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Reflective assessment of a group presentation collaboration 

[bookmark: _Hlk133581998]Introduction 
In order to know where we are going, it has been stated that we need to understand where we have been. By reflecting, or looking back, on the assigned group work where we each had to collaborate to create a 20-minute PowerPoint Presentation. The presentation showed the importance of ‘Staff Retention’ through the guise of a Human Resource Director of an international firm working with other senior managers. The group consisted of 4 people, Crystal, Franco, Dewan and myself. I was chosen to be the group leader, which I accepted, along with the additional responsibilities it entailed. As a group, we came to the consensus of choosing the topic of ‘Staff Retention’. The roles and areas within the topic were divided and agreed on. 

Benefits of Group Work
Collaborative working in groups has many benefits, where members can assist each other when necessary, either with the assigned work, emotionally, or in other positive ways to enable all of the members to gain the most out of working together.

Challenges of Group Work
Working as a team can also have negative elements that create challenging moments and situations, when only some of the members are in agreement, either in individual moments, or throughout the collaboration. This can become problematic and could prevent the group from completing their assigned task. Timekeeping and communication can also bring problems into a group, such as lateness, or absenteeism can cause a group to struggle to complete their assigned task as communication breaks down and members of the group feel an unnecessary burden has been shifted to the other group members. It is imperative that all members work together as team members and not as individuals, because the individual’s problems unfairly affect the group dynamics and workload as a whole.
Group Presentation Benefits
Although working in a group can have its drawbacks, it can also produce many benefits. It enabled each of us to work in areas where we felt comfortable and were able to rely on the other team members as needed. Being a leader I was able to organise and create the necessary documents for submission, with the other members adding their content. This worked well initially as we all worked to our strengths.

Group Presentation Challenges
Unfortunately, there were a few unsteady moments when a member was unsure of the requirements of the assignment’s brief. The other members and I worked together to ensure that this member felt secure in their understanding before we continued on our individual research for our selected topic areas.
With only 2 weeks before the presentation date, we found ourselves with a member unable to physically meet with us, although we did use video and group calling to work around this, but it was quite challenging. Having Easter during this period only helped to compound the problems with meeting as a group, as no one was able to physically meet, and the times that we could meet virtually were limited. 
While we worked on creating our slides, we did not have a ready template prior to creating our individual slides, which added to the disagreement when combining our content to the agreed template design.

Slide Creation
The creation of the slides style template was initially agreed upon with excitement, to be given to a member and me, as we have both created Presentations professionally. As the slides template was created, it became apparent that a member was no longer in agreement with having a cohesive design displaying their content, but instead wanted to have full autonomy of their slide’s design. although this caused, a break in our Presentation’s design, it was agreed for them to continue, which I felt was disappointing because it seemed that they were no longer unwilling to work with the rest of us as a team member. This also seemed apparent when they altered the Word document template, which the rest of us agreed to when adding their talking points. 

I found researching and creating my slides quite interesting, as I was able to design the group template and present my research using text and visuals which I utilised in creating infographics for myself and other members, as well as the slide theme colours.

Group Team Leader
It was agreed that I should be our group’s Team Leader, I was responsible for submitting our presentation to TURNITIN, creating and monitoring the consistency of the slides theme design, grammar and slide ordering, making sure that the group worked well together and that all of our individual slides, once placed into a PowerPoint Presentation, were using the same template and had a cohesive design throughout. This initially was difficult to collaborate on, as we did not all have the same idea about having a cohesive design, but this was eventually, overcome as we came to an agreement. I believe that this was, in part due to instruction (via email) sent to the class. 

Presentation of Slides
Our group presented first, which I initially found to be positive, as it meant that I wouldn’t get nervous while waiting to present. Unfortunately, I realised, just before I was going to present, that it was to be performed in front of the whole class and not just the examiners. This I found extremely off-putting. I felt nauseous, stressed and began to forget what I was going to say the more my nerves increased. This did affect my performance, because I didn’t look at the class/examinators as much as I would have liked.
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Slide 3 (My 1st Slide -  Introduction) Word Count 144
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Slide 4 (My 2nd Slide -  Introduction) Word Count 123
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Slide 5 (My 3rd Slide -  Facts) Word Count 118 –  including the infographic text 222
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Slide 6 (My 4th Slide -  Facts) Word Count 104 –  including the infographic text 142
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Slide 6 (My 5th Slide -  Data) Word Count 173
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Slide 7 (My 6th Slide -  Data) Word Count 141



Feedback
The feedback that I received stated the addition of bullet points would improve my slide appearance and that a reduction in the displayed text would also be an advantage.  I agree that bullet points would bring in another dynamic to add to the presentation visuals, but I believe that it is also a false perception regarding the text amount as many of my slides have similar amounts of text, including slides 5 & 6 which were said to have an acceptable amount of text. 
The following slide text data shows that the amount of text range was similar throughout, except slide 5 which had a total text word count of 118 and a count of 222 including the infographic text. I was advised that the slides containing the infographics were acceptable, the slide with the highest word count was slide 5 with a total word count of 222.
This has led me to believe that the amount of text seems less if it is alongside an infographic, as the text on my other slides were accompanied by a photo image, which due to the lighting during my presentation, appeared faded and difficult to see, as the slides were enlarged leading to some of the slides being out of view.

