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                                                      Introduction
Teamwork is when people cooperate towards common objectives using different abilities and points of view to produce a shared result (Katzenbach, J and Smith, D., 1992). Tuckman's model (1965) holds that teams usually move through phases: forming, storming, norming, and performing, therefore highlighting the dynamic and changing nature of teamwork., My experiences show that good teamwork depends mostly on open communication and trust, enabling teams to get beyond challenges. Teamwork is how team members are doing something with each other (Schmutz, Meier, Manser, 2019).
                                                         Findings
When I think about my natural place inside teams, I usually fit Belbin's (2010) "Co-ordinator" role, which calls for creating team goals, assigning work, and inspiring every team member to get involved. Because I am often voted employee of the month, this also motivates my colleagues to do their best work. I find myself naturally inclined to guarantee fair participation, referee arguments, and keep the team focused on goals. This helps to keep cohesiveness and guarantees that every team member uses their abilities completely.

Moreover, social identity theory (Tajfel & Turner, 1979) posits that people's group memberships shape part of their self-concept.
  Driven by my capacity to grasp both team dynamics and personal motivations, I find that in team environments I develop a leadership identity. But I have also learned to be adaptable, sometimes filling in for a "Teamwork"—to promote peace when the team runs across strife (Belbin, 2010).
I have been able to improve team communication and prevent misconceptions from growing into more major difficulties (Schramm, 1954), by the simple fact that I kept quiet at the right time.


Considering these facets has made clear how crucial flexibility is in teams. Although my natural inclinations are towards coordination and leadership, good collaboration occasionally calls for me to take on various roles to fit the demands of the team at any one time (Hackman, 2001). Regular self-evaluation of my areas of strength and areas for development will improve my value to upcoming teams.

Four main frameworks are discussed in this reflective report together with their relevance to my own team environment experiences Belbin’s Team Roles, Kilmann's Conflict Model, Schramm's Communication Model, and Shackleton's Leadership Model.

Belbin's (2010) Team positions model names nine different positions that people could play in teams: "Coordinator," "Implementer," "Plant," and so on. 
When I consider my role in teams, I usually fit the "Coordinator" and "Teamwork" roles naturally. Coordinators must make sure that every voice is heard and that no one dominates the conversation, hence this job calls for a great degree of emotional intelligence (Salas, Sims, & Burke, 2005).  Often, I find myself in charge of organizing meetings, making sure chores are distributed fairly, and promoting communication to keep the team orientated on its objectives. When I worked as a head housekeeper at Premier Inn, I always managed to keep the team together, to make sure everyone had the same number of rooms, and to give them the time they needed to receive positive feedback. It takes teamwork to make the dream work (Maxwell, J.C., 2002). Belbin's approach has been especially useful in helping me to see my abilities and how I may modify my performance depending on the demands of the team. When the team suffers from innovation, for example, I occasionally step into the "Plant" role and provide fresh ideas.

 Conflict arises in teams; Kilmann's (1977 Conflict Mode Instrument) model has five modes for handling conflicts: competing, cooperative, compromise, avoiding, and accommodating. Looking back on my experience, I have frequently found myself drawn towards a "collaborating" approach in search of win-win solutions when conflicts develop. I have also realized, nevertheless, the need to veer off course when the situation demands it. For example, I have found that the team stays on track even under challenging project deadlines by applying a "compromising" strategy whereby quick repairs are needed. Kilmann's approach has helped me to be more aware of my conflict management style and the need for adaptability in managing conflicts inside teams.

Effective communication is largely responsible for good cooperation; Schramm's (1971) Model of Communication stresses the interaction process between a sender and a receiver. This method highlights in every team the danger of misinterpretation resulting from distortion or noise. Looking back on my experiences, I realize how crucial honest channels of contact are to ensuring everyone understands their roles. I used to send messages to my manager with the days I could work, but realizing that he always forgot, I wrote a paper with my availability to avoid any mistakes.

 Still, misinterpretation of signals among team members or neglect of clarifying questions might lead to misunderstandings. Schramm's approach emphasizes the importance of active listening and continuous feedback loops so that the sender and the receiver agree.

The Leadership in Teams model by Shackleton (1995) emphasizes the need for adaptable leadership techniques fit for the developmental level of the team. Effective leaders, according to Shackleton, can mix directive with supportive strategies depending on the demands of the team. When I think back on my leadership experiences, I find myself juggling these strategies rather frequently. Early on in team projects, I usually take a more directorial role, giving everyone precise directions to guarantee that their jobs are understood. I move to a supporting role as the team grows more confident, therefore enabling team members to assume responsibility for their work. Shackleton's approach has helped me to understand the need of adaptable leadership, so I want to keep improving my capacity to identify when several approaches are needed.
                                                       Conclusion 
These models have been rather helpful in helping me to define my perspective of teamwork and my responsibility inside teams. Belbin's model has allowed me to discover my natural abilities while Kilmann's conflict model has pushed me to be more flexible in handling team problems. Schramm's approach reminds me of the need for clarity and feedback in team interactions; hence, Shackleton's leadership model has enhanced the need to change my leadership style depending on the team's needs. Looking back on these models has helped me to understand how I operate in teams and how I could maintain evolving as a team leader and member.
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