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Introduction

Teamwork is most defined as the process where people work together, combining their individual skills, knowledge, and effort to achieve shared goals that would be difficult or impossible to deliver alone (West, 2012). For work in school settings as a childcare officer, teaching assistant or 1:1 support effective teamwork is not just helpful, it is essential for the safeguarding and keep children safe and make sure everyone ha gets the right support. This report reflects on my personal experiences working in teams during my previous role as a Child Care Officer within a school setting, identifies my natural preferred roles based on Belbin’s Team Role model, and links these experiences to established theories including Tuckman’s team development framework and conflict resolution theory. It also explains what I have learned about working with others and outlines actions to strengthen my contribution to future teams and improve in the future. 

 Findings

Based on completing the self-perception analysis, my highest-scoring and preferred role is Specialist, followed by Resource Investigator, Plant, and Implementer as secondary strengths.
[bookmark: _Int_56g14oiY]According to Belbin (2010) describes the Specialist as someone who takes pride in deep expertise, focuses on mastering specific knowledge or skills, and prioritises accuracy and quality in their area of work. Specialists are driven by high standards for their field and bring critical niche knowledge that other team members may lack. My secondary roles show I also enjoy exploring new approaches and external support resources (Resource Investigator), developing thoughtful, child-centred solutions (Plant), and turning agreed policies into consistent daily practice (Implementer).
Working as a Child Care Officer, my specialist focus became clear when our team reviewed our safeguarding and student well-being procedures. I had completed extra training in child development, attachment theory, and local safeguarding protocols, so I took ownership of ensuring all our plans aligned with statutory requirements and best practice. I led reviews of individual student academic support plans, verified that every step followed school policy and Welsh Government guidance, and explained complex rules clearly to teachers and support staff who were less familiar with these details. This matches the Specialist focus: while others focused on lesson adjustments or timetabling, my work ensured all our decisions were safe, legal and in the child’s long-term interest.
My secondary roles supported this work well: as a Resource Investigator, I found local therapeutic services available for students needing extra support; as a Plant regularly done check-ins for vulnerable pupils to build trust; and as an Implementer, I created simple, consistent recording templates for the whole team to use. However, I recognise a key challenge: I sometimes focused so closely on following exact protocols that I missed opportunities to simplify processes for colleagues or spent too long refining details when we needed to act quickly for a child.
Team Development and Changing Contributions
Tuckman’s (1965) model identifies five stages teams move through: Forming, Storming, Norming, Performing and Adjourning. My contribution shifts at each stage and understanding this has helped me adapt better.
· Forming: When our new student support team was first set up, everyone was still learning each other’s responsibilities. I shared key safeguarding facts when asked but held back from leading discussions until I was sure of the team’s priorities — typical of a Specialist wanting to contribute fully relevant, accurate input.
· Storming: We disagreed on whether to prioritise following every formal process exactly or acting more flexibly to respond quickly to a student’s immediate needs. I used my specialist knowledge to explain the legal and safety reasons behind core rules, while acknowledging where flexibility was allowed. This helped the team move from conflict to shared understanding, aligning with Tuckman’s view that disagreement is a necessary step toward clear agreements (Tuckman and Jensen, 1977).
· Norming: As we agreed on our working standards, I helped set shared expectations for record-keeping and risk assessment, so everyone felt confident following the same approach.
· Performing: I supported teachers and learning support assistants by breaking down complex guidance, helping them adapt support plans for individual students while staying compliant.

 Conflict, Preferences and Working Relationships
My strong focus on accuracy and safety means I naturally lean toward compromising and collaborating conflict styles (Thomas and Kilmann, 1974), but I sometimes clashed with colleagues who prioritised speed over thorough documentation.
For example, a class teacher wanted to put extra support in place for a distressed student quickly but felt the required assessment forms were unnecessary and slowed things down. Instead of insisting rules must be followed, I applied Fisher and Ury’s (1981) principled negotiation approach: I explained that the forms helped us track progress, protect the student, and secure extra funding if needed, and suggested we fill out the core details together first, then add extra information later. This respected both our priorities — the student got fast support, and we met our safeguarding duties — and produced a better outcome than either approach alone.
This experience taught me that my specialist strengths are most valuable when I explain why processes matter, rather than just enforcing them, and that other perspectives bring practical insight I may not see (Mullins, 2016).

 Conclusion

This reflection shows my greatest strength as a team member is my specialist focus: I bring reliability, in-depth knowledge of childcare and safeguarding, ensuring team decisions are made to ensure students are safe and meet legal requirements. Supported by my other strengths in finding reliable resources and thinking creatively and organising practical work. However, I need to balance mindfulness with clearer communication and be more willing to adapt processes where safe to do so.
To become a more effective team member, I will take these actions:

At the start of any team task, I will explain how my specialist knowledge supports the team’s wider goals, rather than focusing only on my own area of responsibility.
1. I will create simplified summaries of key guidance for colleagues, to reduce confusion and speed up decision-making.
2. I will share my expertise earlier in discussions, to help the team plan effectively before challenges arise.
3. I will actively ask colleagues about their own areas of expertise, to build more balanced, holistic support plans.
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