· Slide 3 (My 1st Slide -  Introduction) Word Count 144
· Slide 4 (My 2nd Slide -  Introduction) Word Count 123
· Slide 5 (My 3rd Slide -  Facts) Word Count 118 –  including the infographic text 222
· Slide 6 (My 4th Slide -  Facts) Word Count 104 –  including the infographic text 142
· Slide 7 (My 6th Slide -  Data) Word Count 141

Conclusion
In conclusion, I have found working in a group to create and present a PowerPoint Presentation, both beneficial and challenging, but overall I enjoyed and liked the end result of our PowerPoint Presentation. Although my personal feedback pertaining to my slides was that I needed less text and I should alter the amount of text by including bullet points with the summarised text and the inclusion of additional imagery, I will in future consider this depending on the content and audience. 
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Introduction

We will explore how the effect of Brexit and the Cowtd® Pandemic influenced the “Great
Resignation”, felt in many countries across theontinents, produced record numbers of
turnover on a global scale thateadto organisationsfound filling their vacancies with
competent candidates challengingas the level of the workforce willing to apply, fell far
below their expectations.

Using policies,legislation and strategies we will discover the importance they play in staff
retention. A clear and solid understanding and implementation of relevant, proven theories,
developed through studying the significance of a person's basic needs, both in and outside
of the workplace, can have a dramatic effect on their performance at work and how
theirwants and needs are tied into an organisation’s turnover.
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               Introduction We will explore how the effect of Brexit and the Covid - 19 Pandemic influenced the “Great Resignation”, felt in many countries across the continents, produced record numbers of turnover on a global scale that lead to organisations found filling their vacancies with competent candidates challenging, as the level of the workforce willing to apply, fell far below their expectations. Using policies, legislation and strategies we will discover the importance they play in staff retention. A clear and solid understanding and implementation of relevant, proven theories, developed through studying the significance of a person's basic needs, both in and outside of the workplace, can have a dramatic effect on their performance at work and how their wants and needs are tied into an organisation’s turnover.   Alison Faucher (2236800)


image6.png
Fa CtsS Managers and Employee Turnover

5 Ways Managers Can Stop
Employee Turnover

1. Connected managers 1
catch intent to leave long

before it occurs. Increase the

frequency of

e 2. Empathetic managers
L listen to problems, receive
employee feedback and help

Coaching 62% less likely prioritise the workload.
employees to be burned
through career

5. Coaching managers help 5 e e
struggling employees find

their future within your
organisation.

better employees
that feel valued

Managers are
Managers who listen . )
. uniquely positioned
with genuine interest

to resolve
help connect the work of

employees
a team to the mission

concerns

3. Empowered managers find
creative solutions, personalize
flexibility and advocate for their

4. Inspiring managers offer
o people.

regular employee recognition,

encouragement and mission

moments.

(PENDELL, B. 2021)
Alison Faucher (2236800)

Managers are the leaders and coaches in

their organisations sectorsthat they oversee.
This applies to both national and international
organsations. They are looked tofor guidance,
and as such are key increating and maintaining
a positiveculture that fosters amindset that
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the selection process and onboarding

to training and validation. Wheremployees
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employee turnover.
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                    Facts Managers are the leaders and coaches in their organisations sectors that they oversee. This applies to both national and international organsations . They are looked to for guidance, and as such are key in creating and maintaining a positive culture that fosters a mindset that promotes employee satisfaction with their work and future potential for promotion, from the selection process and onboarding to training and validation. When employees feel valued and listened to and have managers who are open to suggestions and genuinely listen to and assist their staff to overcome problems and attain their aspirations. By employing these 5 principles, managers can be at the forefront of employee retention and actively participate in the reduction of employee turnover.  Managers and Employee Turnover     Alison Faucher (2236800)
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Facts The Great Resignation
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The facts appear to be demonstrating that the evidence for the ‘Great Resignation’ is real. Although retirement added td stafover, the

levelsof staff dismissals and redundancy levels increased during the Covil® pandemic, but they are on aecline withimmigrant workers

returning home due to Brexit regulations, thus reducing thevorkforce in many sectors and workers demandingnore flexible ways & working.
Staff, post-pandemic, are valuing their mental health more and revaluating their prioritiefamour of a betterwork-life balance, as
resignations increased, with the decline of the Coviti9, to a rise of 40% morethan before the pandemic(CIPD 2022)
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                    Facts  The facts appear to be demonstrating that the evidence for the ‘Great Resignation’ is real. Although retirement added to staf f t urnover, the levels of staff dismissals and redundancy levels increased during the Covid - 19 pandemic, but they are on a decline with immigran t workers returning home due to Brexit regulations, thus reducing the workforce in many sectors and workers demanding more flexible ways o f working. Staff, post - pandemic, are valuing their mental health more and revaluating their priorities in favour of a better work - life balance, as resignations increased, with the decline of the Covid - 19, to a rise of 40% more than before the pandemic. (CIPD 2022) The Great Resignation     Alison Faucher (2236800)


image10.png
Data The Great Resignation

In the UK, since the COVID-19 global pandemic, the level of employment has

fallen to pre-pandemic levels, which were at a historic low at its

commencement. Although this increases to 5.2% in final quarter of 2020, this A
was lower than projected at the beginning of that year. Unemployment has

continued to decrease where the UK government recorded that the levels

reached 123,000, in period of November 2022- January 2023. (FrancisDevine,

Powell, 2023)

