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Our project was wholly focussed on raising awareness of a social enterprise called ‘Down to earth’. Down to earth are a non-profit organisation which engage with unemployed and vulnerable people. Engagement with these individuals allow them to get on an educating platform where Down to earth offer an array of different training programmes. They are an accredited company which means they have the authority to teach and qualify individuals based on their knowledge and practical experience. Remarkable and sustainable orientated buildings are constructed through these training programmes by supervision of down to earth specialists in different fields and those being taught. The inclusion of individuals who want to learn is highly regarded in down to earth, which complements their slogan being ‘doing good things together’. In addition to maintaining a sustainable and echo friendly approach to everything they do, they use the outdoors to their advantage and offer activities and adventures for customers. 
“The project site exhibits a range of sustainability features including cob buildings, renewable energy sources, organic gardening and farming, rainwater harvesting and sustainable waste management techniques.”(Sustainable Swansea, 2017)
Down to earth currently have two different sites, Murton and Little Bryn Gwyn. They both focus on running the sites through using natural resources. The energy they make and use are from renewable energy, where they have systems in place to reduce the burning of fossil fuels for example. They use this approach in everything they do. 
“In conjunction with Valleys Kids, Down to Earth Project has been awarded £583,000 from the People’s Postcode Lottery ‘Dreamfund” (Down to earth project, 2015) 
With down to earth gaining a financial back bone being awarded £583,000 through dreamfund, we discussed as a group and with down to earth and we came to the conclusion that no fund raising was necessarily needed. Therefore, the more obvious option was to raise awareness. After having slight difficulties on deciding what to do with limited communication with down to earth, we decided that featuring an article of down to earth in a national or less optimistic- regional. We had to decide and find out off down to earth what exactly we were going to promote. We needed to know specifically the type of things they wanted us to promote, whether it may be an event or an announcement.  In addition, it was important for us to consider how we would get into contact with newspapers editors/ reporters. 
As a group, our objectives were to decide on an announcement to promote and to contact local and regional newspapers. We hoped to have secured an article in newspapers such as the western mail or south wales evening post by the end of November after receiving details about the event or announcement that needed to be advertised. 
With our objective in mind, it was important we acted upon reaching the objectives through using SMART. 
“An objective is a statement which describes what an individual, team or organisation is hoping to achieve.  Objectives are 'SMART' if they are specific, measurable, achievable, realistic and, timely (or time-bound).”(CMI, 2011)
Using SMART goal setting allowed every team member to clearly understand what we were aiming to get out of in the project. It put us in a position where we wanted to set up the best practices for us to reach the goal of having an article in the newspaper. As a group we used SMART to analyse whether what we proposed to do was specific, measurable, achievable, realistic and timely. 
•	Specific – outline in a clear statement precisely what is required.  
•	Measurable – include a measure to enable you to monitor progress and to know when the objective has been achieved.  
•	Achievable – objectives can be designed to be challenging, but it is important that failure is not built into objectives. Employees and managers should agree to the objectives to ensure commitment to them.  
•	Realistic - focus on outcomes rather than the means of achieving them  
•	Timely - (or time-bound) – agree the date by which the outcome must be achieved. 
                                                                                                                                                (CMI, 2011)

By going through each of the SMART’s points, we could see whether it was possible to reach our goals. The following was SMART tailored to our project:
•	Specific- To raise awareness through featuring an article in a newspaper.
•	Measurable- We measured progress by the different newspapers reporters we ask.
•	Achievable- We will also raise awareness through using other tools that help us in gaining a spot in the newspaper.
•	Realistic- After a discussion with a director from Down to earth, he mentioned that it would be realistic and that it is possible.
•	Timely- We wanted to send a short article to an agreed and confirmed newspaper by the end of November.
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In this report the candidates want to outline their understanding of the knowledge that the Candidate have contributed towards the group project. The aim of this report is to analyse the difference between, Individual differences, Diversity and inclusion. 
