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I clearly remember working as a member of a community service. The main task for the team entailed coming up with a clear plan of the societal needs especially among the aged that the team would have intervened to through the help of sponsors and donors. The task required intensive research; both theoretical and practical that required all team members to actively participate and engage the locals in sourcing for vital information that would make the project a success by influencing the lives of the vulnerable members of the society such as the abandoned aged population. My main contribution to the task was evident from the start to the end, as I was the coordinator. 
[bookmark: _Toc522945830]Group Behaviors and Leadership
The work was split evenly among the group members and being the coordinator, I felt this was a fair split. I planned to carry out my contributions in various ways that would depict me as a trustworthy and dependable leader. I has an unquestionably strong personal credibility that facilitated the creation and growth of trust among group members (Covey, 2009). In building trust among members, I ensured that I talked straight, demonstrated respect, created transparency, made wrongs right, showed loyalty to the task and group members, delivered results, clarified expectations, practiced accountability, listened first, kept commitments, and extended trust (Covey, 2008). With the thirteen practicable behaviors in mind, I had an effective plan to carry out the task in conjunction with group members. My contribution in building trust was highly integrated in the group as members strived to demonstrate loyalty towards each other. Other we were a group, I believe that working as a team would have steered the task a notch higher. The group managed the task through allocation of roles and responsibilities depending on Belbin’s team roles. 
[bookmark: _Toc522945831]Belbin Team Roles
The various roles played by the group members included shaping, coordination, “planting,” resource investigation, monitor evaluation, implementation, team working, and completion. The group had eight members and each played a distinct roles. The shaper generated action and seemingly thrived on pressure. He would challenge other group members and push them to action geared towards winning and achieving the core goals of the team (Belbin, 2012). The shaper ensured that all decisions irrespective of their unpopularity were considered and incorporated into the findings of the research (Belbin, 2012). As the coordinator, roles entailed being in-charge of the group due to my diverse skills and personal characteristics. I also played consultative roles that saw most group members seek for clarity of several domains of the task. The group also had a “plant.” The role of this group member entailed bringing up solutions to complex problems that threaten to kill the progress of team success (Belbin, 2012). I remember when she revived the group by suggesting more collection of primary data by interviewing members of the local community on the problems faced by the old age rather than solely depending on secondary sources for information. The ideas helped the group to find out some of the hidden issues that were actually affecting the aged population and not literary acknowledged within the community. 
The team also had a resource investigator whose main roles included exploiting available opportunities. With vast knowledge of various networks, contacts, and organizations that would have helped fund drives towards helping the aged in the society, the resource coordinator managed to reach a number of influential people and firms with whom he set up negotiations that yielded financial returns for the task. In the group, we also had a monitor evaluator (Belbin, 2012).  She was an enthusiastic young woman whose main roles entailed analysing problems that arose during the task and evaluating available ideas and suggestions. She helped the group in weighing the pros and cons of shifting the task towards certain directions such as immediate referral of the old people to homes for the old without intervening on the reasons that may have prompted them not to follow that route prior and intervening. 
The team also played the role of implementation that was tasked to each member of the group. During the implementation process, all members were reliable and had the capacity for application. Instead of doing only what was pleasing to their eyes such as giving out financial donations and walking away, the members did what needed to be done as typical implementers by going miles and cleaning the houses, laundry, and bodies of the old people approached during the study apart from making weekly routine checks to continue serving them. The members also played the role of team working that entailed remaining supportive to each other during the task through provision of social support. Finally, the team also had a finisher, an individual of high concentration, recommended from a nearby mission center whose role entailed maintaining close concentration and high degree of accuracy to the task from the beginning to the end (Belbin, 2012). Furthermore, the group developed through five stages that enhanced growth, increased trust, and commitment among members. 
