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1. AI Statement
I confirm that I have not presented any AI generated materials as my own work. 
I confirm that I have copies of my drafts, notes, and other resources I used, which I may be asked to provide in evidence.

2. Introduction
Effective teamwork relies on several key components: self-awareness, the ability to communicate, and role clarity. Belbin (2010) offers a valuable framework by linking personality to functional roles within a group. Combined with other models, such as Tuckman’s model of group development and Shannon-Weaver’s Communication framework, these theories provide a deeper understanding of how teams interact and function effectively.
As an international first-year student, one of my biggest challenges has been an adapting to different communication and teamwork style and working patterns. I have found that group work in multicultural academic settings has required flexibility, patience and reflection.  According to my Belbin SPI I am primarily a Resource Investigator (curious, external relations) and secondary a Shaper (goal-oriented, driving force). I scored low as an Implementer, pointing to a preference for idea generation over execution. As outlines in Appendix 1, my Thomas Kilmann (1974) style is Compromising, favouring balanced outcomes in conflicts (Mitroff, 2022). 
This report reflects on my experiences in both university group projects and my professional work as an interior designer. I will apply theories like Belbin, Tuckman, Transactional Analysis, Dialectical Tension, Shannon Weaver and Situational Leadership to understand how I can improve communication and adapt in multicultural and professional teams. 


3. Findings 
During my work in diverse teams, I have seen how differences in background and expectations can affect communication. The Shannon-Weaver Communication Model (1949) helped me understand that cultural differences often created “noise” in one of my university project’s groups, making it hard to clearly understand each other (Gladkova,  Vartanova and Shi-xu (2025).  Both of my university teams had no Completer Finishers or Implementers, which meant nobody wanted to take responsibility for finalising the presentation. Many of us had Shaper as a secondary Belbin role, which caused tension. But in the team, where we shared similar cultural backgrounds, we quickly reached Tuckman’s performing stage (Tuckman,1965) and worked well together. At the same time, I have come to appreciate the many benefits of working in a diverse team. While different backgrounds, ways of thinking, and personalities can sometimes lead to conflicts, I’ve learned that if we don’t avoid these challenges, they can actually lead to much stronger results. When team members are open to engage, we can complement and expand each other’s ideas (Heffernan, 2012).
Using Transactional Analysis, I tried to stay in the Adult position (Lapworth and Sills, 2016) and it helped reduce misunderstanding. My Thomas-Kilmann compromising style allowed me to help mediate and find solutions that worked for everyone. 
Reflecting on Relational Dialectical Theory developed by Baxter and Montgomery (1996) I realised that I was experiencing internal contradictions (Ungvarsky, 2024). Our team was formed for the purpose of completing a required group presentation. I did not choose the project or the team myself, and this, I suppose, created a sense of tension. On the one hand, I wanted to maintain my autonomy and on the other I understood that being part of the team is essential for achieving a successful result. This duality felt uncomfortable to me, and I believe others may felt the same. I consider that, unfortunately, I was not able to find a balance between this opposing needs.    
Sinek (2022) reminded me that strong teams are built on trust, not just performance. I see clear evidence of this in my work as an interior designer. My best projects have been created in collaboration with my regular team. We have built trust over time, so I usually using Delegating Style, according to Situational Leadership Theory (Hersey and Blanchard, 1977). But when new subtractors join, I need to be more Directing to make sure everything is clear and completed properly and in time, no matter how professional they are.  It brings more pressure to communication in the team and less benefits to the project, less satisfaction to team members and lower results (Coleman, 2017). 
My Resource Investigator and Shaper roles fit naturally with my work. I am the one who generates ideas and develops the overall concept, giving directions to the team on what needs to be done and how. At the same time, my lower score - Implementer and, as it is my weaker side, I can rely on others in the team to bring those ideas to life and ensure they are carried through to completion. Also, my Compromising style of dealing with conflicts helps me to be a bridge between clients and the construction team. 

4. Conclusions 
Reflecting on this module and my personal experiences, I have gained a deeper understanding of how team dynamics, communication styles, and internal tensions affect both the process and outcome of teamwork. I hav learned that being self-aware and flexible in my approach is essential, especially when working in culturally diverse or unfamiliar groups.
One of my key takeaways is the importance of recognising dialectical tensions within a team. In my university group, I experienced a conflict between wanting to remain autonomous and knowing I had to cooperate closely with others to succeed. This internal contradiction made collaboration feel uncomfortable at times. Looking back, I believe our team struggled to manage similar tensions, which limited our ability to fully connect and perform.
The Shannon-Weaver model helped me see how cultural and communication “noise” created misunderstandings in group work. Paired with Transactional Analysis, I learned how to stay calm and respond from an “Adult” state, focusing on facts and resolving emotional friction professionally.
Through Belbin’s theory, I realised that my strengths as a Resource Investigator complement my work as an interior designer, where I generate ideas and guide others. However, I also recognised the need to work with Implementers to ensure execution — both in university and in practice. This has reinforced the value of balanced roles in a team.
Overall, I have become more confident in my teamworking skills and more aware of how to improve them in both academic and real-world settings:
1. Develop Implementation Skills
As I had a low Implementer score in Belbin’s model, I will aim to strengthen my ability to plan and execute ideas by leading on the next project I work on. 
2. Enhance Cross-Cultural Communication
To reduce “noise” as described by the Shannon-Weaver model, I will actively practice clarifying messages in multicultural teams. Summarise key points during meetings, confirm understanding, and I will invite feedback to ensure shared meaning across cultural differences.
3. Balance Leadership Flexibility
I will apply the Situational Leadership approach intentionally, starting by assessing my team member’s styles and adapting my approach. For example, use a Delegating approach with experienced team members, but shift to Coaching or Supporting when working with new or less confident teammates.
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6. Appendices
Appendix 1 - Thomas – Kilmann Conflict Questionnaire Results
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