“The promotion of equality, diversity and inclusion concerns all of us and is the responsibility of all members of our community.” ( Hamer Luke, 2017) 
“A framework for conceptualizing the development of individual differences in reading ability is presented that synthesizes a great deal of the research literature” (Keith E. Stanovich, 2017)
In this assignment the candidate also going to explain what diversity, individual differences mean and how it going to affects people individually when working in an organisation with people of different race and culture.  
Every Individual has diverse types of quality’s and understandings for each other, Individual differences is when one person has a different thinking then the other person. It also means this can produce, make and happen on Behaviour. There are several types of people. Individual differences are often explanations for differences in learning and performance among learners. “Some individuals chose different paths as they can progress towards understanding, from the intelligence because some people has unusual ways of learning. “Individual difference psychology examines how people are similar and how they differ in their thinking, feeling and behaviour. people can be classified according to intelligence and personality characteristics. People are complex, however, and there are multiple theories and evidence as to what are the prevailing aspects of psychological differences. The general structure for this course is to study intelligence for the first 5 weeks, then personality for 10 weeks.” (Anon., 2007). According to the information above the candidate thinks everybody has they’re own ways of living and deciding what’s good and bad for them.
“Individual differences stand for the variation or deviations among individuals regarding a single characteristic or number of characteristics.
It is stand for those differences which in their totality distinguish one individual from another. So, we can say that individual differences are the differences among humans that distinguish or separate them from one another and makes one as a single unique individual.” (Farooq Umar , 2011) .   
The Individual differences is one of the Main key factors that the candidate does in their group project, in the group the candidate and the other team members individually chose who wants to do what. This is relating to the project and this is what the candidate does. “Much research in the last two decades has demonstrated that human responses deviate from the performance deemed normative according to various models of decision making and rational judgment (e.g., the basic axioms of utility theory). This gap between the normative and the descriptive can be interpreted as indicating systematic irrationalities in human cognition”. (Keith E. Stanovich, Richard F. West , 2001) “Individual differences in academically related characteristics can make for success or failure in one of life's most important pursuits—obtaining an education”. (Anon., 2008)
Promoting and supporting diversity when working in an organisation is an important aspect for the work environment it means to be able to value and respect everyone equally as an individual. It is vital to have an inclusive environment where everyone as an individual can participate and accomplish their goals and reach their targets besides their race, culture, disabilities or gender. To have an inclusion in the workplace it is about ensuring no one feels left out because of their gender, race, beliefs or disabilities. “Work place diversity and inclusion (D&I) represents an opportunity to build better companies, and should become integral to corporate strategies to drive performance and improve ROI”. (Guadiano, P & Hunt, E. 2016). 
Diversity is helping one another without making any mistakes and making sure you give that respect equally. “Diversity allows for the exploration of these differences in a safe, positive, and nurturing environment. It means understanding one another by surpassing simple tolerance to ensure people truly value their differences. This allows us both to embrace and to celebrate the rich dimensions of diversity contained within each individual and place positive value on diversity in the community and in the workforce.
Everyone in an organisation brings with them a diverse set of perspectives, work and life experiences, as well as religious and cultural differences. The power of diversity can only be unleashed, and its benefits reaped when we recognise these differences and learn to respect and value each individual irrelevant of their background. At Global Diversity Practice, we help organisations to implement diversity policies that will help instil inclusion, respect and appreciation across the entire workforce.” (Anon., 2017)     The information above indicates what Diversity is and what it means. “Inclusion is seen as a universal human right. The aim of inclusion is to embrace all people irrespective of race, gender, disability, medical or other need. It is about giving equal access and opportunities and getting rid of discrimination and intolerance (removal of barriers). It affects all aspects of public life”. (Anon., 2008). The candidate thinks the Inclusion is important part of the assignment and is part of the Candidates group assignment. It allows people to Participate, Confidently and Independently in daily activities. And it also allows everyone to help each other. “Diversity and inclusion are important for any learners in a learning session. This chapter provides an overview of cultural limitations in clay strategy that creates pathways toward effective communication and helps to eliminate potential barriers among people of diverse cultures and backgrounds”. (Biech Elaine , 2015) 
The candidate has explored more about themselves and the candidate also have learnt about their skills and the areas that they need to work on by continuing with this course. The candidate hope to gain enough strengths that they can get better opportunities in the future on their way through employment. The candidate hope to be able to learn and improve on the skills such as referencing candidate will be doing this by reading more books and journals that are relevant.
