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1.Introduction
  What is team? A team is defined as “a group of people who are mutually dependent on one another to achieve a common goal” (Biech, 2008,p.1). To be part of a team you would need to collaborate, communicate, listen and have a sense of responsibility. Teams usually are viewed as a unit. What is teamwork? Teamwork refers to the actment of teamwork processes that support effective team performance (Salas, Rosen, Burke, & Goodwin, 2009). Teams work in a range of scenarios, including relationships, educational institutions, and companies. The success of a team often depends on how well individuals communicate and work together to achieve common objectives. Based on Belbin's (1981) Team Roles Model, I typically assume the role of a Resource Investigator in teams, searching for opportunities, establishing connection and stimulating the group. I also sometimes take the role of the Completer-Finisher, making sure that tasks are completed effectively and with attention to detail. I excel in these roles by ensuring that the team’s projects are finalized with great attention to detail and researching new ideas. I am trying to balance this, also knowing that I can easily become focused on the little details or listening too much other suggestions. 
2.Findings 
  2.1 Relationships and Effective Teamworking 
  During this module, I have learned that team success depends on effective communication, conflict resolution, and role allocation (Forsyth, 2019). Hackman (2020) emphasizes that teams perform best when they have clear structures, shared goals, and a balance between task and social interactions. The application of several models and theories, such as Thomas-Kilmann Conflict Mode Instrument, Belbin’s Team Roles, and Tuckman’s Stages of Team Development has helped me develop a deeper understanding of how to be a more effective team member and leader. Also my communication skills have improved since applying these modules at university and work. 
  2.2 Application of the models 
   I had the chance to apply these models in a group presentation where I was able to integrate my roles as both Resource Investigator and Completer-Finisher. One of models I applied during the project was the Thomas-Kilmann Conflict Mode Instrument, which outlines five conflict-handling styles: competing, collaborating, compromising, avoiding, and accommodating (Thomas & Kilmann, 2008). During our project, we went in a situation where two group members disagreed about the style of the presentation. One of the members choose a more classic and traditional system while the other member preferred a creative, colourful presentation. At first, this led to conflict because each side had strong feelings about their idea and also came with powerful arguments.
  2.3 Tuckman’s stages of Team Development 
 As team members display their views and ideas, interaction is normal during the storming phase of Tuckman's model, which I recognized we were in (Tuckman, 1965). Following Thomas-Kilmann Conflict model, I promoted an open dialogue in which both members could support their ideas and the rest of the group to give feedback about the entire situation and how they see it. 
 Tuckman’s Stages of Team Development—which include forming, storming, norming, performing, and adjourning—has provided me with the knowledge to understand the natural progression of teams and manage each phase effectively (Tuckman, 1965). Our team started with the formation phase, where we didn’t know each other and responsibilities were unclear. I tried to collaborate with my colleagues and helped to clarify that the goal was the presentation. We were able to go through the storming phase by applying Tuckman’s model, and we were able to remain calm and patient. Individuals who learn by accessing others seek advice, examples, support, or instruction from people who have faced similar challenges, or they learn by observing others (Grayson and Baldwin, 2007). One of the biggest challenges that I faced with the presentation was to be able to delegate. As a Resource Investigator I enjoy new ideas but as a Completer-Finisher, I frequently become obsessed with the small details. Because of this, I occasionally have trouble managing my time and delaying the others.

 3.Conclusion 
     3.1 Personal learning and development  
I now have a better understanding of my areas of strength and improvement because of this course. I've been able to combine creativity and attention to detail from understanding my dual roles as a Resource Investigator and Completer Finisher. Furthermore, my confidence in leadership, adaptability, and negotiation has enhanced. I will put into practice several strategies which take into consideration both my areas of ability and development to be more productive in future teams. By applying these strategies, I will be ready to work together with the team more efficiently while making sure that my contributions meet the group's goals. 
   3.2 Improving delegation skills
Delegation is one of my main areas for development. I have a strong tendency to be certain that everything is perfect, so I occasionally take on too much responsibility. I will try to trust my teammates and distribute the task more efficiently to achieve the common goal. "The world turns on the delegation relationship and on one party authorizing another to do a task. Social, economic, and political life is inconceivable without it."(Mitchell, 2021). 
  3.3 Enhance time management
   Effective time management is essential to balance my two roles as a Resource Investigator and Completer Finisher. I like coming up with ideas and investigating potential opportunities as a Resource Investigator. But I am driven to focus on improving small details in order to make sure that deadlines are achieved by my Completer Finisher tendencies. I will use structured scheduling methods, such the Eisenhower Matrix, to effectively organize work in order to improve my capacity to manage time.

