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1. [bookmark: _ezioxomjx0vv]INTRODUCTION
Katzenbach and Smith define teamwork as a collaborative process in which individuals combine their skills, communication and interpersonal relationships to achieve shared goals (Katzenbach and Smith, 1993). My work as a driver is usually independent, but I often find myself in informal and ad-hoc teams, such as communicating with the support staff, supporting other drivers during busy periods and even participating in driver communities’ events. These types of interactions have required a new set of skills to evolve such as communication and collaborative skills.
After analysing the Belbin Team Role Inventory, I managed to identify most with two roles: coordinator and Shaper (Belbin, 2010). Coordinators take initiative in organizing tasks, clarifying any outstanding issues and helping with aligning efforts among the other team members. Shapers, on the other hand, are action-driven and focus on achieving results under pressure. 
In this reflective essay I am to visualize my working experience as a driver and, by using several theoretical frameworks studied, evaluate how I act in a team environment and how this influences my work ethic.
2. [bookmark: _al0znnrdfpcu]FINDINGS
[bookmark: _gioqetezm43b]2.1 Teamwork and Belbin Roles
Belbin’s theory proposes that team’s function best when individuals contribute complementary strengths (Belbin, 2010). By looking at the coordinator traits, this means I should focus on delegating and clarifying the common goals. As a driver, I often find myself coordinating new drivers during peak times by sharing information regarding high-demand areas and the best way to approach a sudden surge of clients.
The other role to look at is the shaper. Shapers come forth when challenges arise. During events with a large crowd or surge periods when the number of drivers available isn’t high, I try to act quickly and not panic under pressure. I often find myself actively communicating with the support team and other drivers to help them handle the influx of clients and push towards maximal client satisfaction in order to meet our target and earnings. I have observed that these roles often emerge during high stress situations and have helped me stay organized. At the same time, I feel like they sometimes create tension if I push others too hard and conflict will rise between us. This conflict is highlighting my need to balance leadership with empathy and understand that some do not work well under pressure.
Understanding these Belbin roles have helped me recognize certain patterns in my behavior such as: taking the initiative in our shared group-chat and at meet-ups, and why I feel comfortable taking the lead roles in times of pressure. At the same time, learning about Belbin has helped me understand and appreciate those drivers with roles such as Team Worker or Monitor Evaluator, who balance my sometimes-aggressive excitement with emotional support or analysis. They have helped me learn to take a step back and try to understand the rest of the ad-hoc formed team.
[bookmark: _ukx3axpuh5un]2.2 Tuckman’s Model
In the next part of the reflective essay, I want to apply Tuckman’s model on my work ethic to better understand how I enter a team and how I function within one.
Tuckman’s model (1965) outlines five stages of team development: forming, storming, norming, performing and adjourning. I have experienced this progression during this year at university as the work this semester has involved a lot of team work.
· Forming: We have had two projects to prepare for this semester. At the beginning, we were just a group. When we met our interactions were cautions, we mostly tried to understand what the projects were about and what each of us could do. We mostly agreed to keep in touch via WhatsApp and organize online more as not all of us could align our schedules.

· Storming: When the work started, tasks divided, arguments emerged. One person wanted to approach the presentation by writing a summary first and then beginning to work on the power point, others wanted each of us to write what we wanted to present and then mash everything into one. By using my coordinator and shaper traits, I managed to push the group into a common direction, but this has caused tension as well, with some believing I favored others more. This moment in our work is a perfect highlight of the storming phase and has helped me establish my position within the team.

· Norming: In this phase we managed to improve our communication online and agree on a plan. We agreed who did what and in which order and when to meet to validate the work and organize everything neatly. In this stage we managed to develop trust and understand each other and even form some bonds.

