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Gibbs, (1988) states, “Without reflecting upon experiences, it may quickly be forgotten or its learning potential lost.” Gibbs, (1988), developed a reflection cycle, to create a structure that allows learning from experience. In this assignment I will be following Gibbs’ (1988), reflective cycle to reflect upon the recent group work I have recently undertaken. Gibbs’ Reflective Cycle, (1988), comprises of six stages; Description, Feelings, Evaluation, Analysis, Conclusion and Action Plan. 
For the first part of module four of the Inclusive Education course I am currently on, we were tasked with creating a ‘Pecha Kucha’ style presentation on one of the worlds ‘wicked problems’. The groups were decided, but I was not present when the groups were decided and the group comprised of myself and three other people; Person A, Person B and Person C. When we met for the first time as a full group in teams, I gave suggestions of what ideas we wanted to do for our wicked problem, but as everyone else had already been present when the groups were decided, the rest of the group had decided on a topic without me. The presentation was split in to four parts; What is the wicked problem and how did it arise (Myself), What is the impact of the wicked problem (Person A), Design Thinking (Person B) and The final outcome (Person C). I was looking forward to working as a group and creating a different style of presentation, but as time went on, I found that problems arose. 
After this initial meeting, I felt like an outsider, due to the fact that everyone else in the wider group work together, and I am from a different setting. What also contributed to my feelings, was that I felt I was not included in the decisions the group were making. 
The second time we met as a full group on teams, we all spoke about where we were at with our research. Person B and C expressed that they had not done any research, so as a group we all came up with multiple design thinking ideas and we all collectively agreed on a final outcome. We then all felt we should meet in person over the coming holidays to work together on our presentation and we came up with a date that suited everyone. Unfortunately, I could not make any of the suggested dates so it was agreed that I would work at home and we would have a call as a group. After this meeting, I felt that we were working well together and I started to feel included in decisions that were being made. 
When the group met for a third time, I was not present but we stayed in contact via phone. No group decisions seemed to be made, but the title of the presentation was changed and it was agreed between the other members that I would add an extra section to my area of presentation. I was told this via our group chat. I did express that I felt it was unfair as I already had to do what it is and the history, but they all agreed I should add it in, so I reluctantly agreed. 
As I was completing my part of the presentation on our shared document, I noticed that the other members of the group’s slides were all different lengths, going against the Pecha Kucha style. I popped a message in our group chat saying what I had noticed and that I was concerned we would be marked down for not meeting the assessment criteria to be met with confusion and annoyance. This caused a grievance among the rest of the group and they all collectively agreed that they were unable to make the slides the agreed length as what they were saying was longer than 30 seconds and that it won’t matter if they aren’t all the same length. I had explained that I too was finding it difficult to keep time, I understood that this was the point of the style of presentation we were asked to complete. I felt as if the other members of the group were not concerned by being marked down, and that what I was saying, again, did not matter. After this final exchange, I felt that what I had to say did not matter and that there was no point in me trying to explain further, and I felt as though I gave up and accepted the fact that I will be marked down. I did not contribute to the group after this, completed my slides and submitted once everyone agreed the presentation was ready. 
I think that the quality of the work was of a high standard and after our initial first meeting I felt we mostly worked quite well together when it came to coming up with ideas for our work. I also think we contributed equally to most things, and this gave a good outcome for the quality of work. 
I believe there are a few reasons that I had a negative experience in this group work. The first being that decisions weren’t made as a group. I believe this to be a result of ‘Groupthink’, coined by Janis in 1971. Groupthink is a term that was coined to describe when a group of people makes “irrational or non-optimal” decisions that furthers a groups cause (Janis, 1971). Although I do not feel that I was deliberately not included in group decisions, I feel that as they worked together and knew each other well, it became difficult not to notice that I was the outsider. Haydon, (2020) states that Groupthink ‘shames’ the outsider when a new prospective is brought in and this can cause the outsider to not speak up or contribute effectively, and I certainly feel that this was the case here when I was putting across points. This meant that I felt there was no point in adding anything more to the group, becoming a victim of Groupthink.
Another reason I think things didn’t go well is because of conflict. Conflict is defined by Levi and Askey, (2021) as “the process by which people or groups perceive that others have taken some action that has a negative effect on their interest.” And although conflict in a group or team can be a healthy sign, it can also be a sign of a problem (Levi and Askey, 2021). There are a number of reasons conflict could have arisen as a group, but I wonder whether one of the reasons for this conflict is ‘Ingroup Favouritism’. Tajfel et al., (1971) demonstrated how dividing people in to “arbitrary groups produces ingroup favouritism.” Which is where people tend to respond more favourably to people from their ingroup than they do to people from their outgroup. Given that I am from a different setting than the rest of my peers from a wider group, I am not sure the out come would have been different had I been put a different group. 
Although I can see that Groupthink and ingroup favouritism may have occurred, I can see upon reflection that one result of these is that I became defensive in my responses and then eventually completely withdrew as not to continue conflict, a result of intragroup conflict, summarized by Tavris and Aronson, (2007). And although avoidance might work to resolve conflict in the short term, groups can find themselves addressing the same issues later (Levi and Askey, 2021) 
There are clearly a few issues here at play, but how do we resolve them and what can I do in the future to avoid the issues or not have them happen again? One way is to prepare for conflict. Levi and Askey, (2021), found that preparing for conflict can “create an environment that allows for dealing with conflict, without creating emotional and relationship problems.”. This can be done by using negotiating tactics to find solutions acceptable to all members of a group, which will help to build trust. 
Another way to future proof against future issues is to handle the conflict in a way that will benefit the outcome. Several studies have shown that conflict can improve group performance (Amason and Sapienza, 1997; Amason and Schweiger, 1994; Jehn, 1995), and the way a group handles conflict plays an important role in whether the conflict has a positive or negative impact (DeChurch and Marks, 2001). Active conflict management can maximize performance, and even if a group experiences a high amount of conflict, if the conflict is managed in an active, open and agreeable way, the conflict can benefit performance and individual satisfaction as found by Dechurch and Marks, (2001). 
In conclusion, Using Gibbs (1988), reflective model, I was able to effectively reflect on the group work. I think it’s important to note that I don’t think the rest of the group felt as I did, as Shah et al., (2020) states; “Conflict that involves a whole team is quite rare.” I was able to see that even though there was quite a negative experience, I can use the experience a learning opportunity, and not always be defensive or withdraw if an issue comes up, but I am able to see that conflict can be a positive, and the importance of creating a positive environment where others are comfortable to speak up. I intend to read further ways of conflict management and look at how I can respond better, to ensure a positive outcome not only for myself, but for everyone in the group. 
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