



University of Wales TSD
Module :Effective Teamworking and Communication
Module code :BMSW4009
Student Name : Ahmed Abdurahman Adam
Student Number : 2423736
Submission deadline : 27th June 2025 
Assignment Title :  Effective Teamwork




















Table of Contents
1-	Introduction	1
2-	Findings	1
Tuckman’s Team Development Model: Understanding Group Dynamics	1
Belbin’s Team Roles: Recognizing Strengths and Balancing Teams	2
Margaret Heffernan: The Power of Social Capital	3
3-	Conclusion	3
4-	Future Actions:	3
5-	References	4









[bookmark: _Toc201167540]










1- Introduction
Teamwork refers to the process in which individuals collaborate to achieve a common goal by leveraging their strengths, addressing weaknesses, and striving for synergy. According to Salas et al. (2008), effective teamwork requires communication, coordination, mutual respect, and shared responsibility.
Upon reflection and engagement with team role assessments, I discovered that my natural team role aligns closely with those of Coordinator and Team Worker, as defined by Belbin’s (2010) model. As a Coordinator, I excel in organizing objectives, clarifying tasks, and ensuring team members are fully involved in processes. As a Team Worker, I prioritize harmony, inclusivity, and conflict resolution, creating an environment of mutual support. Additionally, I exhibit tendencies of a Completer-Finisher, particularly when ensuring that tasks meet high standards. This self-awareness has enabled me to refine my approach in both academic and workplace settings.
2- [bookmark: _Toc201167541]Findings
[bookmark: _Toc201167542]Tuckman’s Team Development Model: Understanding Group Dynamics
Bruce Tuckman’s (1965) model outlines five stages of group development: Forming, Storming, Norming, Performing, and Adjourning. Understanding these stages has transformed the way I approach teamwork, enabling me to navigate interpersonal challenges effectively.
In a recent university group project, I observed the Forming stage as my team initially engaged with caution and politeness while roles were still unclear. I instinctively assumed a leadership position, organizing meetings and setting agendas. As we entered the Storming phase, differing work styles caused tension—one teammate pushed for rapid action (likely a Shaper), while another preferred in-depth analysis (a Monitor-Evaluator). These clashes momentarily hindered progress.
Recognizing this friction as a natural part of team development, I applied Tuckman’s framework to reframe the conflict as a stage in growth, encouraging open discussion about expectations. My mediation helped us progress into Norming, where collaboration improved and mutual respect emerged. By Performing, we had optimized our workflow and completed the project successfully.
In a workplace setting, I experienced a similar progression while working on a collaborative problem-solving task. Initially, team members operated cautiously (Forming), but soon differing priorities led to tension (Storming). Applying my knowledge of Tuckman’s theory, I facilitated open dialogue, helping the group transition into Norming and, ultimately, Performing, where efficiency and engagement peaked. This reaffirmed that understanding team development stages enables proactive leadership and resolution strategies (Tuckman & Jensen, 1977).
[bookmark: _Toc201167543]Belbin’s Team Roles: Recognizing Strengths and Balancing Teams
Belbin’s (2010) model identifies nine distinct team roles that individuals naturally adopt, each contributing unique strengths and weaknesses. Engaging with Belbin’s Self-Perception Inventory allowed me to understand my role as a Coordinator and Team Worker, shaping my approach to teamwork.
In a collaborative university project, I noticed that my natural inclination was to organize tasks and ensure inclusivity. A teammate, embodying the Plant role, offered innovative ideas but struggled with clarity. Another teammate, a Completer-Finisher, meticulously reviewed our work for errors. Initially, these role contrasts led to frustration. Recognizing the value of diverse strengths, I helped mediate disagreements by reinforcing appreciation for different contributions. I encouraged structured communication for the Plant and reassured the Completer-Finisher of their importance. Leveraging role diversity improved cohesion and overall project quality (Belbin, 2010).
Similarly, in a workplace scenario, I collaborated with colleagues on a strategy proposal. My coordination skills helped streamline objectives, ensuring tasks were clearly defined. One colleague, a Specialist, provided deep expertise, while another acted as a Resource Investigator, bringing external insights. Applying Belbin’s model enabled us to maximize efficiency through role recognition and task allocation based on strengths.
Reflecting on my experiences, I realized that while my Team Worker role fosters collaboration, I occasionally avoid conflict for harmony’s sake. Developing assertiveness while maintaining diplomacy has since become a key growth area.
[bookmark: _Toc201167544]Margaret Heffernan: The Power of Social Capital
Margaret Heffernan’s (2015) theory argues that successful teams thrive not because of high-achieving individuals (“superchickens”) but through trust, empathy, and psychological safety. Prior to engaging with this concept, I prioritized efficiency and competence in teams, undervaluing the emotional dynamics that sustain collaboration.
In a previous group project, despite working with highly skilled individuals, performance suffered due to weak interpersonal relationships and minimal psychological safety. Inspired by Heffernan’s ideas, I later prioritized rapport-building in future teams—conducting informal check-ins, acknowledging contributions, and fostering open communication. The results were striking: a subsequent project with a similar workload saw increased engagement, better conflict resolution, and stronger outcomes.
In a workplace environment, I consciously implemented social capital principles by encouraging open discussions and recognizing colleagues’ contributions. This improved morale, creativity, and conflict resolution, demonstrating that psychological safety directly impacts performance (Heffernan, 2015).
3- [bookmark: _Toc201167545]Conclusion
Engaging with the theories of Tuckman, Belbin, and Heffernan has significantly influenced my approach to teamwork, allowing me to refine interpersonal skills and apply structured strategies to both academic and workplace settings.
Key takeaways:
· Tuckman’s model guided my understanding of group development stages, helping me reframe conflict and facilitate smooth team transitions.
· Belbin’s framework enabled me to appreciate the diversity of roles, leveraging strengths while addressing weaknesses.
· Heffernan’s theory reinforced the importance of psychological safety and relationship-building in sustaining effective teams.
4- [bookmark: _Toc201167546]Future Actions:
4.1- Conflict Management: Accept conflict as a natural developmental stage and proactively facilitate resolutions using Tuckman’s model.
4.2- Role Recognition: Apply Belbin’s framework to foster diverse, balanced teams and enhance strategic task distribution.
4.3- Psychological Safety: Prioritize social capital, ensuring that teams value openness, trust, and inclusivity for sustained collaboration.
4.4- Develop Assertiveness: Strengthen confidence in challenging situations, while maintaining diplomacy to support constructive team dynamics.
By integrating these theoretical insights into practice, I aim to develop into a more adaptable, empathetic, and effective team member, contributing not just to task execution but to a thriving, collaborative team culture.
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