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What are the key components to make effective and successful teamwork? 
[bookmark: _Toc201654914]Introduction 

Good teamwork is one of the building blocks of effective organisation. It is people working together towards common objectives while using a variety of skills, personalities and communication styles (Mullins and Christy, 2016). I have discovered, from the ‘Effective Team-working and Communication’ module, that understanding the process of team building, conflict management and role negotiation is paramount for teams to perform effectively.  The following report considers my team project experiences throughout the module, while focusing on the use of the Belbin team role model, the theory of the Thomas -Kilman Conflict Mode Instrument and Tuckman’s Model of group development. 
According to Belbin’s team roles, I naturally identify as a Team Worker and Coordinator. I consistently participate in discussions, support peers, and often take on the role of resolving disputes and motivating the team. Being relationship focused; I frequently act as a mediator during conflicts.
My results on the Thomas-Kilmann Conflict Mode Instrument indicated a tendency toward compromising, suggesting I prefer maintaining balance in conflict situations rather than asserting dominance. Recognising these tendencies has shaped how I engage in group work and has equipped me with greater self-awareness when making decisions about my role within a team.
This report will review these tendencies, supported by examples experienced in our group presentation, and I will critically discuss how they can be applied to practice in my increasingly developed role as a reflective collaborative team member. 

[bookmark: _Toc201654915]Findings 
[bookmark: _Toc201654916]Belbin Team Roles

Belbin (2010) identified nine team roles based on action, people, and thinking orientations. In our presentation group, I took on the role of the Team Worker, encouraging cohesion, easing tensions, and maintaining morale. In the early stages, two members expressed anxiety about public speaking. I supported them by suggesting time-sharing during the presentation and encouraging practice sessions. This built stronger relationships and exemplified Belbin’s assertion that the Team Worker serves as “the cement of the team.”
I also naturally gravitated toward the coordinator role, especially as deadlines approached. I organised meetings, allocated slide topics, helped with decision-making, and ensured responsibilities aligned with each member's strengths. For example, one member had a strong background in analytics and was assigned the role of Analyst, focusing on developing the theoretical concepts. This division of labour reflected Belbin’s idea that effective teams emerge not from uniformity, but from placing individuals in roles that suit their strengths rather than expecting everyone to do everything (Belbin and Belbin, 2010).
Using Belbin’s framework in this way improved both our team performance and confidence. It reaffirmed the belief that team success derives not from “likeness,” but from a well-balanced mix of strengths (Belbin and Belbin, 2010).
[bookmark: _Toc201654917]Thomas-Kilmann Conflict Model

This model categorises conflict resolution into five styles: Competing, Collaborating, Compromising, Avoiding, and Accommodating (Thomas and Kilmann, 1974). In class, I completed the Thomas-Kilmann Conflict model questionnaire, the results showed a strong preference for the Compromising style, which values fairness and practical solutions over confrontation. This was evident when two members disagreed about how to structure the slide content. Instead of choosing one idea, I proposed merging both. While the final structure was less polished than it could have been, the compromise allowed the group to move forward harmoniously. As Griffith and Dunham (2015) point out, compromise can maintain group cohesion, even if it comes at the cost of optimal outcomes. 
This experience taught me that while compromise brings harmony, it must sometimes be balanced with assertiveness, especially when stakes are high. Stadler (2019) warns that unresolved conflict, even if temporarily settled, can resurface under stress. Reflecting on this, I realise that while compromising is often wise, there are moments when collaboration or even constructive confrontation is necessary to uphold important values or achieve the best result.
[bookmark: _Toc201654918]Tuckman’s Team Development Model
According to Tuckman and Jensen (1977), group development progresses through five stages: Forming, Storming, Norming, Performing, and Adjourning. 
· Forming: In the early stages, communication was polite but passive. Roles were unclear, and few were willing to take initiative.
· Storming: Conflicting ideas and expectations caused tension. I applied my Team Worker role here by listening actively and encouraging open emotional expression.
· Norming: Once roles and rules were clarified, we developed consistent work patterns. As Coordinator, I facilitated this by setting deadlines, agendas, and leading brief check-ins.
· Performing: In the final week, collaboration became seamless. Members began reaching out proactively, offering feedback, and helping each other without prompts.
· Adjourning: I concluded the project feeling proud of our growth. Tuckman’s model helped me remain patient during difficult moments and understand when to adjust my communication or leadership style.
This process also highlighted the importance of psychological safety and shared accountability in high-performing teams (Heffernan, 2015).
[bookmark: _Toc201654919]Conclusion 
This process of reflection I believe has offered me profound insight into both the team working experience and roles within a team. The use of Belbin’s model has further validated that I am at my best in people-oriented roles such as team worker and coordinator. These responsibilities put me in a position to assists others to coordinate and communicate for trust building. 
The Thomas -Kilmann framework showed me that my preference for compromise works wonders for preserving peace but can also lead to outcomes that are less than ideal. I realise the importance of tailoring my style to the circumstances. 
Tuckman’s model helped me interpret both the successes and challenges of teamwork as part of a developmental journey. Understanding that the 'storming' phase is a normal and necessary stage enabled me to lead more confidently and reassure others during moments of conflict. The model also reinforced the idea that conflict and change are essential components of team development, and that effective teams thrive when members feel safe to express opinions and contribute meaningfully to decision-making.
[bookmark: _Toc201654920]Action Plan  
· Develop Assertiveness: Practice managing conflict in situations where the stakes are high or where quality is at risk, balancing compromise with a willingness to advocate for strong ideas.
· Assign Roles Proactively: Apply Belbin’s framework at the outset of projects to identify team roles and allocate responsibilities according to individual strengths, ensuring clarity and efficiency from the beginning.
· Monitor Team Progress: Reflect on Tuckman’s stages of team development in future projects to recognise when interventions or leadership adjustments may be necessary to support team cohesion and performance.
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