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A Reflective Report On My Career Development: Towards Improving Teamwork Competence



1.1: Introduction
 
[bookmark: _Hlk38988224]The process of learning and career development is a journey that is characterised by different experiences including challenges and successes – depending largely on how individuals go about dealing with the overall process (Armstrong, 2009; Gallagher, 2016; Cottrell, 2019). In this report, I will be reflecting on my development experience, which will cover where I am currently – with regards to the skills and knowledge that I have acquired, to enable me to work effectively in my chosen future as a mental health nurse.
  Furthermore, the reflection will also cover my current area of strengths and areas (including employment goals) that will require further development, which are skills for team work competence – that are crucial for my future career.
  Finally, the report will employ a SMART action plan that will help me to address my areas of weaknesses and development plan.

[bookmark: _Hlk38992413]1.2: Understanding my current position
Learning and career development process can be tough and lonely at times, however, those that will probably go through the process successfully are the ones that are able to conduct a reflection of where they have done well and areas they have performed not so well (Driscroll, 2007; Bryant and Goswami, 2016). This reflective approach will help them to seize the opportunity to make needed improvement – while being proactively ready to manage unforeseen threats (Armstrong, 2009; Morgan, 2016). According to the extant literature, there are different approaches, which individuals can adopt in their learning and development process, which according to Peter Honey and Alan Mumford (1986) includes but not limited to: activist, theorist, pragmatist and reflective learner, which I consider myself, hence central to this report. Reflective learners observe and thoroughly think through everything that has happened during their life journey (including learning and development), in order to inform how they judge their own experiences – using various mechanisms such as self-analysis, personality questionnaire, feedback from others as well as observation from different incidents and problem-solving dynamic (Van Zwanenberg, et al., 2000; Bryant and Goswami, 2016).


 Being a reflective learner and hardworking individual, I am inclined to express my delight at not only how much I have learned and developed over the course of time; but also, my desire to what on many fronts in which I believe that I need further development. Having completed my secondary school certificate many years back I have my certificate in ( NVQ 3) diploma in adult care,  I have enrolled at the University of Wales (Trinity Saint David) last year – where I have undertaken a number of modules including academic and employability skills, effective teamwork and communication skills, digital skills and research method, which are required for the completion on my first year certificate class on health and social care.
 Currently, I have progressed to level 4 (on health and social care), which is certificate of Higher Education Skills for the Workplace. My intention is to become a mental health nurse following graduation. During the process I have further developed my existing study skills, which includes academic writing skills, comparative analytical competence, research skills including data collection and analysis, interpersonal and communication skills, numeracy and skills in the use of computer (Morgan, 2016; Gallagher, 2016).
 In addition to the above, I can confidently express that I’m industrious, responsive, punctual and timely – especially with completing module assessments/assignments and my own aspects of group tasks. In particular, I have always assumed leadership in all kinds of events that I involve myself in, hence, leadership is one of the areas that I have demonstrated great strengths in my current learning pursuit – both in leading my own personal work and in group tasks.   Despites these areas of strengths, I have numerous areas of weaknesses, but the particular one that needs urgent attention is teamwork competence, which this report is largely preoccupied with. 


1. 3: Reflecting on identified areas of my weaknesses: Teamwork perspective 
I have worked with different individuals on different capacities outside of learning environments and I have also undertaken team management modules even recently at my current University, but I still struggle with what Arnold and Boggs (2019) described as weakness when it comes to teamwork management.  Relying on my reflective strength, I strongly feel that my teamwork challenge may be rooted in my African background and cultural orientation (Mufune, 2003; Iguisi, 2014). In my country Nigeria, we are brought up in a way that allows everybody to work individually as a team towards achieving common household agenda. For instance, a particular member of the house will be required to take on the role of cooking, whiles others may take on the job of fetching water, sweeping the house and surrounding compound and watching cloths and ditches and son on (Iguisi, 2014). The idea of any individual failing to complete their own personal tasks has never been a common issue, because there are always immediate consequences including punishment for lateness or failure of personal duty or task (Mufune, 2003). So, individuals are always committed to their personal tasks/responsibility  in my culture (Iguisi, 2014), hence, my teamwork approach has been shaped around this mindset of work ethics, which is largely about being hardworking, responsive, taking personal initiative, meeting target and getting things/tasks done in timely manner.    

