communication channels allow for the sharing of feedback, ideas, and concerns, which strengthens trust and coordination. In our case, weekly discussions helped clarify expectations and reduced misunderstandings. As a result, our interpersonal relationships improved, and the team became more psychologically resilient.
My own communication style evolved through this process. Initially, I tended to provide instructions, but I later adopted a more participative approach, listening to suggestions and encouraging team input. This shift mirrors Goleman’s (2000) democratic leadership style, which enhances commitment and creativity within teams.

2.3 Conflict, Motivation and Leadership
Conflict is an inevitable part of teamwork, especially in high-pressure environments such as food production. Thomas and Kilmann’s (1974) conflict-handling model identifies five strategies: competing, collaborating, compromising, avoiding, and accommodating. Initially, I noticed that our team avoided confrontation, which led to unresolved frustrations and inefficiencies. As team leader, I began to promote collaboration, encouraging members to address issues openly and seek joint solutions. This reduced tension and improved cooperation.
Motivation was another critical factor in our success. Applying Herzberg’s (1959) Two-Factor Theory, I recognised that small changes, such as allowing more frequent breaks and ensuring fair task distribution, acted as motivators that increased job satisfaction. I also introduced short team meetings to celebrate weekly achievements, which reinforced positive behaviour and strengthened group cohesion.
In terms of leadership, my experience aligns with Adair’s (1973) Action-Centred Leadership Model, which highlights the balance between achieving tasks, building the team, and developing individuals. By addressing all three aspects, I was able to maintain high performance while ensuring that team members felt valued and supported.
Through reflection using Kolb’s (1984) Experiential Learning Cycle, I realised that active experimentation — trying new team strategies and analysing outcomes — led to deeper understanding and improved results. Reflective observation helped me recognise the impact of my leadership style, while conceptualisation allowed me to connect practice to theory. This iterative process enhanced both my self-awareness and my effectiveness as a leader.

3. Conclusion
This reflection has demonstrated that effective teamwork depends on understanding both group processes and individual differences. Applying models such as Tuckman’s team stages, Belbin’s roles, and Herzberg’s motivation theory has provided me with practical insights into how to foster collaboration and performance.
My experience in the food production factory showed that by promoting communication, recognising strengths, and implementing fair workload distribution, a struggling team can transform into a high-performing unit. The 10% increase in production validated that psychological safety, motivation, and clarity of roles are critical for success.
In the future, I plan to continue developing my leadership skills by using reflective practices and feedback mechanisms. I will also focus on building emotional intelligence to better manage conflict and maintain team cohesion (Goleman, 2000). By putting these principles in practice, I hope to become a more capable and compassionate team player and leader who can inspire others to pursue common objectives.



















Reference List:
Adair, J. (1973) Action-Centred Leadership. London: McGraw-Hill.
Belbin, R.M. (2010) Team Roles at Work. 2nd edn. Oxford: Butterworth-Heinemann.
Goleman, D. (2000) Leadership That Gets Results. Harvard Business Review, 78(2), pp. 78–90.
Hackman, J.R. (2002) Leading Teams: Setting the Stage for Great Performances. Boston: Harvard Business School Press.
Herzberg, F. (1959) The Motivation to Work. New York: Wiley.
Katzenbach, J.R. and Smith, D.K. (1993) The Wisdom of Teams. Boston: Harvard Business School Press.
Kolb, D.A. (1984) Experiential Learning: Experience as the Source of Learning and Development. Englewood Cliffs, NJ: Prentice Hall.
Kristof-Brown, A.L., Zimmerman, R.D. and Johnson, E.C. (2005) Consequences of Individuals’ Fit at Work: A Meta-Analysis. Personnel Psychology, 58(2), pp. 281–342.
Thomas, K.W. and Kilmann, R.H. (1974) Thomas–Kilmann Conflict Mode Instrument. New York: Xicom.
Tuckman, B.W. (1965) Developmental Sequence in Small Groups. Psychological Bulletin, 63(6), pp. 384–399.
Tuckman, B.W. and Jensen, M.A.C. (1977) Stages of Small Group Development Revisited. Group and Organization Studies, 2(4), pp. 419–427.
West, M.A. (2012) Effective Teamwork: Practical Lessons from Organizational Research. 3rd edn. Oxford: Blackwell.
image1.png
Prifysgol Cymru
Y Drindod Dewi Sant

University of Wales
Trinity Saint David




