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Reflective Report

Teamwork is a collaborative approach that results in a team working well together to conduct a common task (Forsyth, 2019). People have to be familiar with what their roles are, understand how to communicate with each other, and work through differences between them to collaborate.
Team roles, as Belbin (2010) argues, are what people do to enable a team to perform its best work. To contribute most effectively, you must know what part you play in a group. Belbin (2010) explains that my primary natural position is of a "Coordinator," and this is what I found out after reflecting on working with groups. You must be good at delegating and at getting people to make choices and helping everyone get on the right course in this work. But I have also been an “Implementer” in the sense that I want to get things done and be dependable. 
Tuckman’s (1965) idea of a 4-step team growth process, where each period is built on the one preceding (Forming, Storming, Norming, Performing), has done much for understanding from my viewpoint. Bonebright (2010) also emphasises the application of these stages in current groups. My early experiences in teams confirm this model: through the Forming phase, I often focused on understanding team dynamics and team members' expectations, in line with my Coordinator traits to enhance clarity. I remember the Storming state of stress (Tuckman, 1965) when there was tension among people who had different opinions about what was best for the presentation. Forsyth (2019) suggests that such conflicts might, if managed properly, help human beings be more interrelated. At first, it was not smooth because the members of the presentation group had different opinions. I used Rahim's (2002) idea on dealing with conflict, that the dispute was helpful and not harmful. Then I did not fail.
According to the Thomas-Kilmann Conflict Mode Instrument (1974), working together to come to a consensus will give effect to a disagreement. The team worked strongly and performed better during the Norming and Performing stages. I discovered that if the team was provided with a structured way to work (Belbin, 2010) and responsibilities were delegated appropriately, they could focus on goals and therefore they worked better to the final product. What each team member is good at and what his or her task is. 
As a Coordinator, part of my job is to make sure everyone understands what the task goals are. Using the strengths of each person, I bring out every person’s individual quality so that they can speak out (Belbin, 1981). But I also recognised some issues. Giving over work to other people was the hardest thing. Johnson and Johnson (2017) suggested that trust and openness are key to cooperation because they affect the cooperation process. To correct this, I put concerted effort into my ability to listen actively and to prompt quieter team members to speak up. I recognise that to formulate new ideas, you need diverse perspectives. Learning what each person enjoys can help you cope better with the relationships of people, Levi (2017) argues.
 I saw this occur in a tough cross-functional team. I had also followed Belbin and ensured the team worked well on its roles together. “Plant” was when you had ideas, and “Completer-Finisher” meant making sure everything was done right. This made sure that the team had people with varied skills. I didn’t face the micromanaging that Implementers routinely experience because I knew what I did well and what I didn’t. This empowered other people to do more. 
If you want your team to function and work well, you need to know the arguments very well. Rahim (2002) gives various solutions to conflicts, while Thomas and Kilmann’s (1974) explanation focuses on competitive, collaborative, compromise, avoiding and accommodating resolution practices. 
After reading about Rahim’s integrative conflict approach, I began working collaboratively with others and discussing solutions that everyone would accept. Just as when we disagreed on how to use resources for a project, open communication allowed us to share them fairly with respect to everyone, with the result that trust, and team spirit formed. According to Levi (2017), knowing how the members of the team deal with conflict can keep it from escalating and enhance the team. My team learned how to manage differences of opinion better by applying the Thomas-Kilmann technique, sharing ideas. Understanding what you’re surrounded with and being capable of changing. Johnson and Johnson (2000) state that successful teams also need to understand that team members not only interact with their colleagues but also need to know about their culture, so that team members can perform efficiently and effectively. 
The way we communicate when dealing with the information is always changing and working with everyone. Theorising the key module's theoretical aspects on group dynamics was that I needed to create a space where everyone felt safe, and I made sure to consult and bring everyone along; this was what I got across to my colleagues every time I could. 
To conclude, my reflective report shows that theoretical models for team growth, roles, conflict management and interpersonal interactions have provided me with a better understanding of the issue and have enabled me to add value as an improved team member. Tuckman’s stages of group formation helped me to understand how groups work and cope, and Belbin’s team roles helped me understand myself and how to collaborate well with other people. Studying conflict theories, most especially Rahim’s and Thomas-Kilmann’s, enabled me to see the dynamic around things from a perspective of passive acceptance to active cooperation that improved team interactions.
 Knowing what’s going on around me and adjusting the way I talk to people in various situations has also allowed me to inspire people to work together. Find a balance between being confident and soft-spoken, as well as encourage teams to always think about the work ahead. I am committed to becoming one of the flexible and useful team members, and to supporting the team to achieve the assessment through actual implementations of these ideas.
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