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Good teamwork is the collective action of people to achieve a common objective in which people understand and appreciate each other, communicate effectively and know their roles (Katzenbach & Smith, 1993). High performing teams build on the capabilities of the members, promote and encourage responsibility and generate a performance that is greater than the sum of the individual parts (Belbin, 2010). From the Self-Perception Questionnaire Analysis and Belbin’s Team Roles, I was found to be most suited to the “Teamwork” role. This means that I am good at conflict solving, conflict avoiding, and supporting. I have the ability to listen to people, mediate during a conflict and the ability to change to suit group requirements. Although these traits are good for teamwork, I understand that assertiveness and ensuring my ideas are heard when necessary are some weaknesses.
Findings
[bookmark: _Toc182956305]Learning About Relationships and Effective Teamwork
From this module, I have realized that relationship within a team is key. Such tools as Betari’s Box brought out the correlation between attitudes and behaviours (Akers, 1999). I observed that when I went to work with a positive attitude, it made the people around me have similar attitudes and this made the working environment to be constructive. For instance when we were in a group brainstorming session, urging my other group mates who have not spoken to put across their ideas improved togetherness and innovation.
The Thomas-Kilmann Conflict Model was used in analyzing the impact of various conflict-solition approaches on the teams (Thomas & Kilmann, 1974). For example, when there was a conflict of interest regarding the sequence of the tasks, I listened to my opinion and a colleague’s opinion. This reaffirmed the importance of pursuing the Pareto optimum where both efficiency and team cohesiveness are optimized over simple efficiency at the compromise of team cohesiveness.
Both aspects of trust and communication were considered to be of equal importance. I learned about the concept of encoding and decoding from Schramm’s Communication Model so that there are no misunderstandings (Schramm, 1954). In complex discussions, I could easily gain confirmation of meaning by listening and asking questions which helped me explain important matters within the team (Mullins, 2016).
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Belbin Team Roles was one of the first theories that I learned and which allowed me to understand how to use individual strengths. As a Teamworker, I was often the one who tied the team together, especially when we were working on our group presentation project. I made sure that all people in the organization were appreciated, encouraged and respected. This was especially the case when a team member faced some time management issues; I provided an opportunity to take over their tasks for a while and assist them in finding better ways.
The model used in the task coordination was Berlo’s Model of Communication which was very useful. I understood that the “receiver’s” context, whether cultural, emotional or situational was vital in the process of communication (Berlo, 1960). For instance, adapting the descriptions I provided depending on the level of technicality of a teammate helped in improving interaction.
The forming, storming, norming, and performing model of team development by tuckman was also used to understand the challenges (Tuckman, 1965). The “storming” stage was observed during our teamwork when roles were not defined and there were conflicts. From the knowledge acquired in the module, I engaged the team in a discussion to establish the responsibilities which helped the team move to the “performing” stage with ease (Goleman, 1995).
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The Self-Perception Questionnaire Analysis showed that I scored the highest in the Teamworker role. This just strengthened my inherent desire to work in teams, to understand others, and to keep the group together. It also retains the areas of development, for example, I need to become more self-confident and state more my opinions.
From my practical learning, I discovered that I perform best when it comes to problems that involve conflict and taking charge in sensitivity, which are the techniques associated with theories such as the Thomas-Kilmann Conflict Model. But I also saw the problem in which the focus is placed too heavily on not offending others, so it gets in the way of healthy debate and decision making.
Engagement in this module enhanced my perception of the interdependence of relationship and task orientation. For example, at work when there was an upcoming project deadline and a lot of pressure, I used Betari’s Box by making a deliberate effort to keep stress levels down and promote a problem-solving attitude (Robbins & Judge, 2019). This had a positive impact on team morale and the productivity of the workers as they were able to spend most of their time together.
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My work on different team projects has taught me that self-organization, good communication, and cooperation within the group are extremely important for achieving the best result in a team. That is why it is possible to conclude that based on the data obtained from the Self-Perception Questionnaire and my natural inclination to the Teamworker role I can be effective in enhancing the values of intergroup relations. But, this particular module has helped me realise that although group cohesiveness is a necessity, it does not have to be on account of necessary conflict or individual assertiveness. The Thomas-Kilmann Conflict Model and Betari’s Box have been particularly useful in learning how to prevent disagreements and manage them effectively, and what kind of effect certain stances and behaviors have on a team. In addition, theories such as Berlo’s Model of Communication and Akers’ team development framework have enriched my knowledge of expectations and how to overcome group problems more efficiently, especially in crucial stages of the project. Unrealistic expectations and lack of clarity have given me the ability to prevent them effectively and encourage appropriate cooperation. Such things are rather helpful in enhancing my effectiveness as a team player as well as achieving an effective and pro-portioned work-life status. In prospective, I will use this learning to improve my performance as a team player. To this, I will mention that my priority is to work on behavioural-emotional competencies in an effort to attain better regulation of reactions in pressure situations and thereby work on gaining confidence when presenting ideas. Also, I will pay attention to the responsibility to use structured models in developing communication skills and reflect on my efforts to support the improved outcome of contributions. Hence, the strategies mentioned above aim at achieving increased adaptability, and relevance in the future, as well as overall improvements in cooperation with the team members.
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