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Element 2:

Reflect on my own personal development during the process of making a group video.  


Contemporary Challenges: Making a Difference
Reflective Account 

On working in a group video – wicked problem of Climate Change 
It was explained to my peers and myself in my group that we would be working together to make a group presentation video.  Where we would be discussing one of the wicked problems mentioned to us by our lecturer.  We were giving the choices of Climate Change, AI and the future, Global Citizenship, all of which are overly complex issues to pick apart.    
For this reflective account I will be using and referring to Gibbs’ Reflective Cycle (1988), which has six stages to the cycle.  These are, Description, Feelings, Evaluation, Analysis, Conclusion and Action Plan.    For reference points and privacy my peers will be known as W, X, Y and Z in this reflective account.    
I will also be referring to the Conflict Handling Mode by Thomas & Kilman (1974) which is about how you manage and react to conflict.  There are five conflict handling modes within the theory, which are Competing, Collaborating, Compromising, Avoiding and Accommodating.   Thomas & Kilman stated that “We all have a natural approach to managing conflict”.

[bookmark: _Int_7dvANk76][bookmark: _Int_BtDgT8jT]One of the key areas that I have chosen to reflect on is the way in which the group was initially set up.   The groups were assigned by the lecturer and had to change due to circumstances within the wider class.   This meant that the group grew to having five people in it, which in turn meant that there were more people to manage and negotiate around.  It became a potentially an overwhelming situation.  The changes to the group size also meant that people were not working together from the outset and so the group choices did not necessarily involve everyone from the start.  There was no role allocation from the lecturer, so we as a group had to work this out.  This meant that one person came to take charge but did not necessarily consider all of the group members in the decision of creating the video around Climate Change.  When person W took on the role of group leader, they did this in a way that followed Thomas and Kilman’s Conflict Handling Mode (1974) by adopting the 'competing role’, in a way that dominated rather than included others.  As a result, other members of the group could be seen to have adopted the ‘accommodating role’ (Thomas and Kilman, 1974) which meant that they did not challenge this situation and voiced no alternatives.  In terms of managing the group, it was good that a leader had been accepted in order to help the group organisationally (Chartered Management Institute, 2015).  However, as there had been no discussion, some members of the group lost their choice, namely persons Z and Y, which in turn impacted the group dynamics (MindTools, 2024).  This lack of choice and discussion means that members of the group can feel alienated and unwilling to make future contributions.  “Alienation occurs when an individual feels disconnected from their work or surroundings” Simply Psychology (2024). 
[bookmark: _Int_h8Qp4xvk]When looking at the creation of a working group there are different theoretical approaches.  The group had become potentially overwhelming for me due to its size which was difficult to manage as I find working in groups hard.  This is because group work involves levels of trust in the other people which takes me time to establish.  The added size of the group meant that this trust-building was even harder to achieve.  The overall need to achieve the end goal meant that I did engage with the group whilst also establishing some level of trust in order to make the experience more comfortable. Locke (1969) stated that having a clear sense of direction and task can help a group of people move towards their goals.  It is important for a group of people with an end goal to establish trust between all members and have clear working objectives, Tuckman (1965).  In this group however, there was the added difficulty that not all members had been part of the initial goal setting.  CIPD, (2020) shows how this can have a negative impact as it means that group members can feel stressed, have anxiety build ups and commitment issues as well as having a loss of self-confidence within their abilities.   

Another area I would like to reflect on is the sharing of resources.    As a group it was decided that we would create shared documents that we could all work on together at the same time.   Person Z created both a PowerPoint presentation and Word document for us all to share and work on.   In this instance the group where in the ‘accommodating role’ in relation to Conflict Handling Mode by Thomas & Kilman (1974), to the fact that it was just accepted that we would be using PowerPoint.    No one challenged the fact or gave any alternates for a different platform to be used.    
While working through the creation of the video there where several issues that the group had to deal with as a whole.   Whilst we were ‘collaborating’ and ‘compromising’ to achieve a solution to the issues that arose, persons W, Z and I were more proactive than persons Y and X in these instances.   With the issues that arose I did take charge of the situation, putting myself in the ‘competing role’ as I felt that some of the other members of the group where in the ‘avoiding role’.   Although I had to be assertive (which I do not like doing and feel weird about it) in this period of the task, I felt I had to act to make sure that the others were on task, as without a fully working document, none of us would be able to complete and achieve our end goal.   
[bookmark: _Int_BI1E9ZzY]Another process that we went through as a group when working on the shared documents was ‘The Drama Triangle’ Karpman (1968) which involves three different roles, these are the ‘victim’, the ‘rescuer’ and the ‘persecutor’.   Person Y had issues with the document that she could not sort out herself and became stuck, which would be represented as the ‘victim’ in ‘The Drama Triangle’.     Person Y asked for help from us, and I responded in the ‘rescuer’ role with suggestions and advise on how to fix the issues that person Y was having within the shared document.   Without helping Person Y at this stage would have resulted in their part of the document not being completed on time and therefore jeopardising both Person Y’s participation in the document and also the groups achievements.   Conflict would have arisen if the document had not been completed, therefore with me taking on the role of ‘rescuer’ at this stage, stopped the conflict before it had time to start.   Eidelson and Eidelson state in their “Five Beliefs That Propel Groups Toward Conflict” research that “one’s personal helplessness is the conviction that even carefully planned and executed actions will fail to produce desired outcomes. In some cases, the individual may perceive himself or herself as lacking the ability necessary to attain a goal”.    Person Y did at one point perceive themselves as helpless in the victim role.    We did eventually all come together and achieved our goal of completing the video, which was a relief.    

The overall experience of working together in a group.
When it was first stated that we would be in a group working together on a video, my first thoughts were not positive or constructive.  As I stated before it can be overwhelming for me when working in a group and gaining that trust with the other members, would take time, I have a great dislike to work in groups and I always have.   I find that there is an element of control that I lose when working in a group, which can make me feel lost.       
For me, my perspective did change as we went through the process of working together.   We were able to get better ideas of what we wanted to get across and how it would look.   Here I have gone from a fixed mindset about hating working in groups to slowly developing a growth mindset Dweck, (2000).
However, there were still moments where I would become annoyed with some of them the other members of the group for not doing certain things when they said they were going to.   I also found it distracting when we were all together and did not feel that I was able to get as much done in the sessions as I would have liked.  
I personally think that the platform that we chose to use, was in the long run the wrong one for producing a video.   If I were to work in a similar situation in the future, I would state within the group a platform that is more suited to the criteria.   I would also be more open to putting my opinion across instead of just going for the easy route. 
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