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Reflective Report

1. [bookmark: _Toc192860886]Introduction
Teamwork is one of the most important soft skills that an employer is looking for, as teams are at the core of the organisational efforts of a company. No matter the industry, effective teamwork is critical for success (Parker, 2008). A teamwork refers to a collaborative effort of a group working together to achieve a specific goal, combining the diverse skills, talents and perspectives. It involves cooperation, communication, trust and respect between team members (Mullins and McLean, 2019).
Reflecting on my natural role within teams I find my preferred role an Implementor, my secondary role a Completer/ Finisher and my model of conflict handling as Compromising. This resulted from the Belbin’s questionnaire, Thomas Kilmann Questionnaire and the analysis performed during the Effective Teamworking and Communication module.

2. [bookmark: _Toc192860887]Main Findings
Throughout the lectures I had the opportunity to learn about effective teamworking, the issues that can affect relationships, Belbin’s Team Roles, Transactional Theory, Bruce Tuckman’s Theory, Thomas-Kilman Conflict Modes and Shannon and Weaver Model of Communication. Exploring all this theory helped me analyse my team role, be aware of my traits and the improvement I need to make. 
2.1. [bookmark: _Toc192860888]Belbin’s Team Roles
The term "Team Role" refers to an individual's natural inclination to behave, contribute, and interact with others in specific ways in the workplace (Belbin, 2010, p.21). There are nine types of behaviours in which people engage that contributes to the effectiveness of a team as follows:
[image: A close-up of a paper
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Figure 1. Belbin’s Team Roles 
Following the results of Belbin’s Questionnaire (see Appendix A), I discovered that my preferred role within a team is Implementor, followed by Completer Finisher, despite of perceiving myself more of a Coordinator or a Plant. 
As from my experience, because of my Completer-Finisher traits I faced challenges in communicating with the team due to my obsession on having everything organized, well written and on time. I felt I have put pressure on my team, but the final result was worthy. 
Due to my Implementor role within the team we were able to implement our ideas, be organised, manage our time efficiently and create good content for our presentation.
2.2. [bookmark: _Toc192860889]Transactional Theory 
According to Transactional Theory (Eric Berne, 1958) there are 3 states in which we are placing ourselves when communicating, as presented in picture below:
              [image: A group of colorful circles with text
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Figure 2. PAC Model
During my collaboration with my colleagues I felt that my state was mostly Adult, being objective, problem-solving oriented and handling conflict in a compromising style. There were, also, some situation when I switched to Parent state, specifically when we got stuck in the Storming stage and I considered we need to get things moving and start Performing.
2.3. [bookmark: _Toc192860890]Bruce Tuckman Theory 
According to Tuckman (1965) there are 4 stages of group development detailing how teams progress from their initial formation to achieving high performance. Later, with Mary Ann C. Jensen (1977), he added a fifth stage: adjourning. 
[image: A diagram of a storming process
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Figure 3. Team Development Stages
During our collaboration for group presentation, we moved smoothly from stage to stage. In the Forming stage we got to know each other and delegate the leader, having more of a formal communication. Then we moved to Storming, where we got stuck for a while with conflicts about choosing the study case and assigning the tasks. Once we settled our conflicts, we then moved to Norming where everyone was assigned a task, understood their responsibilities and we progressed to Performing. In this stage everyone became proactive, flexible when needed to adapt to content changes and performance driven. In the Adjourning stage we spent less time together as we finished our first presentation, but then we started to communicate and reassemble the team and start preparing for our second group presentation.
2.4. [bookmark: _Toc192860891]Shannon and Weaver Model
The Shannon and Weaver Model of Communication (1949) outlines the process of information transfer, focusing on a linear flow from a source to a destination through a channel, with potential noise disrupting the message. 

