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Introduction

Teamwork is associated with the effort of the people who work interdependently towards the attainment of a common goal, with different capabilities, and in which they keep each other accountable to enhance results that would have been outstanding when acting alone. Teams in organizations can increase the level of innovation, problem-solving, as well as performance because of trust, communication, and role definition (Mullins and Christy, 2016). This is in line with the theme in the module of relationships and group dynamics where groups are distinctly different from teams due to synergy and structure. My team builder and monitor evaluator: My Belbin self-assessment (Belbin, 2010) has found me to be a Team worker and Monitor Evaluator. As a Team worker, I would facilitate peace and unity, which is seen via my retail experience where I would mediate among my colleagues in rush shifts. By being a Monitor Evaluator I believe I think critically, evaluate evidence and make rational decisions when needed although sometimes this results in too much caution. These roles render me responsible but at times introverted in leadership. In this report, the stages developed by Tuckman, the PAC model, conflict mode developed by Thomas-Kilmann and Belbin's framework have been discussed as the factors influencing my teamwork behavior and experiences.

Findings

The theories in the module have influenced significantly my understanding of myself and teamwork as I am no longer a force that only reacts but is a person who thinks and takes initiative in my activities. The emphasis of the importance of differences and the Box offered by Betari it is the attitude that contributes to the behavior in a cyclical process that may generate or end team conflicts. The situation with negative spirals was an experience I had in my retail position as a colleague who was frustrated with the delays in receiving inventory, expressed remarks filled with disdain, which, in my turn, caused further inefficiency (Stadler, 2019). Using the Box developed by Betari in a retrospective way, I realized that I provided a positive solution to such cycles and reframed from it using positive thinking, and the Gestalt theory taught me to think holistically about people. The level of awareness has seen me become a more understanding person in the module presentation group, in which we had differing backgrounds initially, which led to miscommunication, but now, I actively embrace differences to foster trust, which is consistent with the diversity emphasis of the module as a source of creativity.
Tuckman model of team development which included forming, storming, norming, performing and adjourning helped to offer a framework that would allow one to diagnose and navigate group evolution which turned my passive observation into strategic intervention. We experienced the storming stage in my retail team when we had a frantic holiday time: lack of roles resulted in disagreements in how tasks were to be performed which slowed down the process and reflected the ex post facto conflicts described by Tuckman (Tuckman and Harper, 2012). As a Team worker, I failed to resolve behavioral tensions as much as possible but resorted to smoothing it out thus norming in a suboptimal way. This model was proactively applied in our presentation group because of the module. In the early forming, there were high levels of uncertainty, we cleared up on mutual goals (e.g., Belbin roles in our What have we learnt about effective teams?) presentation) in order to speed up the process of norming. One experience that came to mind during the storm was when we argued over sub-topics: one of the members insisted on the extensive emphasis on resolving conflicts, which was incompatible with my idea of balanced coverage. Upon the realization of this storm, I presided over a vote which encouraged performance by determining roles. One of the most noteworthy parts of the historical overview of the Tuckman model presented by Bonebright is that the latter remains relevant in workplaces that cannot afford the storming without any debriefing, and this understanding inspired me to take on the role of a leader and introduce more interdependency to our group (Heffernan, 2019).
My communication patterns are elucidated by the PAC model of the transactional analysis that identified ego states, Parent (nurturing/critical), Adult (rational), and Child (intuitive/adapted) and how ego states influence interaction. This discovery indicated that I tend to be an Adapted Child state when under pressure and follow-through the rule to avoid conflict, yet withhold ideas, as in the case with the retail meeting, where I was submissive to the critical Parent, and the idea was suppressed. According to Stewart and Joines, the issue of crossed transactions will kill collaboration: by implementing this, I have since then set my goal at parallel adult interaction. During the Belbin exercise in the presentation group, my critical Parent was elicited by a fellow teammate through his enthusiastic Plant role (creative but disorganized). Through PAC reflection, I moved to adult mode to my evidence-based questions fused their thoughts making our sub-topic better, namely team role composition analysis. Such modification was not only the key to the correct transcription but the establishment of rapport which proved the effective benefits of the model in the area of workplace confidentiality and idea bargaining (Heffernan, 2012).
There was conflict management which came in handy, and the TKI helped reveal my Avoiding and Accommodating tendencies- strategies that maintain harmony but postponed solutions. This is true in retail where any occasion of a shift of disparagement fostered animosity, as evidenced by Thomas and Kilmann. Low Competing resulted in a change to Collaboration with the teamwork of Shackleton in times of crisis. The group deadlines put a strain on communication model task, and I started a group brainstorm, combining empathy and structure and enhancing results (Heffernan, 2015). A mix of Team worker and Monitor (affirmed by Belbin) supported a balanced delegation and flexibility that I have (Aritzeta et al., 2023; Sinek, 2023). All these enlightenments made me change my style to be harmony seeking rather than a strategically collaborative leadership approach.

Conclusion

In short, the models of teamwork offered in the module as Tuckman's stages, PAC ego states, TKI conflict modes, Belben roles and role have helped me to realize the strengths and weakness of my Team Worker-Monitor Evaluator inclinations in facilitating and restricting effective teamwork. Personal examples of the conflicts in retail storming and the norming of the presentation group explain their transformational potential, leading to the development of trust, open communication, and cooperation in solving the problem, like the leadership demonstrated by Shackleton. These observations support the organizational role of teamwork, in which developmentally conscious and different teams are engines of high performance.
To be a more effective team member, I will strive to do three things: (1) Book in Adult-mode meetings once a week into future teams, in order to preempt cross-transactions; (2) Balance my avoiding behavior through achieving one collaborative intervention per conflict, which I will address to a personal journal; and (3) Push Belbin testing at workplaces, so as to optimize role diversification. I also hope to become an integrated performer rather than a supportive participant by embedding them, as this will improve successful performance both at the individual and team level in dynamic environments.
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