3.4 Final reflection 
In conclusion, I will improve my own personal contributions and my ability for successful leadership by enhancing my delegation abilities, developing time management, and creating a culture where team members feel acknowledged. According to Rosenfeld (2013), Napoleon Hill, who pioneered the modern genre of personal success literature, placed significant importance on teamwork when examining the most accomplished individuals in the world. This focus on teamwork is crucial as it underscores the role of individuals in any social system. As Göker (2018) explains, the most vital elements of such a system are the people who breathe life into organizations with their knowledge, manners, beliefs, and, collectively, their “culture.
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COMPROMISING (The Fox)  
Compromising is intermediate in both assertiveness and cooperativeness. When compromising, the objective is to find an expedient, mutually acceptable solution that partially satisfies both parties. Compromising falls on a middle ground between competing and accommodating, giving up more than competing but less than accommodating. Likewise, it addresses an issue more directly than avoiding but doesn’t explore it in as much depth as collaborating. Compromising might mean splitting the difference, exchanging concessions, or seeking a quick middle-ground position.


	       Conflict Style 
	Situations where         appropriate 
	Situations where inappropriate 

	



      Compromising
           “The fox”
	1.Goals of parties are mutually exclusive 
2.Parties are equally powerful
3.Consensus cannot be reached
4.Integrating or dominating style is not successful
5.Temporary solution to a complex problem is needed 
	1.One party is more powerful
2.Problem is complex enough to need problem-solving approach 
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Belbin Team Role Descriptions

Belbin has identified nine different clusters of behaviour - contributions that people can make to
faciliate team progress. These are called the Belbin Team Roles. Each role has strengths and associated
weaknesses. If a strength is present, the corresponding weakness is often termed ‘allowable’. It's usual to

have a few preferred Team Roles, and to display both strengths and weaknesses for those roles.

S
o

Resource Investigator
Strengths:

Outgoing, enthusiastic, communicative.
Explores opportunities and develops contacts.
Associated/Allowable Weaknesses:
‘Over-optimistic. Loses interest once nitial
enthusiasm has passed.

Plant

Strengths:
Creative, imaginative, free-thinking.
‘Generates ideas and solves diffcult problems.
Associated/Allowable Weaknesses:

Ignores incidentals. Too preoccupied to
communicate effectively.

‘shaper
Strengths:
Challenging, dynamic, thives on pressure.
Hasthe drive and courage to overcome obstaces.
Associated/Allowable Weaknesses:

Prone to provocation. Offends people’ feelings.

© D 2022. “BELBIN isareiteed radermarkof BELBINASSOCIATE, UK.

@

Teamworker

Strengths:
Coopertive pereptiveand dipomaic
Listens and avertsfiction.
Associated/Allowable Weaknesses:
Indecisive in crunch situations.

Avoids confrontation.

Monitor Evaluator

Strengths:
Sober,strategic and discerning.
Seesalloptions and judges accurately.
Associated/Allowable Weaknesses:
Lacks drive and ability to inspire others.
Canbe overly critical.

Implementer

Practical, reliable, efficient. Turns ideas into

actions and organises work that needs o be done.

Associated/Allowable Weaknesses:
Slowto respond to new possibilities.
‘Somewhatinflexible.

Co-ordinator

Strengths:
Mature, confident, identifes talent.
Clrifies goals. Delegates effectively.
Associated/Allowable Weaknesses:
Canbe seen as manipulative.
Offtoads own share of the work.

Single-minded, self-starting, dedicated.
Provides knowledge and skils n rare supply.
Associated/Allowable Weaknesses:
Contributes only on a narrow front.
Dwells on technicalites.

Completer Finisher

Painstaking, conscientious, anxious.
Searches out errors. Polshes and perfects.
Associated/Allowable Weaknesses:
Inclined to worry unduly.
Reluctant to delegate.

Formore information: +44(0)1223264575 | www.belbin.com
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