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Background/outline of your project and related organisation and the goals and objectives of the project - Ella Williams 
This report will include the background of the project, goals and objectives, leadership and management behaviours, group and team behaviours and, motivation and perception during the project.
As a team we were given a project to complete. We had to work with an organisation and help to achieve their goals. The organisation we chose was Matthews House. Matthews House is an organisation based in a Church, located in Swansea and it was set up by a group of people who wanted to give back to their community. The organisation has a mission statement, “to give hope and hospitality to people who may be homeless, drug addicts, alcoholics or vulnerable” (MatthewsHouse, 2017). 
A mission statement should always consist in the strategic planning as you’ll be able to make decisions and actions easier, whilst having a clear vision on where the organisation wants to succeed too (Gartenstein, n.d.). 
Vision and mission statements are very important to organisations as they show where the organisation wants to be in the future and why. Organisations would not exist without a purpose (Smith, 2016). 
Throughout our project, we had set two goals which were to spread awareness and raise money for their showers; costing £1,500.
As a team, our vision was to support Matthews House by spreading awareness. If more people are aware of the organisation, maybe more people would help and support it. We also had the vision to help Matthews House refurbish their showers. However, due to the showers costing £1,500 to fix we knew we had to do a lot of fundraising to collect the money. 
It is also important for an organisation to undertake a strategy so they can monitor and measure their success. According to Andrews, “Corporate strategy is the pattern of major objectives, purposes goals and essential policies or plans for achieving those goals” (Andrews, 2007). This shows, creating a strategy helps organisations get to where they want to be successful, and without one it would be more challenging. 
Within a strategy, there are elements organisations need to follow such as the strategic analysis, choice, and implementation. The analysis is put in place to help organisations look at their current position and where they would like to go. This is important because without having a strategy set in place it becomes harder for an organisation to achieve their goals. 
Although strategies are extremely helpful, my group and I did not have time to develop a strategy, as we needed to go straight into the project. However, if we were to ever do this again and had more time we would like to create a strategy to help us more in completing our goals. 
When my team and I got in touch with the organisation, we had to communicate with their only employee called Thom Lynch. Thom set us goals to achieve throughout our project and we worked extremely hard to complete them. According to Mullins (2007) , the goals of an organisation are the reason they exist. We were given goals so we could help to achieve the organisations ambition.
Organisational goals tend to be more specific as they determine all of the inputs and outputs. Usually, in the evaluation of a project, you are able to see if an organisation has been successful due to their performance on achieving the goals (Mullins, 2007). 
As a group, we set ourselves goals and objectives for our project which were to spread awareness and raise money for their showers. Due to having set goals we knew we had do a lot of fundraising to raise the money and use social media as the main tool to spread awareness. 
We knew that it was going to be difficult to raise our goal; £1,500. However, due to technology expanding we wanted to spread awareness through social media and use social media to promote our fundraising events. 
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Figure 1: Social networking by age group, 2011-2017.

