[image: ]


Certificate of Higher Education in Employability Skills
LEVEL 4
 
Module Name: Effective Teamworking and Communication 
Module Code: BMSW4009
Lecturer: Rhiannon Akers
Student Name: Roksana Gizynska
Student Number: 2422919
Tittle: Reflective Report

Contents Page 
1. Introduction  
2. Findings  
2.1 Team Roles and Preferences 
2.2 Team Development and Relationships 
2.3 Conflict, Communication and Motivation 
3. Conclusion  
4. References 


1.Introduction

In the most effective and efficient sense, teamwork is the group's combined effort towards a shared goal or task (Kozlowski & Ilgen, 2006). Effective teamwork based on clear communication, understanding of roles, and an ability to collaborate with people from diverse backgrounds (Mullins & Christy, 2016). My experience of working in academic and workplace teams has let me realise that the success of a team depends on self-awareness, empathy for others, attentive listening, environmental adaptation, etc. Having three boys, I have discovered how communication, motivation, and emotional intelligence support both personally and professionally successful teamwork. 
 
2. Findings  

[bookmark: _Int_Yyg9EHPq]Regarding my natural team contribution, Belbin's (2010) Team Role Inventory most closely fits the Coordinator role. Organising group conversations, making sure team members are in line with common goals, and keeping a fair division of work appeal to me especially. However, I also genuinely relate to the Plant role because I usually come across fresh ideas and creative answers. This combination helps me to be strategic as well as imaginative. In terms of managing conflict, the Thomas-Kilmann Conflict Mode Instrument (1974) reveals that although I consistently apply collaborative and problem-solving techniques, I additionally identify the need of compromising when necessary. 
 
 2.1 Team Roles and Preferences 
 
Throughout a recent university group project, I have seen Belbin's theory in action. Typical of my Coordinator tendencies, I naturally led in our group, defining goals, and assigning of responsibilities. My Plant abilities also appeared during our brainstorming discussion; I proposed alternative presentation methods and visuals that eventually improved our delivery. 
 
At the beginning of the first group project, I felt frustrated when two team members appeared disengaged. They contributed minimal content and resisted feedback. However, I used the Funnel Technique, asking open-ended questions to let them consider their work and guide towards improvement. This non-confrontational strategy boosted group performance and helped them to be re-active. This supports Stadler's (2019) argument that reducing conflict in teams depends on an awareness of cultural and personal communication preferences. 
 
In our second group assignment appeared a different challenge when one member finished his section far ahead of others. This put pressure and disrupted the flow of group planning. I initially felt overwhelmed, but we collectively adapted by applying flexible task distribution and role clarification. We looked over the presentation structure, assigned new roles and used other module techniques available for an effortless transition and tightened general harmony. This required emotional maturity and critical thinking, as suggest by Heffernan (2019) in Wilful Blindness, who highlights the need of challenging assumptions Heffernan (2012; 2015) and working through discomfort to reach real progress. 
 
2.2 Team development and relationship. 
 
Our project team found great application in Tuckman's and Harper (2012) team development model Forming, Storming, Norming, and Performing. At first, in the forming stage, we were courteous but not sure about expectations. Conflict over contributions in the first group project during the storming phase caused emotional stress and different communication styles. I initially became annoyed, especially when some of the members were less attentive. Recognising that conflict is a natural stage in Tuckman's model helped me to be more patient and supportive than reactive (Bonebright, 2010). 
 
During the Norming phase, I asked everyone to agree on guidelines regarding deadlines and communication and create a shared working document. This encouraged responsibility and harmony. By the performing phase, we developed trust in each other and cooperation flowed more easily. 
 
[bookmark: _Int_INmQDfrC]Through Berne's Parent- Adult-Child (PAC) Model from Transactional Analysis, I also became more aware of emotional and behavioural responses. Especially when dealing with emotional reactions, I have learnt to remain in the Adult ego state—which is calm, objective, and logical. This helped me defuse workplace misunderstanding and guide my kids through stressful situations. For example, when a team member responded defensively to feedback, I avoided a Parent-to- Child dynamic and instead asked tactful questions, encouraging a civilised and mature conversation.  
 
 2.3 Conflict, Communication, and Motivation 
 
Managing conflict and enhancing communication allowed me to realise that this is my primary area to develop. I used to avoid conflict in the past, but the Thomas-Kilmann model helped me discover that my value is collaboration and problem-solving. During a compliance assignment, a disagreement emerged between me and colleagues over the timeline. Rather than escalating it, I applied a collaborative style suggesting an innovative idea that would accommodate all perspectives, which boosted working relationship.  
 
Effective communication has been critical in both my personal and professional life. One of my most valued communication tools that I have learnt so far is ‘The Funnel Technique.’ As a mother of three boys, I am trying to solve a problem starting with open-ended questions then narrowing to specific issues. This helped me better understand my kids. In scholarly environments and at work, I start conversations with general, nonjudging questions then focus on specific concerns. This supports openness and engagement. According to Sinek (2023) building trust through safe, open communication is essential to good team performance.
 
These tools have improved my conflict-resolution abilities but also my emotional intelligence. Goleman's (1995) framework highlights self-awareness, empathy, and relationship management as fundamental qualities of successful leaders. All of which I constantly try to improve. Sometimes I also apply a compromising method, particularly in cases of limited time or when a quick solution is required. Adapting to dealing with conflict has allowed me to keep professionalism in group projects. 
 
These abilities for communication have also benefited my personal life. Being a mother of three boys, I extensively use what I have learnt to manage conflict at home, encourage collaboration between siblings, and express empathy while imposing limits. Whether in a boardroom or at the dinner table, I have noticed that changing my tone, listening actively, and controlling emotional reactions helps me create a more respectful and cooperative environment. 
 
 3.Conclusion
 
Reflecting on my experience through the lens of effective teamwork and communication skills module has deepened my understanding of myself and others. While the Thomas-Kilmann model has taught me the value of adaptive conflict resolution techniques, my strengths as a Coordinator and Plant allows me to contribute in both structured and creative ways. The Funnel Technique and PAC Model have shown me to become more emotionally intelligent in communications. Combining emotional intelligence with awareness of personality preferences in Tuckman and Belbin's theories, has guided me to develop as an effective team player. 
Working in a diverse, international company has underlined even more importances of cultural awareness and flexible communication. Meanwhile, my personal life as a parent also maintains reinforcing such skills, showing how teamwork and communication are effective.
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