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Leadership has been defined by Mullins as “a relationship through which one person influences the behaviour or actions of other people” (Mullins & Christy, 2016, p. 620), the term has also been defined as “The action of leading a group of people or an organization” by Oxford Dictionary (Oxford Dictionary, 2018), and both terms have been defined by academically recognised sources.  A leader has a very important role in ensuring a team achieves their full potential and ensures that the task is completed to the highest standard possible.
The task assigned to the group was to raise awareness of a residential centre developed by Down To Earth in partnership with Valley’s Kids. Down To Earth is a limited by guarantee social enterprise which specialises in sustainable construction using locally sourced materials and educational opportunities for vulnerable and disadvantaged young people, which include basic key skills training and confidence building which is vital for future employment. 
The group were allocated specific roles to raise awareness of Down to Earth’s work. According to Belbin (1981) there are nine key roles to ensure a team’s success, such as resource investigator, plant and team worker, and of course the important role of leader of the group (Mullins & Christy, 2016, p. 292) . The leadership role was vital to get right as the right leader can have both a negative and positive impact on the group’s overall performance. According to Belbin (2016) “there is a clear implication that leadership is not part of the job but a quality that can be brought to a job.”
There are various types of leadership styles which will result in various types of leaders. The leadership style followed will have a considerable impact on how well a group will perform together. 
Leadership styles can be divided into three broad categories which are autocratic, democratic and Laissez Faire The first leadership style is known as autocratic leadership and refers to a leader who controls any decisions made within the group with the other members of the group who have little input into the final decisions. The second leadership style is known as democratic leadership and refers to a leader who is also a member of the team and includes the other team members in group meetings who also express suggestions on how to complete their goals. The third style of leadership is a Laissez- Faire leadership, where the members of the group take responsibility for all the tasks that need to be completed in order to achieve their goal, the leader of the group doesn’t take any responsibility for the actions of the group members, but passes the tasks focus onto the members in order to complete the task “as they think best” (Mullins & Christy, 2016, p. 318).  
In relation to the group’s project, the group leader was following the democratic leadership approach. The group was divided up into six categories of roles also known as Belbin’s team roles, the group leader was instructed to recruit members for their team specifically from these roles. Once all the members were recruited the team leader held a meeting to discuss how they could use their roles effectively during the project period, for example the member with the role of resource investigator would be responsible for any research required for the task.
The leader of the group would encourage creativity, by letting the group members decorate the company stall at the event, in any form that was suitable for representing Down To Earth. Another factor of democratic leadership shown by the group’s leader was the meetings that were held in relation to the task, where all members of the group would participate and share their personal recommendations and opinions to complete the task appropriately, during these meetings the team leader would make the final decision as to how the task would be completed. 
But on the other hand, the leader was also following the autocratic leadership approach in relation to our project, as the group’s project deadline approached the leader made the final decision to pursue the members of the group who were unproductive and not cooperating with the task, this resulted in the tasks being completed promptly.
An example of leadership theory applied within the group was the Vroom and Yetton contingency model (Vroom, 2000), where the team leaders decisions are analysed on its acceptance and the quality of their decision. In relation to our project the team leaders decision quality was vital as the leader would have the authority to make the final decision, in this case the decision of journalists for the group’s newspaper article on the organisation Down To Earth. This factor had ensured the members of the team that the leader would take their ideas into consideration and make the most appropriate decision based on the project task. The team leader of the group has also followed the group decision style of Vroom and Yetton as many obstacles had arised within the team at various times, for example there were numerous communication issues between the team and their organisation therefore the team leader had to suggest ways of resolving the issue to the team, who then made the decision together as a team. 
To conclude, the team have used a variety of leadership styles ranging from autocratic to democratic and have continued to develop them throughout the project period, alternating the styles they have developed depending on the situations they have encountered throughout the course of the project.
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Management can be defined as ‘a set of processes that can keep a complicated system of people and technology running smoothly. The most important aspects of management include planning, budgeting, organising, controlling and problem-solving.’ (Kotter, 2012). The reason behind why management is so important to an organisation is that organisations can only achieve their goals through coordinated efforts of members of the organisation. 
