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[bookmark: _Toc215245398]Introduction
Teamwork is commonly described as a cooperative process in which individuals combine their skills, perspectives, and efforts to achieve shared goals that would be difficult to accomplish independently. Contemporary definitions emphasise interdependence, collective responsibility, and open communication as foundations for effective collaboration (Salas et al., 2021). Throughout my academic and professional experiences, I have increasingly recognised that teamwork is not solely about dividing tasks but about creating an environment in which diverse abilities can complement one another.
Reflecting on my natural tendencies within a team, I have found that I frequently adopt the role of an organiser and supporter. According to Belbin’s Team Roles framework, this aligns most closely with the Implementer and Team-Worker roles, which involve translating ideas into structured plans, maintaining stability within the group, and ensuring that all members feel included and valued (Belbin, 2022). I tend not to dominate discussions but instead facilitate clarity, help coordinate timelines, and encourage quieter individuals to participate. Understanding this natural inclination has helped me reflect on my contribution to both the process and outcomes of team-based tasks.

[bookmark: _Toc215245399]Findings
Applying Tuckman’s Stages of Group Development
One of the most useful models explored during the module was Tuckman’s (1965) Stages of Group Development, particularly in its updated contemporary interpretations. While the model has existed for decades, its relevance remains strong in present-day team dynamics (Bonebright, 2020). A key experience where I recognised the stages clearly was a university group project involving five members who had never worked together before.
At the Forming stage, our interactions were polite but reserved. Each member appeared cautious, and meetings lacked clear direction. I naturally stepped into an organisational role, proposing how we might break the work into manageable sections and establishing a weekly meeting schedule. This early coordination contributed to initial stability, yet I was aware that the group was still relying heavily on structure rather than collaboration.
As predicted by Tuckman’s model, this gave way to the Storming stage, where underlying tensions emerged. One member felt the task distribution was unbalanced, while another disagreed with the proposed research direction. Previously, I might have interpreted this conflict as a sign of dysfunction. However, the theory helped me recognise that such disagreements are not only inevitable but necessary for teams to progress. Using active listening and encouraging open expression, I facilitated a discussion where concerns were aired and compromises reached. This helped shift the team into the Norming stage, where cohesion strengthened and members began supporting one another more naturally.
By the time we reached the Performing stage, collaboration had become efficient and self-directed. Trust between the group members increased significantly, resulting in a well-coordinated final submission. Understanding Tuckman’s stages allowed me to recognise conflict as part of growth rather than a personal challenge, which impacted my confidence and effectiveness as a team contributor.

Insight from Belbin Roles and Team Diversity Research
Another influential framework was Belbin’s Team Roles, which emphasises behavioural contributions rather than job titles. Through a self-perception questionnaire during a volunteering project, I identified dominant Implementer and Team-Worker characteristics. The group I worked with contained a balanced mixture of Plants, Shapers, Resource Investigators, and Monitor Evaluators. Research suggests that teams with a diverse mix of Belbin roles tend to perform more effectively, due to complementary cognitive and behavioural strengths (Adamis et al., 2023). I noticed this difference immediately: the Plant member generated creative ideas for promoting our community event, while the Shaper motivated us during time-pressured moments. I contributed by coordinating logistics and helping maintain group cohesion.
Complementing this, recent literature on team diversity emphasises that variation in cognitive styles, personalities, and backgrounds contributes to more rounded decision-making and innovation (Stahl & Tung, 2021). However, diversity without supportive communication can lead to friction. During our volunteer planning, for example, a new team member with a more direct communication style unintentionally created tension. Drawing on team diversity theory, I initiated a conversation about communication preferences, which helped the group adjust expectations and reduce misinterpretation. This experience highlighted how awareness of diversity can transform potential conflict into improved collaboration.

The Importance of Psychological Safety
A recurring theme across my experiences is the value of psychological safety the shared belief that team members can speak up without fear of embarrassment or punishment. Research consistently identifies psychological safety as one of the strongest predictors of team performance, creativity, and learning behaviour (Edmondson & Lei, 2021).
In one academic presentation project, psychological safety was initially low. Several members hesitated to suggest ideas during early discussions. Drawing on module theory, I tried to normalise the expression of incomplete or “rough” ideas by explicitly stating that all contributions were useful starting points. Over time, quieter members began sharing insights that later became central to our presentation. These changes echoed findings that teams with strong psychological safety demonstrate higher inclusion, better communication, and improved decision-making (Frazier et al., 2020).
Conversely, a lack of psychological safety had negative consequences in a workplace setting where I was involved in a small administrative team. The leader frequently dismissed suggestions without explanation, which discouraged others from contributing. Productivity suffered, and collaboration decreased. Reflecting on this now, I can clearly identify how an authoritative leadership style undermined psychological safety and hampered the team’s ability to function effectively.

Emotional Intelligence and Communication Styles
The module also highlighted the role of emotional intelligence (EI) in teamwork. EI refers to the ability to perceive, regulate, and respond to one’s own and others’ emotions. High EI has been shown to support conflict management, empathy, and overall team climate (Côté, 2020).
Across various projects, I have observed that my strength lies in creating calm, structured environments rather than asserting dominance. In situations where conflict escalated, I was able to remain composed and encourage constructive dialogue. This aligns with findings that emotionally intelligent behaviours contribute to resilience and collective problem-solving in teams (Mayer et al., 2020).
However, I also recognised areas for development. For example, I sometimes avoid confrontation even when it might be necessary, which can lead to unresolved issues. The theory encouraged me to see that effective teamwork requires not only harmony but also the courage to challenge ideas respectfully.

[bookmark: _Toc215245400] Conclusion
Reflecting on my teamwork experiences using models from the module has deepened my understanding of how teams develop, operate, and succeed. Tuckman’s stages helped me recognise that conflict can be a productive and necessary part of team evolution. Belbin’s Team Roles and diversity theory demonstrated the value of behavioural and cognitive variety, reinforcing my awareness of how my strengths as an Implementer and Team-Worker contribute to group cohesion. Additionally, concepts such as psychological safety and emotional intelligence emphasised the importance of supportive communication and self-awareness in creating inclusive, effective teams.
To improve as a team member in future, I intend to:
· Encourage open dialogue earlier in projects to surface concerns before they escalate.
· Promote psychological safety by validating contributions and modelling respectful communication.
· Use role-awareness tools such as Belbin during team formation to ensure balanced strengths.
· Develop assertiveness skills so that necessary disagreements can be handled constructively.
· Continue strengthening emotional intelligence through reflective practice and active listening.
By applying these actions, I aim to contribute more effectively to collaborative tasks and help create teams that are not only high performing but also supportive and inclusive.
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