While I have considered these abilities all along – as my areas of strengths, I am increasingly entertaining second thought that these could actually be areas of weaknesses – especially when I have to work in team where members come from different ethnicities among other backgrounds. To be specific, I have had to endure working in team group where some members are less hardworking and responsive or where some of them are not will to take personal initiative, meet target and get things/tasks done in timely manner. This is what some theorists consider misfit in team (Tuckman, 1965; Cassidy, 2004), which often trigger argument and conflict between committed individual team members like me and others who are less committed – as was the case in the last group assignment and presentation that I was involved in.  In the presentation, my group scored 40% lower than the average of 60% scored by other groups. The feedback from the lecturer said it all:
“Clearly, your group has demonstrated some effort. The slides are great with good visual aids. However, your presentation needs a lot of improvement. I lost you in many contexts, you lacked coherency and hard to follow. You could have coordinated your work better than you did. Your presentation showed lack of good team attitude and support for one another. It is confusing and hard to see who is leading and what task is allocated to who, there are 2 or in fact 3 of you simultaneously instructing and interrupting one another during presentation transition. Your group appeared to have spent a valuable part of your time playing the blame game rather than getting your act together” (Study Skill Lecturer).
I was infuriated and disappointed at not just the poor mark but also the feedback, because I thought I have managed to improve on my teamwork skill. Essentially, in line with Driscoll’s (2007) thought, my interpretation of the feedback reminds me of everything that happened prior to the presentation, whereby some members of the team were not attending group meetings and were not contributing to the task as much as I would have loved. This infuriated me, because I felt I was probably the only one who is genuinely committed to the task, as I lost my cool and lashed out on the others, who also returned attacks on me. Unfortunately, the group always argue endlessly each time we meet.  So, we lost valuable times leading to the poor presentation outcomes. In line with Allan and Driscoll’s (2014) forewarning, this event was disappointing as it reminded me of another incident in my previous (child minding) work place in London, where I was meant to work with another two colleagues, who I found to be quite talkative, because these two will rather spend valuable time giggling and talking away rather than focusing on the tasks for which they were employed. On one occasion, the boss asked us to review 3 files concerning children’s wellbeing and to harmonise our findings. We were asked to individually review one file each – even though these are interconnected files. So, due to the appalling ways in which I view the conduct of these colleagues of mine regarding work tasks, I decided to withdraw from them, in order to get quickly busy with completing my own task, which I achieved. To my disappoint, our boss noted:
“Great, that is really quick, you have already done your own your analysis, but what about the other ones? I cannot make decision on your findings alone; I need to compare your analysis with the ones from your colleagues. I will have to wait until your colleagues return their own files. Well done your timely response anyway” (Moses: our Boss)
[bookmark: _Hlk38899582][bookmark: _Hlk38899565]Although Moses (my Boss) commended me for my quick response, my learning from his comment in general points towards a need for me to improve my teamwork. As I reflected, while my boss has never been aware of my (not very good) relationship with the other colleagues; I had wanted to demonstrate some of my strengths to my boss, which is about being quick and prompt in my response to task. However, I failed to either consider how my colleagues are getting on nor try to carry them along, which Tuckman (1965) will view as a poor teamwork effort.  According to various field commentators, teamwork competence is less about the demonstration of individual strengths, but more about using individual using such  strength to not only inspire; but carry other members along  towards achieving the overall aim of the whole team (see Tuckman, 1965;  Thomas and Klinman, 1974; Belbin, 1981).  In short, teamwork is central employability requirement, which every employee should develop and sustain.   As a consequence, I have come to realise that I need to put more effort in developing my teamwork skill, but, the first approach to achieving this is to establish what teamwork actually entails, which is the preoccupation of the following section.