[image: A diagram of a channel
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Figure 4. Shannon-Weaver Model 
While working with my team we mostly use as channel for communication online apps. This proved to be detrimental to us as we were missing the most important part of communication, which is the body language. As a result, we got stuck in Storming state and had conflicts. 
2.5. [bookmark: _Toc192860892]Thomas-Kilmann Theory
Thomas-Kilmann conflict mode instrument (Kilmann and Thomas, 1977) is a self-assessment questionnaire used to understand individuals preferred style of handling conflict, based on the five modes as follows:
         [image: A diagram of a company
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Figure 5. Thomas-Kilmann Conflict Modes
By completing this questionnaire resulted that my style of handling conflict is Compromising (see Appendix B). This was a reinforcement of how I perceive myself as I always seek compromise so all members of the team feal heard and satisfied, but I consistently keep in mind the goal achievement. This was also my experience this term when I had to approach conflict, help everyone feel content with the tasks and consistently lead them to performing and achieving our goal.

3. [bookmark: _Toc192860893]Conclusions
Concluding, effective teamwork is essential for the success of any organization. 
By following theories like Belbin’s Team Roles, Transactional Theory, Bruce Tuckman, Shannon-Weaver Communication Model and Thomas-Kilmann conflict modes, I have gained valuable insights into my role within a team as an Implementor and Completer-Finisher. This report highlights the importance of understanding individual roles and communication styles to encourage collaboration and enhance team performance.
By recognizing the challenges I face, particularly in relation to communication and conflict resolution, it facilitated my effective teamworking. Therefore, I propose the following action plan:
· Enhance communication skills by supporting face-to-face communication, scheduling in-person or video meetings and practice active listening to encourage dialogue and ensure all team members feel heard.
· Improve flexibility by become more adaptable during the Storming stage to prevent conflicts from escalating and discussing beforehand potential obstacles.
· Expand my conflict handling skills by reflecting on past conflicts and analysing which strategies were effective or ineffective.
· Foster trust, respect, and open communication within the team by encouraging regular feedback.
By implementing this action plan, I aim to enhance my effectiveness within teams, improve collaboration and contribution to achieving our collective goals.
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Roles and descriptions ~ Team Role

contribution

Allowable weaknesses

Plant: Creative, imaginative,
unorthodox. Solves difficult
problems.

Resource investigator:
Extrovert, enthusiastic,
‘communicative. Explores
opportunities. Develops
contacts.

Co-ordinator: Mature,
confident, a good
chairperson. Clarifies goals,
promotes decision-making,
delegates well.

Shaper: Challenging,
dynamic, thrives on pressure.
Has the drive and courage to
overcome obstacles.
Monitor Evaluator: Sober,
strategic, discerning. Sees all
options. Judges accurately.

Teamworker: Co-operative,
mild, perceptive, diplomatic.
Listens, builds, averts friction,
calms the waters.
Implementer: Disciplined,
reliable, conservative,
efficient. Turns ideas into
practical actions.
Completer Finisher:
Painstaking, conscientious,
anxious. Searches out errors
and omissions. Delivers on
time.

Specialist: Single-minded,
self-starting, dedicated.
Provides knowledge and

skills in rare supply.

Ignores details. Too
preoccupied to communicate
effectively.

Overoptimistic. Loses interest
once initial enthusiasm has
passed.

Can be seen as manipulative.
Delegates personal work.

Can provoke others. Hurts

people’s feelings.

Lacks drive and ability to
inspire others. Overly critical.

Indecisive in crunch
situations. Can be easily
influenced.

Somewhat inflexible. Slow to
respond to new possibilities.

Inclined to worry unduly.
Reluctant to delegate. Can be
a nit-picker.

Contributes on only a narrow
front. Dwells on
technicalities. Overlooks the
“big picture’.
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Belbin’s Questionnaire

What sort of team member are you? Are you the one who likes to come up with
new ideas, or are you the sort of person who likes to make sure the I's are dotted

and the T's crossed?

Work carried out by the occupational psychologist Dr Meredith Belbin, suggests
that everyone who is a member of a team tends to adopt one or more styles of
behaviour within that team, that is, they tend to fill certain roles.

