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[bookmark: _Toc1832939036]Introduction
A group of people working together as a team to reach a shared objective defines teamwork. The process of teamwork requires members to share understanding while communicating effectively and take collective responsibility for achieving results (Salas et al., 2008). Teamwork serves as an essential competency which unites different personalities and roles and strengths in academic and workplace environments.
 
My natural team role became clear to me through various team experiences in academic projects. According to Belbin’s (2010) Team Roles theory I function best as a Coordinator. I have a natural tendency to arrange tasks while making sure everyone understands the goals and motivating all team members to participate. My ability to organize tasks sometimes causes me to miss important details while I also tend to avoid confronting problems directly.
[bookmark: _Toc926067399]Findings
1. Understanding Team Roles and My Natural Role [footnoteRef:31591] [31591:  ] 

Before this module, I hadn’t really thought much about the specific role I tend to play in teams. But after learning about Belbin’s Team Roles (Belbin, 2010), it clicked for me that I naturally fall into the Coordinator role. I enjoy organising, making sure everyone’s clear on what needs to be done, and getting the group moving in the right direction. In one group assignment we did recently, I found myself instinctively suggesting deadlines, setting up our shared document, and trying to keep things on track.
At the same time, this experience made me aware of some blind spots. I tend to assume people are okay with decisions or are coping with their parts, when in reality, they might be struggling but not saying so. I’ve also learned to value other roles—like the Completer-Finisher, who caught small details I missed, and the Teamworker, who kept things calm. Understanding this theory has made me more mindful about how every role contributes, and how important it is to encourage a mix of strengths in a team (Margerison and McCann, 1990).
2. Stages of Team Development[footnoteRef:28281] [28281:  ] 

One of the most useful ideas I took from this module was Tuckman’s model of team development (Tuckman, 1965). It gave me a kind of mental map for what teams go through starting with Forming and going through Storming, Norming, and Performing. Looking back, I can see how our team followed this exact path.
At first, during the Forming stage, everyone was being polite but a bit reserved. I remember feeling awkward suggesting ideas because no one really knew each other yet. Then, when we moved into the Storming phase, tensions came up. One member was regularly late in delivering their part, and another felt like they were carrying the bulk of the work. I found it really stressful at the time, and I took it personally at first. But learning about this model helped me reframe that conflict as a normal—and even necessary—part of team development.
Eventually, once we addressed the issues openly, we moved into the Norming stage. We divided tasks more fairly and started trusting each other more. By the time we reached Performing, we were actually working really well together and produced some of our best work. I now try to be more patient when a team doesn’t click immediately, because I understand that group dynamics take time (Wheelan, 2005).
3. Communication and Relationship Dynamics[footnoteRef:6988] [6988:  ] 

We spent a lot of time in the module discussing the importance of relationships in teams, and that really stood out to me. The “Know-Like-Trust” model (Covey, 2004) taught me that you can’t just jump into a task and expect people to work well together—you need to build connection and trust first. I made an effort to get to know my teammates beyond the task, which helped us relax and collaborate more openly.
The Transactional Analysis model (Berne, 1964) was another eye-opener. I noticed that when things got tense, people often reacted from a defensive or emotional place—what the model calls the “Child” ego state. In one case, a teammate got really frustrated when we changed part of the presentation without telling her. Normally, I might have responded emotionally too, but I remembered the idea of staying in the “Adult” state—calm, logical, and respectful. I took a breath, acknowledged her feelings, and explained what had happened. It helped the situation cool down quickly.
I’ve also tried to apply coaching and listening skills (Whitmore, 2009), especially when someone seemed disengaged. Instead of pushing them, I asked open questions like, “What would help you feel more involved?” That shift—from problem-solving to listening—made a big difference in how people responded.
4. Managing Conflict within Teams[endnoteRef:8522] [8522:  ] 

Before this module, I really disliked conflict. I would usually just let things go or agree to keep the peace. But after learning about the Thomas-Kilmann Conflict Mode Instrument (Thomas and Kilmann, 1974), I realised I was using the Avoiding or Accommodating styles way too often. That might keep things smooth in the short term, but problems just resurface later.
In one group task, there was tension because two people had very different working styles—one was super structured and wanted everything in early, and the other worked last-minute. It started to cause friction. I stepped in to try and smooth it over but found myself falling into the “Rescuer” role from the Drama Triangle (Karpman, 1968), trying to fix the issue myself. That didn’t help in the long run.
I decided to try something different. I brought it up gently at our next team meeting and encouraged both people to talk it through. We agreed on clearer deadlines and check-ins. It was a turning point in learning to collaborate rather than avoid conflict. And it really made me realise that healthy conflict can actually bring a team closer, rather than push people apart (Jehn and Mannix, 2001).
[bookmark: _Toc1145645208]Conclusion
Looking back on this module and my experiences working in teams, I’ve realised just how much I’ve grown—not just in understanding teamwork theory, but also in how I behave and contribute in real group settings. Before, I often relied on instinct when working in a team. Now, I’m more aware of the different roles people play (like in Belbin’s model), how teams evolve over time (thanks to Tuckman), and how important it is to build real relationships with teammates before jumping into the task.
I’ve also become more comfortable with conflict. Instead of seeing it as something to avoid, I now recognise it as a normal part of teamwork that, if handled properly, can lead to better outcomes. Tools like the Thomas-Kilmann model and the Drama Triangle have helped me manage tricky moments in more mature and thoughtful ways. I've learned that staying calm, listening properly, and encouraging others to speak up makes a big difference.
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