[bookmark: _Hlk38992483] 1.4: Understanding the fundamentals of teamwork 
As covered in the extant literature, the fundamental of a good teamwork: knowledge, skills and abilities is based around five key competences – namely setting goals, planning and coordinating task, collaborative problem solving, listening to one another and conflict resolution, which are keys to achieving excellence in group performance (Belbin, 1981; Mound Schriek & Tinkler, 2019). In “developmental sequence in small group” Tuckman (1965), highlighted the meaning and essential of effective team competence - using variables such as endurance, patience,  tolerance, compromise and accommodation of others’ nature, which every individual must develop and exercise, in order to be able to function effectively in a diverse group working. In taking this further, Belbin (1981) observed that human beings are different in  the way they approach events or respond to stimulus – due to a range of circumstances, which may include but not limited to illness, cultural norms and other concerns, hence, some may be slow and reactive, while others may be proactive.
 In support of Belbin’s viewpoint, Thomas and Klinman (1974) noted that since all humans are not equal, working as a team would require that individual members make it a point of duty to accommodate and tolerate one another’s weaknesses, while also making commitment sand compromises, in order for the whole team to achieve collective success (Stevens and Campion, 1999). 
[bookmark: _Hlk38902478] In addition, Tuckman (1965) introduced another important feature a great team competitiveness, which requires that group task should be shared and or allocated to individual members – based on their areas of strengths (as opposed areas of weaknesses), in order to optimised what every member can bring to the team. This approach to allocating task to group members may be considered as a form of division of labour, which   Belbin (1981) explain in the context of resources investigators, team-worker, complete finisher and coordinator among other functions. Thus, the message is that each team member should be allocated roles/task that are appropriate or suitable to their areas of strengths   

Beyond developing and exercising endurance, patience, tolerance, compromise and accommodation of others’ nature, there are other processes of establish great teamwork competence, which Bruce Tuckman (1965) coined – during his quest to reinforce advancement in the understanding of teamwork mechanism. These includes forming, storming, norming, performance and adjourning. In the context of forming – which is the stage at which team members assemble to begin the process of  team formation, Tuckman (1965) view this stage to be crucial in developing the orientation of the group, because it is this point that overall purpose and direction of the team will be established and grounded. The stage of forming could be started by for instance a business contact, who’s job will be to put together a group of experts with the view to conducting a specific business research. It could also entail bringing a number of students from different background together in a group to carry out a project relating to module assessment (Thomas and Klinman,1974).
  In general, this is considered a fragile and preliminary stage, which requires caution, because the diverse members of the group tend to have different view in mind regarding how they think the group should proceed (Stevens and Campion, 1999; Belbin, 1981).
The next stage is the storming, whereby all members of the group would have started making their opinion and voice heard – as to the direction which they think the group task should be headed.  Tuckman (1965) describe this stage as critical in the working of the group, because it is at this stage that individuals’ emotion will start kicking in – with members possibly displaying different degree of anxiety and having disagreement of various nature among one another.  
 Following storming,  Tuckman (1965) highlighted the stage of norming, whereby team members may have already started getting over their emotions and begin to find a way of working together – regales of their differences, through reaching consensus on working guidelines that would help them form the basis of the team norms. As Thomas and Klinman, (1974) added, a team norm can come across as for instance consensus on the degree of individual contribution that would be acceptable to the team; strategy for allocating task among members; level of openness and trust that each member must demonstrate and time frame within which every member must accomplish their own task. 
Last but not least, Tuckman (1965) highlighted and explained performance and adjourning, which are the last two stages of effective teamwork mechanics.  With respect to performance, Tuckman (1965) view this stage as the holy grain, which is the actual performance – wherein every member of the group is expected to deliver on their personal tasks in conjunction with others in harmonising the work of the whole group.  For Stevens and Campion (1999), this is the stage at which the group can really ascertain whether they have done enough as a team to merit excellent outcome. Essentially, Tuckman (1965) noted that this automatically leads to the adjourning stage, which is all about assessing how much progress, commitment and contributions that has been made both in individual context and as a whole group, which will determine whether the group will be happy to engage again in future team work. 

