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1. [bookmark: _Toc214315430]Introduction
Teamwork involves more than sharing tasks. It requires navigating relationship, emotions and communication to achieve shared goals (Tannenbaum and Salas, 2020). When teamwork is effective, individuals experience clarity, collaboration and mutual support, which enhances overall group performance (Mullins, 2016).
My 	experiences at ROUCA (Romanian School Cardiff), my developing community project Bloom13, and my teamwork at university, including my role as a course representative, have shaped how I understand and contribute to team environments. These experiences showed me that teamwork is not simply about efficiency; its about creating genuine connection and build trust.
Belbin’s (2010) model helped me identify my strengths as both an Implementer and a Resource Investigator. As an Implementer, I enjoy creating structure and turn ideas into action. As a Resource Investigator, I thrive on exploring new opportunities and connecting with people. These strengths supported my work at ROUCA, Bloom13 and within the university groups, but they also highlighted areas where I needed to develop, specifically listening, emotional awareness and shared leadership.
This report reflects on how theories of team development, communication, conflict and positive psychology shaped my understanding of how to work effectively within a team.
2. [bookmark: _Toc214315431]Findings
[bookmark: _Toc214315432]2.1 Understanding my team role
Belbin (2010) emphasises that team’s function best when individual strengths are understood and valued. In my university group tasks, I naturally stepped into organisational roles, breaking tasks into steps, coordinating discussions and ensuring deadlines were met. These tendencies were also visible in my responsibilities as a Course Representative, where gathering feedback and communicating clearly with staff and students became part of my daily routine.
At ROUCA, my Implementer traits emerged during event planning. Whether preparing materials or coordinating events, I was highly focused on delivering smooth, well-organised sessions. Meanwhile, at Bloom13 brought out my Resource Investigator strengths. I connected with venues, explored collaboration ideas and discussed concepts with community members.
However, Heffernan (2011) warns that excessive structure can lead to “wilful blindness”, limiting creativity and the voices of others. I recognize this in moments when I acted too quickly, unintentionally taking control. Becoming aware of this pattern helped me slow down, listen more and allow others to share ideas and contribute.
[bookmark: _Toc214315433]2.2 Team Development and Dynamics
Tuckman’s (1965) stages of forming, storming, norming and performing helped me understand recurring patterns across my teams.
At ROUCA, the forming stage involved enthusiasm but also uncertainty among new volunteers. Storming emerged when planning activities, as people held different expectations. Before learning theory, I often responded with more structure. After engaging with Kline’s (2002) “Time to think” approach, I learned to give people space to speak without interruption. This shift created a more positive atmosphere and moved us toward the norming stage, where trust and cooperation grew.
At university, I noticed similar dynamics. During a group debate task, our team struggled to agree on a direction. Applying Kline’s reflective listening allowed each person to express their reasoning, which led to a more collaborative decision.
The Betari Box (MindTools, n.d.) helped me recognise how my attitude influence others. One afternoon, arriving stressed to a lecture, I unintentionally changed the group’s energy through a sharp tone. Realising this, I apologized and reset my approach, which immediately improved the atmosphere. Stadler (2019) reinforces that communication and culture are deeply interconnected. A lesson I have learned firsthand.
[bookmark: _Toc214315434]2.3 Communication and Conflict
Effective communication requires empathy, awareness and clarity (Duck and McMahan, 2019). At ROUCA, I initially focused heavily on delivering instructions. After applying Kline’s (2002) ideas. I shifted towards deeper listening, which made volunteers more engaged and confident.
At university, I faced conflict during our first assignment for another module, when one of my group members misunderstood my suggestions. Using Berne’s (1964) PAC model, I recognised their emotional (Child) reaction and responded from the adult state, calm and respectful. This avoided escalation and improved our relationship.
Jones (1976), in his analysis of the Thomas-Kilmann Conflict Mode Instrument, helped me understand the five conflict responses. I realised that my instinctive compromising style sometimes led to quick solutions but not to the best ones. By consciously adopting a collaboration style, I helped create more effective outcomes, both in academic groups and during my day-to-day life.
Heffernan’s (2012) “Dare to Disagree” further encouraged me to see disagreement as productive rather than negative, reinforcing the idea that constructive challenge strengthens teams.
[bookmark: _Toc214315435]2.4 Leadership, Motivation and Trust
Leadership is not simply about directing, is about fostering safety, trust and shared purpose (Edmonndson, 2019).
At ROUCA, I learned that volunteers respond best to appreciation and inclusion. Drawing on Seligman’s (2018) PERMA model, I began implementing positive reinforcement, thanking volunteers, highlighting contributions and celebrate progress.
At university, leadership often meant supporting others. As Course Representative and not only from this position, students also frequently approached me with concerns. Listening without judgement and communicating clearly with academic staff taught me the importance of emotional intelligence and neutrality.
With Bloom13, I experimented with shared leadership, inviting members to suggest books, lead discussion or co-plan the next events. This aligns with Adair’s (2011) model, which emphasises balancing task, team and individual needs.
Sinek (2023) stresses that trust forms the foundation of high performing teams. Being open about my own limitations and mistakes helped build psychological safety withing the groups I participate in.
3. [bookmark: _Toc214315436]Conclusion and Future Actions
Through experiences at ROUCA, Bloom13 and university, I learned that effective teamwork relies on listening, emotional awareness and trust. My strengths as an Implementer and Resource Investigator help me bring structure and enthusiasm but are most effective when balanced with empathy and shared leadership.
Tuckman’s model helped me understand team stages, Kline improved my communication, the Betari Box increased my self-awareness and Jones (1976) enhanced my approach to conflict. Moving forward, I intend to use Kline’s listening principles more consistently, reflect regularly on my mindset through the Betari Box and continue applying collaborative conflict strategies informed by Jones. I also aim to promote shared leadership within Bloom13 and maintain fairness, transparency and clear communication in my work as a Course Representative. Together, these actions will support my growth into a more self-aware, empathetic and effective team member.
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