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                           GROUP DYNAMICS REPORT 

            1. Introduction.
Group dynamics divide the range of action and interaction between members. This includes the pattern in which group members interact, communicate, make decisions, and use influence on one another (Forsyth, 2018). Understanding group dynamics is essential for everyone who wants to work effectively in a group pattern, whether in a workplace, in school, or in social places. There are several parts that can create impacts on the group dynamics, such as the size of the group, the level of togetherness among members, the differences of the group, and the level of trust and respect for each other. Group dynamics can also be affected by external factors such as cultural and civil norms, power structure and leadership ways. Effective group dynamics can promote effort, creativity, and innovation within a group, while poor dynamics can lead to conflicts, distrust, and poor productivity.
In this report, several aspects of group dynamics during the rating are discussed by moor on related theories.
2. GRUOP DYNAMICS DURING ASSESSMENT 
To understand the group dynamics this aspect, Belbin’s Team Roles theory and Thomas Kilman's conflicts theory. 
2.1 BELBIN’S TEAM ROLES 
The Belbin theory is an important framework for understanding group dynamics which finds team roles that individuals may take within a group (No 1) (Belbin 2012).
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                         DIAGRAM 1. NINE TEAM ROLE ADOPTED FROM BELBIN (2012).
During the group assessment, our group consisted of five members. We quickly fell into sharp team roles based on our individual strengths and personalities. One member appeared as the team leader, taking on the role of the plant according to the Belbin theory. This individual was creative and innovative, producing innovative ideas and solutions to problems. They also tended to think freely and challenge the group’s assumptions, which helped generate fresh perspective and ideas (Fisher et al., 2001). 
Another member took on the role of monitoring evaluator.
This individual was analytical and logical, often taking a move back from the group discussion to evaluate ideas and decisions critically. 
They were able to find potential risks and problems and suggest ways to reduce them.
This was useful in insuring that the group’s ideas were practical and possible. Two members of the group became the Implementer (Senaratne and Gunawardana, 2015). These members were reliable and realistic. They would often undertake necessary tasks and guarantee that they were finished on time and to an exceptional level. They were able to put the group's ideas into action and make them reality. One member took on the resource's investigator. This individual was outgoing and enthusiastic, sometime networking and building relationships with others outside of the group. They were able to bring the latest ideas and opportunities to the group and connect us with people who would have to achieve our goals.
Finally, one member took on the role of the team worker. This individual was supportive and empathetic, often mediating conflicts and ensuring that everyone felt heard and valued. They were able to create a positive group dynamic, which was important for keeping group morale and motivation.
[bookmark: _Int_5Jp4wt73]The group dynamic were positive with each member bringing their unique strengths, and skills to the group. However, there were some challenges that arose during the assessment. For example, plants’ tendency to challenge group’s assumptions could sometime lead to conflict or tension. Similarly, the monitor evaluator’s focus on the risk and potential problems could sometimes be perceived as too negative or critical (Lessem and Baruch, 2000). 
To address this challenge, we had to work on our communication skills and ensure that everyone felt and was valued. 
2.2. THOMAS- KILLMAN THEORY.
Thomas Kilmann’s team conflicts theory is a tool that explains how different conflict management styles can be used to solve conflicts in a team. The theory proposes five different conflict management patterns competing, collaborating, compromising, avoiding, and accommodating (Womack, 1988). This style can be used in different areas depending on the nature and conflict situations.
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         DIAGRAM 2: THOMAS KILLMANN’S CONFLICTS. 
During the assessment, our group met several conflicts that needed to be resolved to ensure the project.
[bookmark: _Int_8CHptDrQ]The conflicts scale from different opinions on how to approach the project to conflicts arising from personality misunderstanding among the group members. At the start of the assessment, there were few issues where the competing conflicts in management style were used.
This style was used when there was a difference in opinion on how to approach the project. Some members believed we should focus on theoretical aspects of the task while others thought we should focus on the practical aspect. This led to several debates, with each member trying to convince the others that their approach was the best. 
After the first conflict, our group switched to the collaboration conflict management style. This style is characterised by a need to find a win –win solution that helps everyone in the group, this style was used when we realized that we needed to incorporate both the theoretical and practical aspects of the of the project into two parts of the project to achieve the best result (Koley and Rao 2018). We decided to divide the project into two parts, with each member of the group focusing on one part. Using this approach, we were able to integrate both the conceptual and applied dimensions of the task while ensuring that every group member could make use of their skills and knowledge. There were a few instances during the first assessment where the compromising conflict management style was used. 
This style entails a desire to find a middle ground that is acceptable to all parties involved (Ogunyemi et al., 2010). In our group, this style was used when we met a conflict about the timeline for the project. Some members of the group wanted to extend the timeline to allow for more research and preparation, while others wanted to stick to the original timeline. We eventually compromised by extending the timeline but not to the extent that it would negatively affect the project's quality.
There were a few instances where the avoiding conflict management style was employed. In our group the style was used when we met conflicts that were not significant enough to call for full-blown debate. In addition to the conflict handling style, we also experience the effects of group cohesion on our dynamics.
3. CONCLUSION.
Group dynamics are essential for understanding how a group discusses and behaves. By understanding the factors that influence group dynamics, such as size, level of cohesion, diversity, and trust.