Based on the foregoing, I believe that I have educated myself on the fundamentals of effective teamwork requirement, which will inform my further development on teamwork management, which is a critical requirement in the contemporary learning and working environment (Belbin, 1981; Stevens and Campion, 1999). However, a clear action plan will reinforce my step toward achieving this objective, which the following section preoccupies. 

[bookmark: _Hlk38992506]1.5: Improving my teamwork skills using SMART development action plan 
[bookmark: _Hlk38908015]Having reflected on my weaknesses regarding teamwork (see section 1.3: reflecting on identified areas of my weaknesses: teamwork perspective), I have also carefully considered areas that I need to develop further, in order to improve my overall teamwork competence. These areas include setting goals, planning and coordinating task, collaborative problem solving, listening to one another and conflict resolution. In order to achieve, I have chosen to adapt ‘specific’, ‘measurable’, ‘achievable’, ‘relevant’ and ‘time-bound’ approach, which as Horn (2009) and Gallagher (2016) implied - stand for SMART objectives via which an effective action plan can be carried out. In direction, the skills that I intent to develop and the actions required to achieve this are specific (which are setting goals, planning and coordinating task, collaborative problem solving, listening to one another and conflict resolution). These actions are also measurable given that my current position has been presented (see section 1.2) and where I need to be is stated in table 1.  Similarly, as educated by Tuckman (1965) and Belbin (1981), the steps to be taken towards improving my teamwork competence are to be not only achievable; but also relevant in my quest (see table 1 on how these are to be manifested). Finally, I intend to achieve these outcomes within a specified time-frame – rather than let it drag on forever 

Table 1: My development strategy: SMART action plan  
	Skills to be developed  
	My current state  
	Desired state 
	Actions 
required

	Actions
time-frame

	
[bookmark: _Hlk38988778]Conflict resolution 

I need to work on my conflict resolution skills. This is because I have received not so positive feedback in some of the group work that I have been involved in, due to conflict related issues 




	



In my quest to improve my conflict management skills, I have been watching conflict management videos on YouTube   Ted talk, which is very educative on conflict resolution.
So, I have slightly advanced my understanding of conflict management/ resolution, but I need to improve on this. 
 




	



I want to significantly advance my understanding of team solution in practical sense. This means that I want to be able to effectively resolve all nature of conflict among members in group work




	



I have realised that in order to make significant improvement in conflict resolution I have to make two major effort. First, I need to engage the extant literature on conflict resolution more actively. The work of authors such as Belbin (1981), Stevens and Campion (1999), Tuckman (1965) and Thomas and Klinsmann, (1974) – I was informed – cover nearly everything one need to know about conflict resolution  

Second, I also want to experiment with my family members and friends - the behavioural requirements that are suggested by the authors 
 
	



Between now and three- and half-months’ time, I task myself to have a significant grasp of what these authors are saying about conflict resolution 
Within the same period, I want to have experimented with people that are close to me and make some changes as a consequence 



	
[bookmark: _Hlk38988797]Collaborative problem solving

I need to work on my collaborative problem-solving skills. The last times I was involved in group project and presentation, my group performed poorly, and we failed to impress the audience and the lecturer. This was due to poor management of collaborative and problem-solving effort



	




Through putting more time into research and reading wide, I have slightly improved my understanding of what it means to collaborate with others, in other to collectively solve. But, given my last few group working experience, which did not quite go well, I believe I need more improvement   





	




I want to make significant improvement in my ability to collaborate with others in a team, in order to be able to solve some all manner of problems that often arose during group work. According to Thuckman (1965), it can be challenging to work with some characters in a team, but they can be managed with the right set of tones


This means being able to effectively work with others – despite differences, in order to resolve issues  


	




In order to make significant improvement in collaborative problem-solving skills, I have to take two bold steps. The first step will be to actively engage the extant literature more than I have ever done before - on collaborative problem-solving skills. 

The work of Stevens and Campion (1999),
Belbin (1981), Tuckman (1965) and Thomas and Klinsmann (1974) would be enough to help me achieve this objective. 

Secondly, I will also need to experiment with my family members and friends - the behavioural requirements that are recommended by the authors 
	




My intention is to achieve this feat between the next 3- and 6-months’ time



	
listening to (and accommodating) others


It is obvious that we have not make enough effort to listen or to accommodate one another in my in the last few team project that I have been involved in. I believe I can personally make a different if I learn more about these skills. 




