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Human services thrive on leading others to reach the ultimate potential they can achieve in their lives.  Every human service student is a leader.  “A leader is anyone willing to help, anyone who sees something that needs to change and takes the first steps to influence that situation (Wheatley, 2002, p. 144).  We have emerged from individual structural work to collaborated work with other peers.  In the human service field we are responsible for our own actions, but we will rely on team work to connect the services with our potential clients.  Human service professional are taught to have interpersonal skills as individuals and as team members.  We have experienced various types of leadership and had different opportunities to be leaders to our peers.  We have seen the need for change and this quarter has allowed us to experience the different aspects of group work through group dynamics, dialogue, facilitation, assigned leadership versus emergent leadership, non-sequential model, equilibrium model of development, group conflict, problem solving and decision making group type, and group guidelines and feedback.
Group Dynamics

Group are comprised of individuals with a similar interest or/and for an assigned project.  Within the group leaders and roles are established, but not all groups will have similar experiences.  McGrath (1997) noted the three historic groups that researched based on the North American Social Psychology; the Michigan school, Harvard school, and the Illinois school.  The Michigan school “treated groups as social systems for patterning interaction,” the Harvard school based their studies “around the work of R.F. Bales and his colleagues, and the Illinois school “treated groups as systems for getting task performed” (McGrath, 1997, p. 8).  In this past year I have experienced several group settings where our primary objective was to perform an assigned task.  From planning events to presenting, the basics of the group dynamics were similar.  They were different journeys, but similar results of completing our assigned task.  I found the Illinois School was the most structured compared to the Michigan school that observed patterns and the Harvard school that was based on the work of some elite colleagues (McGrath, 1997).  Though I found the Michigan school the most intriguing since that’s how I feel majority of my experiences in group settings have similar patterns.  I’m often pointed out for my organizational and note taking skills, but often I struggle to not get overly involved.  We have similar interest in the human service field, but I often strive to not be the leader and become a follower.  In several group dynamic experiences I often out shine my group mates and feel that I’m not sharing the lime light.  I strive to allow others to shine and force myself to stand to the side, but at the same time I don’t want to jeopardize my grade for the group work.  The human service program provides us numerous opportunities to experience group settings and various ways in accomplishing our assigned task.  Group dynamics also allows us to grow as human service professional on how to let other leads at times we want to shine.  The overall work is not about our efforts, but what the group had completed together.  Though not all group dynamics will have successful outcomes, we should still be aware of the overall group settings and any conflicts that may arise.

Dialogue

Dialogue is the “interactive process of listening, exploring assumptions and differences, and building a context for thinking together” (Burson, 2002, p. 6).  Knowing the difference between dialogue and debate can relieve the tension within the group so that all participants are on the same page as others.  Dialogue is our ability as leaders to maintain open communication among all participants, whereas debate is limits our process of listening.  Yankelovich (2009) noted that there are three essential aspects of dialogue; “equality and the absence of coercive influence…listening with empathy...bringing assumptions into the open” (p. 550).  These different concepts allows both the sender and receiver to comprehend the message in open communication with no bias, whereas debate is a heated discussion between two or more individuals who are defending their opinions, easily critiquing others, and about deciding who was right versus who was wrong.  I recently experienced working in a group setting where one of the group members had not been working as hard as the others for the production of our final project.  We were open about any concerns that may conflict with our group setting when we’re establishing our group guidelines; such as work schedule and childcare.  Though I was the only other group member who could relate to her concerns with child care; she was consistent in missing meetings, group deadlines, and sharing research information.  When we approached the group mate, she automatically started defending herself and instantly critiquing other’s work ethics.  We debated about the overall group efforts for the final project and used the three essential aspects of dialogue to come to a unanimous decision on how to proceed with the group work.  We created deadlines that included every member to educate the others on what they were researching so we were able to discuss their portion if they were unable to present.  She struggled to work with the group on collaborating ideas on how to effectively work together in creating our presentation, this method of give and take through dialogue allowed us to produce our presentation.  Throughout the process we maintained an open discussion with our instructor on how the rest of the group struggled with her lack of effort to work with the team.  Dialogue, like open communication, is key to making sure that all participants have the same understanding of the situation where debate limits our ability to listen work effectively with others.
Facilitation