The processes of management and how organisations operate daily is necessary to the success of any organisation (Mullins & Christy, 2016). For a social enterprise such as Down to Earth, management is vital to the operations of their organisation. There are various managers in Down to Earth such as finance, project and site managers (Down to Earth, 2017). All these managers go through different processes to ensure that the projects they plan, the people and technology they manage run smoothly so that their projects goals and objectives are completed. 
A manager is also responsible for the work of other people in an organisation (Drucker, 1995). He argues that the responsibility for the work of other people is sub-standard and underlines it as a secondary characteristic rather than a primary characteristic. There are usually people in management positions who are clearly responsible for the work of other people but do not take responsibility for it. The reasons behind this could be the number of staff around them and the environment influencing their decisions in the workplace. The manager is someone who will perform management tasks, regardless if they have power over others or not. For Down to Earth, their managers must take responsibility upon themselves since they have a small workforce, however, the finance manager takes responsibility within the organisation in terms of their expenses, but they also have to figure out how to acquire funds. In 2015, Down to Earth received £945,000 for one of their projects from the Big Lottery Fund Wales (Big Lottery Fund Wales, 2017). 
The manager's perception of the workforce can impact the attitudes in dealing with people and the method of management behaviour implemented and theories such as Mayo (1933). Mayo’s theory is known as the Human Relations theory and he came up with the idea of changing the working conditions of the workplace such as lighting and length of breaks. He proved the importance of the employees and not the machinery and the results showed an increase in productivity throughout the workforce since they felt recognised and greater personal freedom (Perry, 2017). Due to the size of the projects Down to Earth generally plan, they require a lot of people to help and their staff is usually not enough. Therefore they have weekends where people volunteer to help and they are also free to leave if necessary. 
Another popular theory that is regularly used is McGregor’s (1960) X and Y theory. McGregor argued that a chosen management style used can influence the manager's attitude and behaviour at the workplace (Mullins & Christy, 2016). The main assumptions for workers of Theory X are that the average person is lazy, dislikes work and motivation only occur at the physiological and security levels. Based on these assumptions, the usual use of rewards from the manager's position and authority is expected to result in an authoritarian style of management. The principles of Theory Y is the integration of individual and organisational goals and this theory assumes work is natural, commitment to the job and taking responsibility. These two theories usually reflect upon the manager's style of behaviour (Mullins & Christy, 2016). When this theory is put into an actual working environment, the style of management behaviour adopted will generally be influenced depending on the situation the organisation is facing. If a job requires various tasks and elements of problem-solving, then Theory X would be more suitable for that specific job. However, if a job requires commitment then Theory Y would be the most appropriate. 
Down to Earth would be in the Theory X category in terms of monitoring since labour jobs require supervision for health and safety, however, the staff and volunteers would be in Theory Y since they like working there and take responsibility for their actions.
Taylor (1911) developed the Taylorism or scientific management theory. This theory had four main principles in working which are one best way, select and train individuals based on tasks, give individuals clear instructions and supervision and divide work between managers and employees with managers planning and employees doing the work (Mullins & Christy, 2016). Down to Earth do not use majority this management method since this method is used more frequently in larger organisations, however, they do train ‘hard to reach groups’ their building methods and other skills so that they are more employable. All of the behavioural models or theories that managers adopt have the ability to motivate workers in an organisation when working towards a mutual goal and increasing the chance of success.
All the management behaviour models discussed can be adapted by managers for different projects and the manager must ensure that they have chosen the appropriate one so that the team members are motivated to achieve to organisations goals and objectives. The main responsibility of a manager is to ensure a proficient approach towards people management.  
To conclude, managers should carefully decide on what style they choose to adopt since each method has various advantages and disadvantages. They could also integrate theories together if it is suitable for their organisation. They must also consider the responsibility of their position in the organisation as it could influence the productivity of workers.
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The purpose of this report is to investigate the factors influencing group and team behaviours within an organisation. The report will also discuss how the group of students of the University of Wales Trinity Saint David, behave and manage to raise awareness of social enterprise Down to Earth in which the group was involved.
