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Introduction 
But after thinking about it and using theoretical models, I've also realised that I need to go beyond my normal job in order to fit in with how different teams’ work. This report looks at how ideas of teamwork have affected my growth and the things I do in teams.


What We Found

Thoughts and models How it affects teamwork
Tuckman's Stages of Team Building
Tuckman's model from 1965 shows how teams change over time by showing how they move through the steps of forming, storming, norming, performing, and adjourning. During the planning stage of our group project, I made sure that the goals were clear and that everyone knew what to expect. During the storming phase, I saw that unresolved conflict slowed down progress. This made me use Rahim's (2002) integrating style to settle differences.

During the norming phase, team members worked together more effectively because they agreed on tasks and built trust. During the performing part, the team's synergy became clear, letting us work together while also working alone. As I thought about this process, I realised how important it was to lead the team well through each step.
Theories and Models' Effect on Collaboration
Teamwork and Emotional Intelligence

By strengthening the capacity to prudently manage interpersonal interactions, emotional intelligence (Goleman, 2000) plays a critical role in team dynamics. I found that keeping my cool and being sensitive to my teammates' feelings greatly enhanced our teamwork during one assignment. For instance, I was able to adjust my communication style by offering encouragement and supportive assistance to alleviate tension when I observed that a colleague was experiencing frustration during a challenging deadline. This event underscored the importance of empathy and adaptability in the establishment of a productive team environment.

For instance, I was able to adjust my communication style by offering encouragement and supportive assistance to alleviate tension when I observed that a colleague was experiencing frustration during a challenging deadline. This event underscored the importance of empathy and adaptability in the establishment of a productive team environment.
Belbin's Roles for Teams
Belbin's (2010) roles underscore the significance of equitable contributions from all team members. I often assume the role of Coordinator; however, I recognised that other roles, such as "Plant" for creativity and "Implementer" for meticulousness, were equally significant. 
Principles of Conflict Resolution
Applying Rahim's conflict management model from 2002 helped me handle team conflicts effectively. 
A case in point was a disagreement over the distribution of resources, which called for a division of labour. I aimed to find a middle ground that would allow everyone's opinions to be heard and a solution that everyone could be happy with. In order to overcome a logistical difficulty, the "Plant" came up with fresh ideas, which the "Implementer" then turned into practical solutions.  Their success was aided by the squad's diversity of roles.

A Conflict Resolution Model

I was able to effectively manage problems within my team by applying Rahim's conflict management strategy from 2002. 
1. In what way does a person's personality relate to the Big Five?
2. What is the relationship between an individual's personality and the Big Five?
3. How Does One's Personality Fit into the Big Five?
Things went more easily once team members' personalities were identified.
For example, I saw that an honest but quiet teammate did best with chores that she had to do on her own. By giving them research-based roles, I made sure they were comfortable and valued their input, which was good for everyone.

The theory of social dependence
Johnson and Johnson (1989) say that cooperation makes people more committed to their team. Setting up tasks that needed people to work together built trust and responsibility, which led to more work getting done overall.

Specific Examples of How to Use It

Changing the way, you lead
Goleman's (2000) framework for emotional intelligence has affected how I lead. When I saw that a partner was stressed, I took a supportive stance to boost morale and productivity.

Practices of Inclusivity
Using Maslow's (1943) hierarchy of needs, I made sure that everyone on the team felt safe and valued by celebrating their progress and giving them helpful comments.

In conclusion

When you think about your teamwork experiences, you can see how important theoretical models are for understanding how teams work. I have grown as a team member and leader by using Tuckman's model, Belbin's roles, and ideas about how to solve conflicts. To build on this, I will work on expanding my job, improving my emotional intelligence, and encouraging teams to be welcoming to everyone.
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