As you can see in Figure 1, social media is expanding a lot as teenagers used social networking more than adults. However, you can clearly see that it has increased in how many adults use social media from the years 2011-2017 (Government, 2017). 
This shows that people are more likely to be using social media more for business purposes. Social media is also used more for business marketing as it is easy and very cheap (Sachs, 2017). 
As a group we used the acronym SMART to help us meet our objectives (Watson, 2005). 
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Figure 2: The SMART objectives.
SMART goals create structure and help organisations stay on track when achieving goals and objectives. “To make a goal SMART you need the following criteria: Specific, Measurable, Attainable, Relevant and Timely” (Yourcoach, n.d.).
Our team objectives were: 
1. Spreading awareness
2. Charity Boxes
3. Bag packing in Tesco 
4. Bake sale in Unit 19
5. Pen Y Fan 
We were very specific about how we were going to achieve each objective. 
To spread awareness we set a goal to make more people aware of the organisation through social media throughout our project. Also, when we bag packed in Tesco we made sure the public knew what organisation we were fundraising for by wearing t-shirts with their name on, banners and explaining who they were and what they do. 
For Pen Y Fan we were very specific as we shared it on Facebook, explaining how we were going to do a sponsored walk in December to raise money, posted a blog about it and put posters around our university to make everyone aware. However, we could have been more specific with our bake sale as we were unsure when to do it and where it was going to be held. 
For our fundraising objectives, we did not set a specific goal on how much to raise. However, we were hoping to raise £50 in each charity box and in the first two boxes we checked we had raised £240.90. For bag packing, we wanted to raise over £100 and we managed to raise £140.55, which was also a great result. 
As a group, we created a blog stated what our goals were and how we were going to achieve them. 
Each goal was achievable as we did spread awareness, do a bake sale, raise money in charity boxes and bag pack. However, we should have thought about what the weather was going to be like in December. This would have been more of a realistic approach to whether we were going to be able to accomplish it or not.  
There was just enough time to complete our objectives and the organisation was ecstatic with the amount we raised. However, our group was nearly unable to do the bag packing as when we contacted Tesco they said we should have booked sooner but due to Tesco helping Matthews House, Thom got in touch and we were able to do it.
Overall, I think we worked extremely well towards achieving all of the goals and objectives we set ourselves.




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. 
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. 
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. 
Myself and my team were diverse throughout our time working together for Matthews House as we involved many different aspects of diversity management into our work ethic. We understood each other throughout as we informed each other when needed and helped each other as much as we could when problems occurred. 







Leadership and management behaviours – Jack Steele 
The group had started with high motivation at the beginning of the project, which was driven by the desire to help and do good to those who are less fortunate than them and this applied to each member of the group. The first thing the group did together was plan on what we wanted to do to help, which was to fundraise money and to spread awareness. This type of motivation is known as ‘intrinsic motivation’ (Deci, 1985) This is because there was a sense of challenge and achievement (Mullins, 2013) whilst preparing the task we set for themselves. We decided how much money we wanted to try and fundraise, and how we wanted to do it. Regular visit to Matthew’s House Café were undertaken to talk to customers of the café and to the volunteers. This created more passion for the members of the group, which was important as meaningful work is one of the eight critical employee needs identified by Blanchard (2016). Pink (2009) classes this as purpose, “The yearning to do what we do in the service of something bigger than ourselves” (Pink, 2009).

This is said to be important as workers need to ‘consider their work to be worthwhile, and are proud of their individual actions and contributions’ (Blanchard, 2016). Tasks that the group had set themselves included bag packing in Tesco and doing a sponsored walk up Pen-Y-Fan mountain. We experienced a drop in motivation when we were unable to complete the Pen-Y-Fan walk due to weather conditions. We decided to reschedule the walk to a later date to make sure we completed the task.

 A relevant theory which applies to the group is known as the ‘Goal Theory’ based on the work of Edwin Locke (Locke, et al., 1990)This theory indicates that he motivation and behaviour on a person will increase if they have a goal to reach rather than being told to try their best. (Mullins, 2013) It is also stated that “people who have difficult goals will perform better than people with easier goals” (Mullins, 2013, p. 269) The group had set a high goal of how much money we wanted to raise and was seen as too hard to reach, but we were able to raise more money than if we originally planned to reach a lower target. If we had decided to set a lower target and we reached it we may have decided to do no more fundraising, but because we set a high target we kept trying to find different ways and put more effort into raising more.

The perception of the group and the public affected some of the tasks the group tried to complete. When the group tried to raise money through the Tesco bag packing task, a lot of people donated money because they could see where the money was going to and the group was happy to talk about the organisation if they did not know what it was. Some people were happy that they were helping people who were less fortunate and who struggled to eat and find a place to sleep at night. Although others didn’t see it in that way. When told it was for homeless and rough sleepers on of the things they would say is that they think it’s their own fault due to drugs and alcohol abuse. This is due to the way they see homeless people and think that they would spend money on drugs or alcohol instead of food or drink. This is the perception of that individual. “We all have our own ‘world’, our own way of looking at and understanding our environment and the people within it. A situation may be the same but the interpretation off that situation by two individuals may be vastly different.” (Mullins, 2013, p. 206). This affected how much money the group was able to receive from donations. This could also be that the person had stereotyped homeless people, or that their judgement had been from past experience that they learned, such as they knew people who became homeless due to drugs and alcohol. (Mullins, 2013)  This is also known as ‘The rusty halo effect’. Which is when somebody is judged on the negative things they know about them. (French, 2011)  This meant that the group had to convince the people to look at their situation a different way.