                            SECTION A
1. BELBINS THEORY TEAM STRENGHT AND WEAKNESS.
[bookmark: _Int_ntwVHtuz]Evaluating a team's relative strength and shortcoming is an important framework and overall team performance. Belbin's team Role theory principle (Belbin, 2012). It helps in identifying the strengths and weaknesses within the team and overcoming the weaknesses. (Belbin,2012). To improve strength and overcome weaknesses.
2. BELBIN AND TUCKMAN THEORIES. 
The theories of Tuckman and Belbin address how teams are created and function. Tuckman (1965) asserts that it takes time for a team to come together and function as a coherent whole team to develop quickly. According to Tuckman's view, a team develops through four stages in this regard, forming, storming, norming, and preforming.
[bookmark: _Int_1avQu2y1]Belbin theory primarily declared the vitality of individual members. Individuals’ psychological make up can be divided into three groups. Personality trial, thought process, and group dynamics (Belbin, 2012). Belbin disagrees with Tuckman’s assertion that teams are created over a long period.  
3. EXMAMPLES.
Both Belbin’s Roles and Tuckman's theory have been employed by various companies worldwide, like Alibaba has been extensively using Belbin's team roles for building a strong and effective workplace, innovative technology companies like Apple usually employ Tuckman's theory to advance their technology.

                                               SECTION B
1. GROUP DYNAMIC. 
[bookmark: _Int_PKip5Zt6]From Tuckman's perspective, the team manager needs positive team dynamics to enable effective team performance. It is the project manager’s responsibility as the team leader to define the character of his group through wise and competent hiring, supportive direction, and importantly dispute resolution ( Fapohunda 2013). In a similar vein, team groups consist of people with a wide range of personalities, work habits, abilities, and knowledge which suggest group dynamism. It is important that everyone in the group team to get along and agree with each other.
2. GROUP DYNAMICS IN TEAM DEVELOPMENT 
Every group or team needs to go through five stages. The first stage is the forming phase, storming phase, norming phase, performing phase, and adjourning (Tuckman & Jensen, 1977). When a new member enters the group during performing stages, it has no effect on them as the team reaches a critical point.

3.TUCKMAN AND THOMAS –KILLMAN THEORIES.
[bookmark: _Int_7uLQr0sH][bookmark: _Int_a4vmW9Nu]According to Tuckman’s theory, relation evolve, leadership style shift, and the team gets more capable and mature starting with a leading style, transitioning to coaching, participating, completing delegation, and finishing almost detached. It entails four stages including Forming, Storming, Norming and Performing (Tuckman & Jensen). 
Thomas Killman offers two fundamental conflicts theory, assertiveness, and cooperation.
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