This questionnaire is designed to help you discover your preferred role in your
team at work. Please complete the questionnaire as instructed and then fill in the

score sheet at the end.

Don't think too long about the questions — your instinctive response is probably
the most appropriate. There are no ‘right’ or ‘wrong’ answers.

Unfortunately, whatever role you play and however well you play it, we won't be
awarding Oscars however there will be a prize for the winning team!
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Belbin’s Team Roles - a Self-perception Questionnaire

Instructions
e Below are 7 sections each with 9 statements.
e Circle the 2 or 3 statements from each section which are most relevant l
and appropriate to you/your personality. ‘
e Your task is to allocate a total of 10 points to the statement(s) you have

chosen. The most relevant statement will receive a higher weighting out of
10. You are able to give the full 10 points to 1 statement.

Section 1

“What | believe | can contribute to a team...”
(a) | can quickly see and take advantage of new opportunities
(b) I can work well with a very wide range of people
(c) Producing ideas is one of my natural assets

(d) | can draw people out whenever | detect they have something
of value to contribute to group objectives

(e) | can be relied on to finish any task | undertake

(f) My technical knowledge and experience is usually my major
asset

(g) | am always ready to be blunt and outspoken in the cause of
making the right things happen

(h) | can usually tell whether a plan or idea will fit a particular
situation

SEIREERERT (] EfE

(i) |can offer a reasoned case for alternative courses of action
while maintaining freedom from personal bias

39}
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Section 2
“Possible shortcomings | may have in teamwork..”

(@) 1am not at ease unless meetings are well structured and
controlled and generally well conducted

(b) 1 am in_clined to be too generous towards others who have a
valid viewpoint that has not been given a proper airing

() fam reluctant to contribute unless the subject deals with a field
| know well

(d) lhavea tendency to talk a lot once the group gets on to a new
topic

() My objective outlook makes it difficult for me to join in readily
and enthusiastically with my colleagues

() 1am sometimes seen as forceful and authoritarian when
dealing with important issues

(g) Ifind it difficult to lead from the front, perhaps because | am
over-responsive to group atmosphere

(h) Ilam apt to get too caught up in ideas that occur to me and lose
track of what is happening

(i) laminclined to become preoccupied when | realise that loose
ends have not been tied up




image11.jpeg
5 RN

B P ———

Section 3

“When involved in a project with other people..”

(a)

(b)

(©)

(d)
(e)

®

(9)
(h)

@

I'have an aptitude for influencing people without pressurising
them

I can help prevent careless mistakes or omissions from
spoiling the success of an operation

I like to press for action to make sure that the meeting does not
Wwaste time or lose sight of the main objective

I can be counted on to contribute something original

| am always ready to back a good suggestion in the common
interest

I'am quick to see the possibilities in new ideas and
developments

| try to maintain my sense of professionalism

| believe my capacity for judgement can help to bring about the
right decision

I can be relied upon to see that all essential work is organised
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Section 4

“My characteristic approach to team work is that...”

(a)
(b)
(©)

(d)

(e)

®

@
(h)
()

| have a quiet interest in getting to know colleagues better
| contribute where | know what | am talking about

| am not reluctant to challenge the views of others or to hold a
minority view myself

| can usually find a line of argument to refute unsound
propositions

| think | have a talent for making things work once a plan has tc
be put into operation

| prefer to avoid the obvious and to open up lines that have not
been explored

| bring a touch of perfectionism to any job | undertake
| like to be the one to make contacts outside the group

While | am interested in all views | have no hesitation in
making up my mind once a decision has to be made




image13.jpeg
e & [T [

Section 5

“l gain satisfaction in a job because..”