	







I’m happy to express that I have learned few new things that reinforced the importance of listening to others, which can also help to inform how individuals accommodate and tolerate others. My commitment to research and reading few professional study skill guides such as those from chattered Institute of personnel Development (CIPD) helped me this far. However, I need to improve on this by far 


	







I want to significantly improve my understanding of the importance of not only listening to others in a team; but also, to develop the ability to accommodate their differences.  But I need to achieve this purpose in not only theoretical context, bur also practical context  




	







[bookmark: _Hlk38988830]I will need two-fold steps to improve my listening skills and ability to accommodate others’ differences. First step will be to engage more actively with the extant literature (see Stevens and Campion, 1999;
Belbin, 1981; Tuckman, 1965; Thomas and Klinsmann, 1974). Secondly, I will also need to experiment with people that are close to me  - all of the behavioural requirements recommended by the authors, for enhancing listening skills  and ability to accommodate others 










	







My intention is to achieve these objectives between the next 4- and 7-months’ time



	


Setting goals, planning and coordinating task


Clearly, we have failed to demonstrate efficiency in setting goals or planning and coordinating task in the last set of team works that I have been involved in. I am of the believe that I can personally make a different if I can improve my understanding about these skills.












	









By listening to critics and feedbacks from my lecturers and boss, I have committed more energy in trying to advance my knowledge on what it takes to improve on setting goals as well as planning and coordinating task (Arnold and Boggs, 2019). Beside reading some blogs and articles on the topics, I have watched as many Ted-Talk videos on YouTube on these skills. However, I realised that I need further improvement on these. 
	









[bookmark: _Hlk38988865]I want to make significant improvement in my ability to set goals, plan and coordinate task more than I’m currently doing. As Belbin (1981) educates, it can be difficult to plan or coordinate work effectively in a group with problematic team members, but this is the essence of learning to achieve these regardless 





	









To achieve the objectives of enhancing my potentials for setting goals or planning and coordinating task in group settings, I have to adopt a two-way approach. The first approach would be to deepen my knowledge on these skills through active engagement of the extant literature (see Stevens and Campion, 1999;
Belbin, 1981; Tuckman, 1965; Thomas and Klinsmann, 1974) and professional guidelines from CIPD 

Also, I will need to experiment with individuals that are close to me - the behavioural requirements highlighted by the authors, for enhancing 



Goals setting skill, planning and coordinating task in group settings. 
	









My intention is to achieve these objectives between the next 6- and 8-months’ time



	
Over all team competence 

In general, my reflection points to the need for me to work on every aspect of the skills that will enhance my team competence – particularly in group settings.

	



I have made some gains across nearly all of the skill sets that are crucial in enhancing my team competence, which I have highlighted in this table. However, I need to put in some more work to improve upon these 


	



My desire is to improve significantly on setting goals, planning and coordinating task, collaborative problem solving, listening to one another and conflict resolution, in order to enhance my overall team work competence (Mound etr al., 2019)


	




I will need a two-fold steps to improve my overall team competence. First will need to   engage the extant literature more actively (see Stevens and Campion, 1999;
Belbin, 1981; Tuckman, 1965; Thomas and Klinsmann, 1974). Secondly, I will also need to experiment with people that are close to me - all of the behavioural requirements recommended by the authors, for enhance team competence

	




My intention is to achieve these objectives between now and 8 months’ time




[bookmark: _Hlk38992526]
1.6: Conclusion 
This report is an effective reflection of my learning and development experiences. In the reflection, I have captured areas of my strengths as well as my weaknesses. However, the area of my weaknesses that need urgent attention is teamwork competence, which I have exclusively focused on in this report. In order, to enhance my teamwork competence, I have devised a SMART development action plan that I will follow to improve my conflict resolution skills, collaborative problem solving, listening skills and ability to accommodate others’ difference and  ability to set goals, plan and coordinate task, which are central to teamwork competence – particularly for my future career as a mental health nurse.
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