Most people also ignore the homeless because they either don’t want to give them money or they don’t have time to speak to them. An article by the Huffington Post (2015) shows a quote from an ex homeless persons thoughts on other people’s perceptions on homeless people and said, “I think that the majority of people view the homeless as subhumans who they'd rather not acknowledge in any way.” (Pallett, 2015)
Even thought a lot of people thought this way about the homeless and didn’t what to donate money, the group did not lose much motivation to help spread awareness and we continued to complete tasks. When the group were telling people about the problem with homelessness, the information that was given was static, meaning that what the group were telling them about homeless people were not going to change within their conversation, such as how many people use the organisations facilities. Some people had changed their mind from judging or stereotyping homeless people when they told information about how and why some people are homeless and their expressions and mood changed, which was dynamic information. This shows that the group were able to change people’s perspectives from what they first thought by telling them about the Matthew’s House mission statement. (Matthew's House, 2017) Although we were not able to change every bodies opinion. 
The motivation of the group had consistently been high throughout working with Matthew’s House, as we were all able to motivate each other to make sure we had the best possible result. The did have a problem the perception of the public towards homelessness but were able to overcome the problems by trying to change what they saw.

Group and team behaviours – Ruby Khatun 
[bookmark: _Hlk504325764]In this segment of the essay, I will be focusing on group and team behaviours. 
Belbin has nine team roles these were categorised into three groups these groups consisted of Action Oriented, People Oriented, and Thought Oriented. The team roles are associated with interactive and interpersonal strengths. The nine team roles were Shaper, Implementer, Completer finisher, Resource Investigator, Co-ordinator, Team worker, Plant, Monitor evaluator and Specialist (Watson,2005)                              
Belbin team roles make an effective team because Belbin Team Roles are used to recognise individual’s behaviour, they try to recognise the strengths and weaknesses in the workplace. This means individuals who are part of an organisation they can use Belbin team roles to make sure teams communicate well and work together and have a better understanding (Belbin,2018). 
                                                                                                                                                                                                                                                                                                                                                                                                  The first member of our group is Jessica she is the shaper. Jessica’s role in the team was she made sure everyone stayed on task and that everyone in the team achieved their aims during the project (Belbin,2018).  Jessica also had to make sure that she gave us some form of direction, so the team could all individually achieve their aims. Our team wouldn’t be effective without Jessica as she made sure she stayed in contact with Matthews’s house. She ran through ideas with the university and Matthews’s house to make sure they could materialise. Jessica took on more than one role she also took on the role as the resource investigator as she made the initial contact with Matthew’s house.
The second member of the group is Nia James, Nia is the project co-ordinator for our group. Nia’s responsibilities were to make sure that all tasks ran smoothly (Belbin,2018). Nia would help team members who needed help to formulate intentions and she also outlined people’s needs in the group. Without the project co-ordinator our team wouldn’t have been effective, Nia made sure that everyone was organised during the project she contacted companies like Tesco to see if they would be able to let our team help in store to do bag packing to raise funds for Matthew’s house showers. Nia also took on the role as shaper as 
The third member of the group is Jack Steele he is the implementer of the group. Jacks responsibilities consisted of making sure everyone was organised in the team. The implementer can also think of many creative ideas and put them to use (Belbin,2018). Jack was also task oriented which meant he stayed focused on the task, so the team would meet their intended goals. Without the Implementer, the team would not be effective Jack met his team role as he came up with a fundraising activity he decided that the team should walk up Pen Y Fan. Jack also took on the role of the plant, a plant is a creative person who comes up with innovative ideas and approaches them. 
