Individuals differences – Nia James
This part of the project reflects on individual differences within an organisation including my chosen organisation, Matthews House. There are many different aspects that make us different within an organisation. 
[bookmark: _GoBack]According to Hicks (2005), individuals have different abilities, personalities, learning experiences and attitudes, they work in different ways and develop creativity meaning within an organisation. If you have people with different abilities it can make the team stronger as they will be able to cover more aspects within their task. Hicks (2005) says factors such as motivation, gender, and physique are differences we share with others. People are born with hereditary factors such as genetics, they also learn and change depending on their environmental surroundings. Job performance is constructed by work effort, individual attributes, and organisational support as suggested by Blumberg and Pringle (1982). Matthews House has a diverse workforce including different genders, ages and ethnic origins. They also welcome everyone in Swansea to use their service no matter their background. This organisation also uses personality characteristics as they affect their volunteers behaviours meaning when their volunteers capacity to perform is emphasised and praised then their individual performance is increasingly better. Thom, the manager, puts a lot of effort into his organisation and gets all of his support from volunteers, fundraisers and anyone who donates to him resulting in him not having to fund for many things. 
Personality has been examined by Witkin et al (1954) on field dependence and independence. Mullins states dependant people were reliant on the context of the environment, whereas, the independent people relied on their own bodily cues. Matthews House have dependant volunteers working there as they are reliant on the organisations aims and objectives due to them working towards these. Rollinson (2008) describes personalities as being made up of social factors, cultural factors, genetic factors, and situational factors. The complimentary approach by the Myers Briggs Type Indicator (MBTI) is a combination between 16 personality types. Bayne (1997) contended that Myers Briggs suggests people are attracted to the work that allows them to express and use their personality type the best, and that we should do what works for ourselves. Within my group we all underwent the MBTI and myself and Jessica scored a ‘ESTJ’ meaning we are practical, realistic, decisive, and organise projects which I think we have been made up of situational factors as we plan ahead of situations to ensure we don’t miss anything out, we both like to the leaders which can be a negative but hasn’t as we have worked well together. Jack and Ruby resulted with ESFJ meaning they are cooperative and like to work with others which proves they are great team players. Finally, Ella concluded with INFJ which means she connects to ideas and relationships. Overall due to our results I can identify with how we have worked so well as a team so far due to the fact we have different personalities which combine and support each other. 
	According to Mullins (2010), testing and assessment is recognised as a key element to organisations as a selection of tests and questionnaires simply means measurements of intelligence, achievement, developed abilities and aptitude for particular tasks. Organisations tend to assess someone’s personality before deciding whether to employ them which is both good and bad. Even though Barrett (1967), describes tests as ‘not proved to be useful’ due to people just answering with what they think is the ‘socially expected right answer’, an argument could be made that organisations have the power to ask for in depth answers instead of simple tick boxes, this will allow candidates to go into as much detail as they want to express their strengths to the employer instead of ticking yes or no boxes which would result in many candidates having the same score and no differentiation. The psychometric testing in the workplace to Mullins (2010), must be objective, standardised, reliable, valid and discriminating but not discriminatory. This test includes recruitment and selection (to assess suitability), personal development planning (includes training coaching) teamwork, and leadership development (assesses qualities). Advantages of tests include they make decisions about people, they predict performance for the future, and they identify accurate descriptions of people’s behaviour. Problems that could occur would be time consuming, expensive, misused, abused, can be seen as intrusive by candidates and some candidates could have already practiced the test which is unfair. For example, within my team we identified each of our strengths and weaknesses so we know who was suited for what role. Teamwork was a massive strength for us as we all had different abilities meaning we all supported each other which also prevented us from having any problems this is due to the fact we were all compatible with each other and compatible to the task. 
	Other individual differences include ability and intelligence. Mullins (2010), says nativists believe intelligence is inherited and empiricists says our environment shapes our behaviour and mental abilities, however Howe (1998), says intervention can have an impact on IQ meaning and the empirical findings provide no support. People, jobs and environment all have impacts on these theories for example, personality and intelligence are linked as inheritance is strongly influence due to the environment. Goleman (1996), states abilities such as motivation and persist in the face of frustration, control impulse and delay gratification, to regulate someone’s mood and keep distress from swamping the ability to think, to empathise and to hope. The Hay Group, working with Goleman, came up with eighteen competencies that make up the four components of EI (emotional intelligence). They define the EI as recognising our own feelings and those of others, for motivating ourselves and for managing ours and other’s emotions. As a group we under-went the Emotional Quotient Self-Score Questionnaire to help us evaluate aspects of our EI. The questionnaire explored self-awareness, self-management, social awareness, and social skills. It helps to identify areas of strength and areas of improvement. We weren’t surprised with our results as we expected to have difference due to the fact during group work we all had different strengths. I scored the highest for self-management, Ella scored the highest for social awareness, Jess scored the most for self-awareness and Ruby and Jack scored the highest for social skills. This is why we have been working so well together as a team, we chose the right people to work with according to ability, collaboration and accurate self-assessment. 
	Diversity management means more to organisations compared to legislation, states Hellriegel and Slocum (2010). It recognises value differences and aims that make a positive use of unique talents and perspectives in the workforce. Equal opportunity is a key section in diversity management for many different reasons such as the equal employment opportunities legislation, increasing the number of women who enter the workforce and demographic changes. Hellriegel and Slocum (2010) describe dimensions of diversity in two different parts, primary (genetic) including age, race, gender and secondary (learned) including education, work experience and income. The last section is the business case for diversity, this involves understanding consumer needs to increase sales, improved job satisfaction and action plans. 
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