(@)

(b)
(c)
(d)
(e)
®
Q)
(h)
U]

I enjoy analysing situations and weighing up all the possible
choices

| am interested in finding practical solutions to problems

I like to feel | am fostering good working relations

| can have a strong influence on decisions

I have a chance of meeting new people with different ideas

| can get people to agree on priorities

| feel in my element where | can give a task my full attention
I like to find a field that stretches my imagination

| feel | am using my special qualifications and training to
advantage
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Section 6

“Wheq I am suddenly given a task with limited time and
unfamiliar people..”

(@
(b)

(c)

(d)

(e)

®

(9

Q)]

(0]

| like to read up as much as | conveniently can on the subject

I would feel like devising a solution on my own and then trying
to sell it to the group

| would be ready to work with the person who showed the
most positive approach

| would find some way of reducing the size of the task by
establishing how different individuals might best contribute

My natural sense of urgency would ensure that we did not fall
behind schedule

| believe [ would keep cool and maintain my capacity to think
straight

In spite of conflicting pressures, | would press ahead with
whatever needed to be done

| would tend to assert myself if | felt the group was making no
progress

| would open discussion with a view to stimulating new
thoughts and getting something moving
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Section 7

“When | am part of a team which is working on a problem..”

(a)
(b)

(c)

(d)

(e)
()

(9)

(h)

0}

| am apt to over-react when people hold up progress

| sometimes find my sense of objectivity has a demotivating
effect on theirs

My desire to check that we get the details right is not always
welcome

| tend to show boredom unless | am actively engaged with
stimulating people

| find it difficult to get started unless the goals are clear

| am sometimes poor at putting across complex points that
occur to me

I am conscious of demanding from others the things | cannot
do myself

| am inclined to feel | am wasting time and would do better on
my own

| hesitate to express my personal views when difficult or
powerful people are around me
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A Self-perception Questionnaire Analysis sheet

Using the answers to your questionnaire, fill in the table below.
For each of the Sections, look for the statement(s) you have chosen (a— i)

and write in the points you awarded, then add up the totals for each

column.

M Co

g
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i 4
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Whichever role has the highest weighting (points), is your preferred team

role and is an indication of how effectively you work as part of a team.

The next highest weighting is your backup or secondary team role.
The lowest score role will indicate an area that you may want to

improve/develop.
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THOMAS-KILMANN CONFLICT MODE QUESTIONNAIRE

Consider situations in which you find your wishes differing from these of another person. How
do you usually respond to such situations?

On the following pages are several pairs of statements describing possible behavioral responses.
For each pair, please circle the "A" or "B" statement which is most characteristic of your own
behavior. In many cases, neither the "A" nor the "B" statement may be very typical of your
behavior, but please select the response which you would be more likely to use.

When done answering, transfer your answers to the scoring sheet on the last page, and sum
each of the columns.

1. A. There are times when | let others take responsibility for solving the problem.

\@ Rather than negotiate the things on which we disagree, | try to stress those things
upon which we both agree.

03 @ | try to find a compromise solution.

B. Iattempt to deal with all of another's and my concerns.

34 @ | am usually firm in pursuing my goals.

B. I might try to soothe the other's feelings and preserve our relationship.

4. @ I try to find a compromise solution.

B. | sometimes sacrifice my own wishes for the wishes of the other person.

5. A. I consistently seek the other's help in working out a solution.

@ I try to do what is necessary to avoid useless tensions.

6. A. Itry toavoid creating unpleasantness for myself.

%. | try to win my position.
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76 A try to postpone the issue until | have had some time to think about it

B. Igive up some points in exchange for others.

~
8 LAJI am usually firm in pursuing my goals.

B. lattempt to get all concerns and issues immediately out in the open.

9. A. Ifeelthat differences are not always worrying about.

@ I make some effort to get my way.

10.(A) I am firm in pursuing my goals.

B. Itry to find a compromise solution.

11. @l attempt to get all concerns and issues immediately out in the open.

B. I might try to soothe the other's feelings and preserve our relationship.

12. A. | sometimes avoid taking positions which would create controversy.

@ 1 will let another have some of their positions if they lets me have some of mine.

13, | propose middle ground.