According to Crainer (1998), a team is a limited group of people who have mutual aims. He also believes, that all team members to succeed, rely on the success of the other team members.
Aider (1986), claims that a group is an unrestricted number of people forming a unit for a purpose or a cause. The author stated that groups are also interdependent, the success of each group member depends on the success of another group member.  
According to Belbin (2012), the main differences between a team and group are the number of the members, the working style and the leadership. Groups can have an unlimited number of members, while, a team can comprise a restricted number of people. The second difference is that in a group the leadership is entrusted to a single individual, whereas, in a team, the leadership is shared and rotates among the team members. The working style of a group is flexible, while, in a team, the working style is well coordinated and strict.
Franz (2012) believes that the teams in organisations are essential to complete tasks. Organisations prefer working with teams because the communication is fast, the work is divided and well coordinated. As described by Mullins (2016), the Belbin team model is used by the organisation to recruit the right set of people to increase the performance of the organisation. After identifying the roles suitable for each member of the team, the Down to Earth project team utilised the Belbin team model to determine the right task for each member of the group. A good example could be the team leader who was responsible for the communication with the manager of the organisation and the coordination of the work of the other members of the team. The resource investigator was responsible for the research used by the team for their project. The two team workers were co-operative and were able to adapt easily to different activities within the team’s project. The implementer of the group during the meetings turned the ideas into practical outcomes. The task of the completer finisher was to analyse the final work made by the other team members, find out errors and perfecting the final work (Belbin, 2004).
The vice-president of People Analytics and Compensation at Google, Prasad Setty (2016) claims that there are other factors involved in a teamwork, not only the characteristic of the individual. Google believes that the individual in the team is not more essential than how the team work together to succeed (Goal Summit, 2016). Having considered the factors which Google uses to have an effective team, the Down to Earth project team had some difficulties during their performance, due to the lack of communication between the team and the organisation (Bovee and Thill, 2013). Another main factor which determined negatively the performance of the team was the confused objectives set by the manager to the team in raising awareness of the social enterprise Down to Earth. Although the team role identification helped the team with assignation of their task, this did not help the team to have a great performance. The short time available caused the lack cohesiveness of the team (Pettinger, 2013).
Another factor that could also determine the team’s cohesiveness could be the stage of development and maturity. As stated by Tuckman and Jenson (1977), there are five stages of a group development which includes Forming, Storming, Norming, Performing and Adjourning. Forming is the first stage and it is when the group members rely on the instruction of the team leader, whenever they have no understanding and knowledge of their tasks. The Forming stage is completed, when an individual decides to engage in becoming a group member. The Down to Earth project team Forming stage was slow due to communication issues. Storming is when there are conflicts between the group members and emotional resistance of the members in completing certain tasks. The team Storming stage was when the team had a negative mindset and behaviour towards the project’s objectives. Once the group conflicts and misunderstandings are resolved, the group can move on to the Norming stage. Basically, the Norming stage is when the members of the group appreciate each other’s strengths and when they start cooperating as a team. Down to Earth team, found out the strengths of the team and this helped the team to cooperate in completing their tasks. Performing stage begins once the initial problems of the group are solved and when the roles of the group are functional and flexible in order to give high performances. When the team completed the Norming stage, they were able to work as a team and achieve their goals. The final stage known as the Adjourning stage is the most uncertain stage, it is when the group achieved the objectives set and has to decide to discharge the group temporarily or permanently. The Down to Earth team was pleased to work together as a team, once they achieve the objectives set, the team might disband (Watson and Gallagher, 2005).
The Belbin team model role is essential for the teams in organisations to achieve their objectives and increase the performance of the organisation. Employing the right group of people to create an effective team, it is one of the aims of organisations. The Down to Earth project team allocated the role of each team member, using Belbin team model and this made the team work effectively.
Some companies, like Google, believes that the qualities of the individual in a team are not as important as the way the team work together effectively. Down to Earth in contrary, consider the individual strengths of each team member and unite them in one team.