The fourth member of the group is Ella Williams she is the team worker within the group. Ella’s responsibilities consisted of helping each of the team members individually to help them reach their aims (Watson, 2005). Ella stayed focused when she was given a certain task. Without the team worker the group wouldn’t be effective because without Ella she wouldn’t be able to give her input on some of the things we would be working on. We had a completer finisher in our team but sadly he did not attend any of our group sessions. Luckily Ella took the role of completer finisher and made sure that all our work had no flaws in it.
The final member of the group is Ruby Khatun she is the resource investigator. Ruby’s role consists of finding out clever ideas and different possibilities and develop in them for her group (Watson,2005) The team would not be effective if there was no resource investigator finds new opportunities to make new contacts. Ruby didn’t really meet the role as resource investigator she took on a new role as team worker this fitted better for her as she helped all the other team members with their work to meet their goals.  
What we were missing as a group was the monitor evaluator I think as a group we needed this Belbin team role was because a monitor evaluator delivers a logical eye, making neutral decisions when essential and considers the team's options in a composed way (Belbin,2018).
If our team included a monitor evaluator it would make a big impact as they would give us a logical view upon things for example the fundraising events we could do for Matthews house, they would think about the team’s options when arranging a fundraising activity to make sure we could do it.
While being in a team we went through the stages of forming, storming, norming and performing which was created by Tuckman and Jenson (Watson,2010).
Forming is the stage where team members are understanding what they will be doing whilst working in a team (Mind Tools, 2018). When we became a group we all got along very well, so when we were given the task to raise money for Matthews house we all got along with the task.
Storming is the stage where the team suggests ideas if the team is badly managed the team might push against their limitations (The Team Building, 2018). This stage there was no negativity in the group we all stayed focused.
Norming is the stage where team members work well together, and they agree on rules (The Team Building, 2018).  In this stage we were all aiming for achievements we made sure everyone gave their opinions on the tasks,
Preforming is the stage when team members work well without any problem and they aim to achieve their goals (Watson, 2010). The final we were all very strong we made sure to push ourselves to achieve the goal we wanted to raise money for Matthews’s house showers.
As a team we are on the preforming stage because we have all worked together making sure there are no problems among us, we all aim to achieve targeted goal.
The members of the group must corporate well so work can be carried out (Mullins,2016).
Our team was effective since we all worked together, we set aims and objectives to accomplish goals that we all wanted to complete while working together. As a team, we all had effective communication because we would discuss certain subjects that would relate to our chosen project. 
When researching what makes an effective team it states that to have an effective team there should good leadership the reason this would make the team effective is because it gives direction to other team members. An additional thing that makes a team effective is communication this helps because it gives team members the opportunity to express their opinion and helps them understand other people’s views (Ingram,2018).







Motivation and perception – Jessica Rees 
According to Griffin and Moorhead (2011), leadership is the use of noncoercive influence to 

direct and coordinate the activities of group members toward goal accomplishment. For a

person to take on the role of a leader, they must ensure they have the attributes to carry 

forward what is expected of them. This was important for me to consider because as 

described by Drucker (2001) “One does not manage people…the task is to lead people. And 

the goal is to make productive the specific strengths and knowledge of every individual.” 

And for this reason, I put myself forward as I felt I fitted the leadership criteria 

perfectly regarding carrying forward the group in our upcoming projects with Matthew’s 

House. Becoming a leader meant that there were many responsibilities I had to take on to 

guarantee successful outcomes. This included identifying my group members with the correct 

role, so to do this I evaluated their strengths and weaknesses and narrowed these aspects 

down to the correct role because without the appropriate workforce, success is unlikely. 

Within our project group, we had many different ideas for fundraising and raising 

awareness which meant that regular communication had to be made with the organisation 

which was a responsibility I carried through.  


As a leader, there needs to be clear understanding between leadership and management. 

