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1. Introduction
[bookmark: _Hlk201651879]Working effectively in a group depends heavily on how well we communicate and relate to others. Our ability to connect with group members impacts not only performance but also learning and the outcome of the task. Teamwork can be defined as a group of individuals working together towards a shared objective while using their varied skills, experiences, and perspectives (Mullins and Christy, 2016).
Through this module and my experience during our group project, I gained a deeper understanding of my own behaviour in group contexts. Based on Belbin’s team role theory, I identified most with the roles of Completer Finisher and Specialist – preferring to focus on my part of the task, paying close attention to detail, and ensuring things are completed to a high standard (Belbin, 2010). I tend not to take on leadership roles or coordinate others, but I take pride in being dependable and organised.

2. Findings
Group Development
Our group developed quickly, moving through most stages of Tuckman’s (1965) group development model: forming, storming, norming, and performing. Since we all understood the assignment early on, we largely skipped the storming stage and instead focused immediately on dividing tasks. Each member chose a topic they felt confident in and began working individually on their slides.
While this made the process efficient, it also highlighted some weaknesses. Although we had strong task cohesion, our social cohesion was limited. According to Tuckman and Harper (2012), effective group development requires a balance between these two elements. 
It is also important to note that Tuckman later added a fifth stage, "adjourning", which refers to the process of group split and reflecting once the task is completed (Tuckman and Jensen, 1977). In our group, we have not yet reached this stage, as our presentation is still to come. However, it will be important to ensure that we take time after the presentation to debrief, reflect on our experience, and celebrate our efforts. Doing so could help us strengthen our relationships, recognise what worked well, and identify areas for improvement, encouraging both personal progress and better collaboration in future group tasks.
Group Roles (Belbin)
Belbin’s (2010) model outlines nine team roles that contribute to group success, including the Co-ordinator, Team Worker, Plant, and Completer Finisher. In our group, we had strong individual performers who completed their tasks, but we lacked roles that promote integration and consistency, such as the Co-ordinator or Team Worker. These roles help to manage group processes, encourage participation, and ensure collaboration.
Reflecting on this, I realise that a clearer identification of team roles at the beginning could have helped our group work more effectively. For example, if someone had taken on the Co-ordinator role, they might have organised regular meetings, checked progress, or encouraged mutual feedback. Also, a Team Worker could have improved group harmony by encouraging communication and mutual support.
This is supported by Academi Wales (2016), which highlights that clarity of roles and coaching behaviours such as listening, asking open questions, and offering constructive feedback are key to effective group work. In future, I will aim to initiate a group conversation early in the process to identify everyone’s strengths and potential roles.
Conflict Styles (Thomas-Kilmann)
We also explored the Thomas-Kilmann Conflict Mode Instrument (TKI), which categorises conflict-handling styles into five types: Competing, Collaborating, Compromising, Avoiding, and Withdrawing. My personal scores were:
· Compromising: 7
· Avoiding: 7
· Withdrawing: 6
· Competing: 5
· Collaborating: 5
These results indicate that I tend to avoid conflict and prefer to find middle ground rather than engage in direct confrontation. While this approach can help maintain group harmony in the short term, it may also prevent deeper engagement or challenge of ideas.
In our project, I found myself agreeing with decisions to avoid tension, even if I had reservations. This behaviour aligns with Stadler’s (2019) observation that avoiding conflict may reduce immediate stress but can delay creative problem-solving and innovation.
One earlier group experience also illustrated this pattern. A dominant member often took control, and the rest of us stayed silent. I avoided raising my concerns, which led to some feelings of frustration. Eventually, a brief meeting was arranged where we openly discussed roles and responsibilities. This small intervention improved group dynamics and reminded me that healthy conflict, when managed well, is essential to effective teamwork. Heffernan (2012) supports this view, arguing that disagreement is a sign of engagement and can lead to better decisions when handled respectfully.
Building Relationships
According to Simon Sinek (2023), high-performing teams are built on trust, not fear. Reflecting on our group, I think we trusted one another to complete tasks, but the sense of feeling safe to share concerns or ideas was limited. Our communication was mostly task-based, with few opportunities for informal interaction or personal connection.
Academi Wales (2018) emphasises that positive psychology practices, such as showing appreciation, offering encouragement, and focusing on individual strengths can significantly improve group dynamics. In our case, simple actions such as checking in regularly, giving feedback, or even asking about each other’s progress could have strengthened our relationships and improved morale.
Looking ahead, I want to play a more active role in creating a positive and supportive group culture. Even small actions like starting conversations, giving praise, or arranging regular online check-ins can have a big impact on group structure and trust.

3. Conclusion
This experience has been valuable for reflecting on my behaviour in group. I’ve realised that while I am a reliable and detail-focused contributor, I often avoid conflict, which limits deeper collaboration. The models we studied Tuckman, Belbin and Thomas-Kilmann gave me practical tools to understand group processes and my own tendencies.
In the future, I aim to take a more active role in group planning and meetings, encourage the group to define roles early on, be open to giving and receiving feedback, use positive communication to support others, speak up when something feels unclear or unfair even if it feels uncomfortable, and ensure the group reflects and acknowledges its progress during the adjourning stage.
Effective group work goes beyond task completion it involves knowing yourself, appreciating others, and building an inclusive space where all members feel valued and safe to contribute. These insights will guide how I approach future collaborative work in both academic and professional way.
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