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INTRODUCTION 
 
In the following report, I will focus on showing how the different tools seen in class helped me identify what my role would be within a group, whether at work or at university, considering my strengths and weaknesses based on the diverse needs and goals required. Depending on the role you play, you may have the ability to lead, manage, or organize. For my part, I consider myself more of an administrator than a leader, but it will depend on each specific situation. It could be said that if there is no leader in my group, I am not afraid to take the lead. It is important to determine your role within the group, as this gives you greater direction and purpose, focusing you more on the areas you can develop rather than always staying in your comfort zone. We will then look at the different models that helped me understand why it is important to have effective communication and how this improves the working group's relationship and the achievement of objectives.
  

In Betari's Box model, I observed how the attitudes I have taken in conflict situations can trigger a series of attitudes or actions that come back to us in the same way. It is important to know how to manage our emotions in circumstances that are not favorable to what we want. In other words, when I react in an immature way, like a child, to a conflict, I will hardly get what I am looking for, especially in my area of work as well as understanding that each person is a completely different world and we cannot control how people react to different everyday situations, as we saw in class. We can be adult parents or children when we find ourselves in a conflict. It should be emphasized that the best way to deal with conflict situations is through adult-to-adult communication, but nevertheless, each person is different and there may be different frictions when dealing with parents or children. My team members and I are adults, as both parties know what is necessary to get the job done, and we seek to help each other. An example of this would be when we decided to organize our work in the order in which it would be presented. One colleague wanted to change the part that had been assigned to her, but as we all agreed on the order in which we would present, there was no major conflict or drama. We all accepted and continued, and we all accepted our position without the need for future conflict. 


Bruce W. Tuckman's theory, proposed in 1965, explains how work groups go through necessary stages to become effective teams: forming, storming, norming, and performing, to which the dissolution of the group was later added. By consciously applying this model to a teamwork experience, it was possible to better understand conflicts, strengthen collaboration, and enhance both group results and personal growth. Tuckman initially proposed four stages of group development: forming, storming, norming, and performing, which describe a journey from the group's first meeting to the moment of peak performance. Years later, a fifth stage was added, adjourning, which refers to the closure of the group once its objectives have been achieved and allows for reflection on the experience. In the forming stage, the group met for the first time with a mixture of enthusiasm and uncertainty, without yet having clear roles or a way of organizing the work. At that point, it was essential to show an open attitude, listen to others, and respect the guidance of the person who took on the leadership role, which helped to build initial trust and a respectful atmosphere. The conflict stage became apparent when disagreements arose over task distribution, priorities, and working styles. Far from interpreting these clashes as a failure, Tuckman's theory allowed us to understand them as an inevitable stage, which helped us to express opinions more assertively and tolerate criticism better without taking it personally. Over time, our group began to define clear rules on communication, deadlines, and decision-making, entering the norming stage. Actively participating in the creation of these guidelines strengthened the sense of belonging and allowed us to make more realistic commitments, which increased motivation and shared responsibility. As trust and norms were consolidated, our team reached the performance stage, where tasks were carried out smoothly and each member leveraged their strengths in service of the common goal. At this stage, leadership became more flexible; greater autonomy emerged, and we experienced the satisfaction of seeing concrete results from truly collaborative work. When the project ended, the group went through the closure stage, accompanied by a mixture of pride in their achievements and a certain nostalgia for the dissolution of the team. Looking at the process through Tuckman's theory allowed us to assess each phase as part of a learning cycle, recognizing personal development in skills such as communication, conflict management and cooperative work that will continue to benefit future group experiences.

In this recent team project, I consciously applied Belbin's role theory to organize the work and better understand the group dynamics. This allowed me to identify my strengths and weaknesses within the team and distribute tasks in a way that was more consistent with each person's style. 
It was a project with tight deadlines, in which it was essential to coordinate the analysis,planing, and execution phases well. Before starting, I reviewed Belbin's nine roles, grouped into action, social and mental roles, to have a clear map of what we needed to cover as a team. Observing my behavior, I saw that I tended to take on both a mental and an action role: on the one hand, contributing ideas and proposals (brain) and, on the other, structuring the plan and transforming those ideas into specific tasks (implementer). This meant that I took responsibility for designing the schedule, clarifying deliverables, and ensuring that each phase of the project went smoothly. 
I also identified colleagues who clearly fit into social roles, such as the coordinator who facilitated decision-making and the team builder who took care of the team's morale. Recognizing these profiles helped me to appreciate their contribution to more intense meetings, where their ability to mediate and maintain harmony was key to avoiding major conflicts. Applying Belbin made me realize that sometimes my tendency to focus on structure and efficiency clashed with those who prioritized exploring ideas or group cohesion. From that awareness, I began to give more space to resource investigators and listen more closely to the team builder before finalizing decisions, which improved both the quality of the outcome and the working environment. Overall, using Belbin's theory in this project gave me a common language to talk about roles, assign tasks, and address tensions without personalizing them. The team worked in a more balanced way and that, on a personal level, I gained self-awareness and flexibility to adapt to what the project and my colleagues needed at any given moment.



REFERENCES:
· [bookmark: _Int_aRXn3R6F]Belbin, R. M., (2010) Team roles at work, (2nd edition). London: Routledge
· Tuckman, B.W. and Harper, B.E. (2012) Conducting educational research. 6th edn. United States: Rowman & Littlefield Publishers.
· Adair, J.E., (2015). Effective teambuilding : how to make a winning team (revised.edition). London : Pan Books
· Belbin, R. M & Belbin, R. Meredith, 2010. Management teams why they succeed or fail 3rd ed., Amsterdam ; Oxford: Butterworth-Heinemann.
· Henry, S.M. and Stevens, K.T., 1999. Using Belbin's leadership role to improve team effectiveness: An empirical investigation. Journal of Systems and Software, 44(3), pp.241-250.
· Wall, I.R., 2019. Policing atmospheres: Crowds, protest and ‘atmotechnics’. Theory, Culture & Society, 36(4), pp.143-162.
· Mann, S., 2010. The Diversity Training Handbook.
· Runkel, P.J., Lawrence, M., Oldfield, S., Rider, M. and Clark, C., 1971. Stages of group development: An empirical test of Tuckman's hypothesis. The Journal of Applied Behavioral Science, 7(2), pp.180-193.

image1.png
Prifysgol Cymru
Y Drindod Dewi Sant

University of Wales
Trinity Saint David