Mullins, (2007) describes management as relating to people working within a structured 

organisation and prescribed roles. Mullins also describes the emphasis of leadership basing it 

on interpersonal behaviour in a broader context, often associated with the willing and 

enthusiastic behaviour followers. When reviewing my role in the group so far it is clear that 

there was elements of both leadership and management used to organise the group. I used the 

correct management for my group regarding prescribed roles as well as using these roles to 

complete tasks to achieve stated organisational objectives which within our project referred 

to looking at all the different ways we could fund raise as well as raising awareness.  



During my experience of my leader role, there were many different leadership behaviours 

that I noticed made all the difference. Organisation and having a clear goal in mind was 

crucial to be able to work out the right plan to achieve our result. This meant constant 

communication to my team and within was essential for the rest of the group to understand 

the objectives. I also noticed that decision making was essential within my group. During our 

project, we had arranged to do a fundraising walk up Pen Y Fan but due to weather 

conditions, we were unable to do so and since the walk was a big part of our fundraising, we 

then had to decide what event to hold instead that will still get us enough funds so 

participation from the whole group was the best way for us to make quick decision making 

and also to make everyone feel valued which is really important for me as team leader 

because everyone is important and my group should feel they also have their own platform to 

bring forward ideas to us all. During the experience there were times where things could have 

been improved but one thing I noticed that I knew myself I had to work upon was 

maintaining and sticking to our plan. Part of my job was to ensure that our success plan was 

going to work so I frequently read over what our next chain of events were and at some 

points I noticed that some elements were not going to work so I would have to change 

them around but this then had an affect on the group as for some members, those elements 

were a top responsibility so it was important that they knew what the circumstances were and 

then to look at ways we could build a stronger plan to ensure those disruptions didn’t happen 

again. 


As previously mentioned, I noticed that being a leader comes with a lot of responsibilities 

and many things to manage which requires a lot of skills, of which some I already have and 

some of which I need to develop through doing the tasks expected of me. Mullins (2007) 

reported that the Chartered Management Institute found changing perceptions of what makes 

a good manager and that the report done also makes clear that trend emerges in those skills 

that employers will look to develop in the future. This refers to the ability to manage change 

and manage risk will be the key for upcoming managers as well as the ability to facilitate 

organisational learning which links to ethical and value-based behaviour in priority areas. As 

quoted by Mullins “An increasing flexible and transient workforce and multicultural and 

remote teamworking will require talented and prudent managers who excel in analysis, 

evaluation and above all, good judgement” This is particularly important to myself as being a 

leader is the role I aspired for as I knew I would be able to carry forward my group in the 

right path and meet all our success criteria’s and being a leader/manager in my future career 

is something I have been aspiring for ever since I developed my love for business. To have 

opportunities such as carrying forward my group in a project such as this, it gives me more 

opportunities to develop more of these skills in different workplaces and different types of 

organisations which for example, our project group has been working with a non-profit 

organisation so myself and my group members roles have adapted to the workforce of this 

organisation. According to Drucker (1995), non-profit organisations have no bottom line and 

they are prone to consider everything they do to be righteous and moral and to serve the 

cause. Drucker also mentioned that non-profit organisations need the discipline of organised 

abandonment perhaps more than a business does. There is a lot more freedom within the 

environment of an organisation such as Matthew’s House compared to a for-profit business. 

This is noticeable through many of the movements made. For example, the organisation is 

constantly looking to push towards different types of people and how they can help them. 

One of the main projects that Matthews House is working on is ‘The Homeless Period 

Swansea’ which refers to helping vulnerable women with sanitary products. When speaking 

to the manager of Matthew’s House, he mentioned how the project was one of the best ideas 


they had but they also had to consider how they could help men in the same 

way regarding ethics and equality, so there are many factors that need to be considered.  

To conclude, as explained by management skills and behaviours (2010), effective managers 

and leaders use a broad range of strategies, systems and processes to manage and lead. 

Through my personal journey of leadership with my project group, I used a wide range of 

skills, some of which I used to my potential and some of which I had to develop throughout 

the project. Overall, I feel I conducted my group very well and managed to continue 

communication through all people and keeping my group on track by listening and being 

aware of all issues and movements.  
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