The Tuckman and Jenson five stages of development and maturity are essential for the cohesiveness of groups or teams. Each of the five stages presents different challenges, the main aim of the stages of development is to enable the team to work cohesively and successfully.
To conclude this report, it can be pointed out that companies, in order to achieve their objectives successfully, carefully focus on creating the right team. Due to the limitation of word count, the author was unable to give a wider explanation of the topic.
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“It is safer to be feared than to be loved, when one of the two must be lacking. For one can generally say this about men: they are ungrateful, fickle, simulators and deceivers, avoiders of danger, and greedy for gain. … Men are less hesitant about injuring someone who makes himself loved than one who makes himself fear, because love is held together by a chain of obligation that, since men are a wretched lot, is broken on every occasion for their own self-interest: but fear is sustained by a dread of punishment that will never abandon you.”
(Machiavelli, 1532, p. 58)
[bookmark: _Hlk504127098]The question of how best to motivate a body of people is an age-old question, over five hundred years ago Machiavelli was pondering the most effective means of motivating the population of a state in perhaps his most infamous work, The Prince (above).  Taylor (1911, p. 10) asserted that “it is possible to give the workman what he most wants – high wages” and it is only more recently and with a more rigourous scientific approach to the study of motivations that theorists have moved away from this idea of the underlying greed of the worker. Maslow’s hierarchy of needs describes a need to fulfil physiological drives followed by a need for safety (Maslow, 1943). These needs can mostly be fulfilled through the proper application of funds, food can be bought, money can provide a sense of security. Maslow acknoledges that these needs can have a different priority, should one have been consitently fulfilled for a long period of time a person can become complacent and give less priority to that need.
It is the view of the author that perhaps the best theory of motivation of the 20th century is that of Herzberg (1968), whose hygeine and motivator factors describe satisfaction and  dissatisfaction as two separate needs to be considered. A person must not only be motivated; they must not be demotivated. In the case of the group’s project with Down to Earth there were problems with both motivators and demotivators. 
The key demotivators in this case were not only the group’s relationship with the director of Down to Earth but also the strict limitations placed on the group by said director. The difficulties the group encountered in contacting the director, being bounced around three different email addresses, their facebook page and finally two different phone numbers, did not create a good first impression of the organisation. Following this up with the director seemingly being unaware of the fact he would be working with any students cemented this poor opinion of him and his organisation. In then setting such a specific task over a timescale of less than a month with no supervision or assistance led to the group floundering somewhat, with no real idea of how to approach the set task. On the motivational side of things, Down to Earth failed to inspire any particular interest in goals of their organisation as the whole social enterprise seemed to be fairing well, with no particular need for assistance from students. Had the organisation been in any way in need of the assistance the group was offering then that could well have provided the motivation. In treating the group as something of an afterthought they removed any potential sense of purpose by making clear the insignificance of the objective the group was set.
The lack of autonomy allowed the the group ties in nicely with the more recent 21st century approach of Dan Pink (2009a) who advocates a three aspect theory of motivation. He suggests that people are happy to continue working for a company for greater autonomy even if they might earn more elsewhere. He cites Jeff Gunther as stating “employees are far less likely to jump to another job for a $10,000 or even $20,000 increase in salary. The freedom they have to do great work is more valuable, and harder to match, than a pay raise” (Pink, 2009b, p. 29). With the project group being given such a narrow remit for their task, an article about one single construction project, on either a single website or in a single newspaper (both owned by the same media group) there was no room for independent thought or creative problem solving. Once it was discovered that the aforementioned website had already covered the intended subject of the group’s article (Owens, 2016) and that there had been no new developments since then to report on the group lost all motivation, perciving the task to now be impossible.
“For what you see and hear depends a good deal on where you are standing: it also depends on what sort of person you are.” (Lewis, 1966, p. 75)
Perception plays a role in everything we do, and had an influence on how the group worked together, whether that was the perception of time (such as the exact meaning of “we’ll meet at 11 o’clock”) or the perception of the importance of the group assignments over the course of the semester. The group was the victim of a perceptual dissonance on the part of Down to Earth, who seemed to have strange expectations of what the group was capable of. On first approaching them the group was instructed to research possible software to use to create a smartphone app. 
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