B. | press to get my points made.

14. 4 tell another my ideas and ask them for theirs.

B. |try to show him the logic and benefits of my position.
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15. A. I might try to soothe the other's feelings and preserve our relationship.

—

@» I'try to do what is necessary to avoid tension.

£\
16. @;‘ I try not to hurt the other's feelings.

B. Itry to convince the other person of the merits of my position.

17. A. lam usually firm in pursuing my goals.

@ I try to do what is necessary to avoid useless tensions.

18. A. If it makes the other person happy, | might let them maintain their views.

@ 1 will let the other person have some of their positions if they let me have some of mine.

119, @I try to get all concerns and issues immediately out in the open.

B. Itry to postpone the issue until | have had some time to think it over.

20. A. | attempt to immediately work through our differences.

@I try to find a fair combination of gains and losses for both of us.

21. A. Inapproaching negotiations, | try to be considerate of the other person's feelings.

@ | always lean toward a direct discussion of the problem.

22, @ I try to find a position that is intermediate between mine and another person's.

B. |assert my wishes.
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23. @ | am often concerned with satisfying all my wishes.

B. There are times when | let others take responsibility for solving problems.

24. If the other's position seems important to them, | would try to meet their wishes.

B. Itry to get the other person to settle for a compromise.

25. A. I'try to show the other person the logic and benefits of my position

@ In approaching negotiations, | try to be considerate of the other person's wishes.

26. @ | propose a middle ground.

B. Iam nearly always concerned with satisfying all my wishes.

27A@ | sometimes avoid taking positions that would create controversy.

B. If it makes the other person happy, | might let them maintain their views.

28. I am usually firm in pursuing my goals.

B. Ifeel that differences are not always worth worrying about.

29. | propose middle ground.

B. Ifeel that differences are not always worth worrying about.

30. A. | try not to hurt the other person's feelings.

@ 1 always share the problem with the other person so that we can work it out.
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SCORING THE THOMAS-KILMANN CONFLICT MODE QUESTIONNAIRE
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Competing “Shark”

Collaborative “Owl”

Situations where appropriate

Situations where inappfcpriate R

1. Issue is trivial

2. Speed by decision is needed

3. Unpopular course of action is implemented

4. Necessary to overcome assertive
subordinates

5. Unfavorable decision by the other party
may be costly to you

6. Others lack expertise to make technical
decision

7. lIssue is important to you

1. Issueis complex

2. Issue is not important to you

3. Both parties are equally powerful ‘

4. Decision does not have to be made |
quickly |

5. Subordinates possess high degree |
of competence ‘

1. Issues are complex

2. Synthesis of ideas is needed to come up
with better solutions

3. Commitment is needed from other parties
for successful implementation

4. Time is available for problem solving

One party alone cannot solve the problem

6. Resources possessed by different parties
are needed to solve their common

L

1. Taskor problem is simple —1
Immediate decision is required
Other parties are unconcerned
about outcome

4. Other parties do not have problem
solving skills

W N e

3. Cooling off period is needed

problems

1. Goals of parties are mutually exclusive 1. One party is more powerful

2. Parties are equally powerful 2. Problem is complex enough to

3. Consensus cannot be reached need problem-solving approach

Compromising 4. Integrating or dominating style is not
“Fox” successful

5. Temporary solution to a complex problem
is needed

1. |Issue is trivial 1. Issue is important to you

2. Potential dysfunctional effect of 2. Itis your responsibility to make
confronting the other part outweighs decisions

Avoiding “Turtle” benefits of resolution 3. Parties are unwilling to defer, issue

must be resolved
4. Prompt attention is needed

Accommodating
“Teddy Bear”

1. You believe that you may be wrong

2. lssue is more important to the other party

3. You are willing to give up something in
exchange for something from the other
party in the future

4. You are in a position of weakness

5. Preserving relationship is important

1. Issue is important to you

You believe that you are right

3. The other party is wrong or
unethical
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