· Performing: During this final stage, we managed to complete our work in a pipeline fashion, collaborate smoothly and work efficiently under the pressure of a deadline. As we each knew our roles, the tasks were completed on time and with positive feedback. 
The final stage is adjourning, but we have yet to go through this stage as the work is not yet done. By looking at these stages, I was able to understand that conflict is normal and can be productive if handled well.
[bookmark: _y7ol926x4q01]2.3 Johari Window
The next model I want to use in my reflective essay is the Johari Window model (Luft and Ingham, 1955) which emphasizes openness, feedback, and self-disclosure as key to effective relationships. Coordinators value clear communication, but reflecting through the Johari Window shows that there is a large Hidden Area in my work environment: keeping concerns private, especially about safety or driver issues, rather than sharing with the group. I tend to keep these to myself out of fear of sounding too over-bearing and pushy.
By looking in the Blind Area of the Johari window, when receiving feedback, I can understand how others perceive my Shaper tendencies. Some drivers have told me that I come across as overly direct in group chats, which can feel intimidating and pushy. With this feedback and the knowledge gained by using the Johari Window, I am actively trying to soften my tone, ask more questions, and create space for quieter contributors
[bookmark: _u9klb69dmfl1]2.4 Thomas-Kilmann Model
The Thomas-Kilmann model (1974) has helped me recognize another pattern of my behavior and that is around how I handle conflict, which is in a competing style. Conflict frequently arises in driver groups, often due to route disagreements, competition for fares, or frustration with app issues. 
This competing style is effective in urgent situations, under high pressure, such as coordinating rapid responses to in traffic changes, such as closed roads and redirected routes, but less helpful when dealing with interpersonal issues. By actively reflecting on my conflict management style, I am trying to adopt a collaborative one. This is done by listening more, acknowledging different viewpoints, and working toward a shared common goal and solution. For example, when deciding how to best share surge locations, I try to encourage open discussion rather than insisting on a single approach that has worked before.
Learning about and understanding the Thomas-Kilmann model is actively improving both my communication and group cohesion.
[bookmark: _ke49nusrizzi]2.5 Herzberg’s Two-Factor Theory
The final theory I want to discuss in my reflective essay is the Herzberg motivation theory (1966). This theory highlights the importance of intrinsic motivators such as achievement, recognition and responsibility. Although, as an Uber driver I operate independently, group interactions can help reveal how motivation can be a powerful tool.
When other drivers recognize my contributions in the chat: sharing useful information, helping the new drivers feel welcome, this increases my sense of achievement and encourages future involvement. By aligning with my coordinator role, I was also able to delegate tasks in the group chat during our assignments (who creates the visuals, who does the research), I was able to boost our collective morale. Herzberg’s model has helped me understand why these non-financial motivators are essential for team satisfaction within either work tasks or in an academic setting.

3. [bookmark: _omss0dkl92mg]CONCLUSION
Reflecting on teamwork through these theories has helped me understand how my Belbin roles influence my behavior as an Uber driver collaborating with others and how I position myself in teams in an academic setting. As a Coordinator and Shaper, I try to bring leadership, structure, and drive, but I must find a way to not push others over the edge and approach conflict with empathy.
The models have helped me reflect on my career and also on my academic work. The Johari Window has helped me view feedback differently and learn the true value of open communication. The Thomas-Kilmann model is helping me take a step back during conflict and look for a more constructive approach. With Tuckman, I understand that turning a group into a team takes time and I have learned to approach each stage with different eyes. Finally, Herzberg highlights the importance of recognition and responsibility which can motivate us either in team situations or in independent work.
Moving forward, I plan to expand on what I have learned by improving my skills in collaboration by trying to listen first, rather than try to push my ideas. I want to continue using the Johari Window and expand on it by sharing and asking for feedback. I want to focus more on collaboration rather than competition when dealing with conflicts, be them in a work environment or in academic settings. Finally, I want to focus more on recognition to help support members of the community and create a positive environment for all. These steps will be taken in order for me to become a more effective team member and leader in both work and academic environments.
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