[bookmark: _Toc522945832]Tuckman’s Stages of Team Development
The group developed overtime since creation to an effective team that moved through Tuckman’s five vital stages of team development that include forming, storming, norming, performing and adjourning. During the forming stage, the group members met for the first time and no relationships had yet formed (Tuckman & Mary, 2010). The members weighed each other up and wondered what was expected of them and how they were supposed to behave. Communication was brief as introductions and familiarisation dominated the first stage of the group formation. It was at this stage that the members pointed out the need for some formal leadership for effective team management and coordination (Tuckman  & Mary, 2010) 
The group later moved to the storming stage that saw members contest for various positions. However, conflicts constantly arose as the process of sorting out roles and responsibilities became more chaotic (Tuckman & Mary, 2010). Although, I was elected the group coordinator without any complaint or competition, the position of an assistant coordinator was highly fought for while other members declined taking the roles administered to them citing unfairness. The resistance of the task among some of the group members at this stage was mainly at an emotional level prompted by lack of previous knowledge of the ability of one another and the constant need to be superior over the rest (Tuckman & Mary, 2010). However, despite the increased challenges at this stage, the group managed to move to the norming stage. 
The group’s development to the norming stage came with much relief as members developed increased co-operation towards each other and the task. The group developed norms, rules and regulations that each members was supposed to adhere to until completion of the task (Bonebright, 2010). The previously arising conflicts that included wrangles concerning who should fill which position in the executive and what roles should be performed by who were settled amicably. Members begun changing their perception about each other and focused on the task by exchanging important views geared towards creating positive influence in the lives of the aged population living in the community (Tuckman & Mary, 2010). The team was therefore set to move to the ground, conduct primary investigation, gather information from secondary sources, and strive to achieve set objectives by moving to the performing phase. 
The performing stage marked a major development of the group, as teamwork was achieved. The roles were more flexible and fully supported as members would freely consult amongst each other and come up with solutions to the crisis faced by aged population in the society (Bonebright, 2010). It also facilitated the implementation of the solutions that the team arrived at which included providing financial, social, and hygiene care to the old. The stage also loosened the need for external leadership and the group and individual members acted in a more self-managed manner. Finally, the group move to the dorming or adjourning stage that evoked a sense of accomplishment among members (Tuckman & Mary, 2010). Group members had already formed healthy personal relationships that prompted reluctance to say bye after completion of the task. 
[bookmark: _Toc522945833]Conflict, Diversity, and Relative Contributions
Conflicts are inevitable in every group or organization mainly because they deal with people’s egos, pride, jobs, and lives. As a typical group, my team had conflicts emanating from personal disagreements especially among individuals that perceived the role allocation criterion employed by the team leaders as highly unfair (Townend, 2007). As the group coordinator, I also noticed that some individuals preferred when their ideas were considered than the others and such triggered conflicts among the rest. However, as the head of the team, it challenged me to provide necessary guidance to prevent eruption of numerous setbacks that would have killed the vision of the group. I encouraged the conflicting members on the importance of reaching decisions by consensus that promoted arrival at decisions in a more fair and open way. Furthermore, the conflict affected the respect that had previous existed between the members thus I encouraged them to demonstrate willingness in being part of the conversation and solution to the problems. With and open mind, and the will to change, the conflicts gradually diminished. 
Additionally, relative contributions occurred in the group whereby members produced similar results that arose conflict of superiority. However, as an effective coordinator, I strived to promote cohesion among members by advocating for infusion of all ideas irrespective of their similarity index and urging individual members to stick to their specified roles within the task. There was indeed great diversity in terms of personalities as some individuals seemed more trustworthy in carrying out their roles and responsibilities than others. Gender diversity was also evident as it influenced the allocation of tasks as male members who could endure the harsh and constantly changing climatic conditions did outdoor researches (Townend, 2007). Undeniably, the group task had issues especially during the early stages but with increased development, we managed to complete the task and implement the solutions unanimously arrived at. 
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	In summary, I learnt that working together in a group makes tasks easier and exposes individuals to increased capabilities posed by other members. However, I also learn that conflicts are inevitable in any group but should be managed by promoting cohesion (“SkilssYouNeed. n.d.”). My colleagues initially acted as a group especially during the forming and norming stages of the group as they had no shared goals but later developed into acting as a team with unified goals that propelled each members to work towards the realization of success. In the future, I will make use of this learning by always ensuring that I build trust with people while working in a team to avoid emergence of avoidable conflicts. 
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