In 2021, Americasaw 47.8 millionpeople resign their jobs with a monthly total
averagingalmost 4 million a month. To date this is the greatest number
recorded. Although this was a record departure the number of people
resigning from their positions, many seem to have simply migrated to other
jobs with the unemployment levelstabilisingat an almost 50 year record low
seen only prior to the COVID-19 global pandemic (Weinstein, m., Hirsch, P) This
leads to few reasons behind their change in jobs, which the most popular being

dissatisfaction with their previous job and seeking higher wages.

Alison Faucher (2236800)
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               Data In the UK, since the COVID - 19 global pandemic , the level of employment has fallen to pre - pandemic levels, which were at a historic low at its commencement. Although this increases to 5.2% in final quarter of 2020, this was lower than projected at the beginning of that year. Unemployment has continued to decrease where the UK government recorded that the levels reached 123,000, in period of November 2022 – January 2023. (Francis - Devine, Powell, 2023) In 2021, America saw 47.8 million people resign their jobs with a monthly total averaging almost 4 million a month. To date this is the greatest number recorded. Although this was a record departure the number of people resigning from their positions, many seem to have simply migrated to other jobs with the unemployment level stabilising at an almost 50 year record low seen only prior to the COVID - 19 global pandemic (Weinstein, m., Hirsch, P) This leads to few reasons behind their change in jobs, which the most popular being dissatisfaction with their previous job and seeking higher wages.  The Great Resignation  Alison Faucher (2236800)
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Data The Great Resignation

Last year businesses prepared fothe "Great Resignatior!, which affected
other countries globally with high numbersof people resigning fromtheir
jobs. In the UK companies saw their staff departure level rising above pre
Covid-19 pandemic levels recorded in a similatime periodin 2019. 45% of
surveyed Managersby the Chartered Management Institute forBloomberg
News, stated that turnover increased to a greater level than i2a019 with
larger companies facing the brunt of resignations at whilsmaller companies
saw a smaller staff departure. This led to mangompanies recognising that
they need to alter their retention strategieawith 89% introducing flexible

working compared to 58% prior toMarch 2020. The Great Resignation has
also been seen in othercountries in Europe as well as Asia, which saw many
resign their positionchoosing to re-evaluate their worklife balance.

(Bloomberg 2021) /
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               Data Last year businesses prepared for the " Great Resignation ", which affected other countries globally with high numbers of people resigning from their jobs. In the UK companies saw their staff departure level rising above pre Covid - 19 pandemic levels recorded in a similar time period in 2019. 45% of surveyed Managers by the Chartered Management Institute for Bloomberg News, stated that turnover increased to a greater level than in 2019 with larger companies facing the brunt of resignations at while smaller companies saw a smaller staff departure. This led to many companies recognising that they need to alter their retention strategies with 89% introducing flexible working compared to 58% prior to March 2020 . The Great Resignation has also been seen in other countries in Europe as well as Asia, which saw many resign their position choosing to re - evaluate their work - life balance. (Bloomberg 2021)  The Great Resignation  Alison Faucher (2236800)
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Introduction

In this presentation, we will concentrate on the importance of staff retention and will explore
how clear objectives, feedback and support, good working relationshipstogether with

rewards and recognition are best employed to develop a reduction in staff turnover through
strategic planning and implementation of employee retention policiel an effort toreduce
staff turnover, within an internationabrganisation from an international HR Manager's
perspective of their workforce, it is understood that when there needs to be a clear strategic
approach to staff retention, detailing the positive approaches needed to increase an
organisation’s productivity and staff engagementt is therefore imperative that the employee
is considered as an asset and strategies are put into placgjlisingall three levels,

Corporate, Business and Functional, to alter the dynamics in the approach used to secure a

long-term work relationship that benefits both the employer and employee.
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               Introduction In this presentation, we will concentrate on the importance of staff retention and will explore how clear objectives, feedback and support, good working relationships, together with rewards and recognition are best employed to develop a reduction in staff turnover through strategic planning and implementation of employee retention policies. In an effort to reduce staff turnover, within an international organisation , from an international HR Manager’s perspective of their workforce, it is understood that when there needs to be a clear strategic approach to staff retention, detailing the positive approaches needed to increase an organisation’s productivity and staff engagement. It is therefore imperative that the employee is considered as an asset and strategies are put into place, utilising all three levels, Corporate, Business and Functional, to alter the dynamics in the approach used to secure a long - term work relationship that benefits both the employer and employee.   Alison Faucher (2236800)