Leading a group in a discussion is difficult when you are not allowed to contribute your thoughts about the topic, but facilitation allows you to get a deeper insight on how your environment feels about this issue.  There are various ways on how to mentally and physically prepare you to participate in a facilitated discussion, but knowing the basic steps will allow the facilitator to feel comfortable with leading the group.  There are five things to consider when preparing to facilitate a group; knowing purpose of the discussion, knowing your limits¸ how to redirect the discussion, emotionally being aware of the feelings of all the participants, and having a good opening when starting off the discussion (Authenticity Consulting, n.d.).   When leading our own facilitated discussion groups, we opened with a similar statement that we are in a safe environment and we will respect to all opinions shared during the discussion.  This allowed for all participants to feel comfortable in feeling comfortable in being open and sharing their thoughts about the topic.  Wheatley (2002) discussed how “Can I be Fear Less?” and how “fear is fundamental to the human condition that all the great spiritual traditions originate in an effort to overcome its effects on our lives” (p. 152).  Our dialogue focused on our experience of being fear less at least once in our lives, but in the sense of being a bully to another and more of an experience of standing up for what we believe.  It is a butterfly effect that shocks us because we didn’t know we had the inner strength to do what we had just done.  Since I was unable to participate, I observed how my peers perceived it as a moment of being fierce.  Their ability takes a stance without enduring a debate to defend their emotions.  Another component we worked on during our facilitation experience was active listening.  I found this difficult because I normally multitask by taking notes while listening to the presenter, in this scenario I needed to maintain my eye contact with the speaker and was unable to take notes during the conversation.  Affective facilitation allows others to be honest and others to see another viewpoint about a particular topic.

Assigned Leadership versus Emergent Leadership

Within my assigned group for grant writing and leadership in small groups we had a mix between assigned and emergent leadership.  Assigned leadership is when a group member takes on an assigned role within the group settings whereas emergent leadership is “when others perceive an individual as the most influential member of a group or organization, regardless of the individual’s title” (Northhouse, 2010, p. 5).  Emergent leaders are those who naturally become leaders, but were once followers.  In a sense we were all once follower and then became leaders because we were inspired by a former great leader (s).  We become great leaders because we take the time to be aware of our surroundings and mentally take note of the actions of others.  A leader notes the strengths and weaknesses of others on how they should lead the group.  These leaders are both aware of their own actions as well as others around them; such using their active listening skills and including all participants in the group settings.  We did not assign any titles to any particular group member, but shined in the areas of our expertise.  Some group members were able to connect with local grant providers more easily where some struggled to get any feedback for our topics.  I know that one of my strengths I contributed to the group was my organizations skills and note taking, but I felt that was also my weakness.  I took notes for personal reasons, but I felt that my group relied on me to keep the group on tasks.  At times I felt I had an assigned leadership position, but wanted everyone to have a chance to shine on their own as emergent leadership leaders in show casing their abilities to contribute to the group efforts.  In the end we were all able to merge our ideas, strengths, and weaknesses to comprise an outstanding group presentation for our assigned topics on grant writing and leadership in small groups.

Non-sequential Model

Chidambaram and Bostrom (1996) noted that one of the key aspects of the non-sequential model is the adaptive structuration model where the group dynamic adjusts to their environment to ensure their successful group collaboration.  A part of this model is the adaptive structuration theory (AST) that “groups adapt resources and constraints that they encounter” (Chidambaram & Bostrom, 1996, 174).  With the new design of Blackboard, our group found it challenging to communicate with each other on what resource and evidence we had for our assigned topic.  We heavily relied on other virtual media to communicate with each other; such as Facebook and email.  Although it is difficult to distinguish emergent leaders, virtual group work allows group members who struggle to voice their opinion be more comfortable with sharing their thoughts.  “E-leadership may come from any hierarchical level, be associated with an individual or shared by a group, and its locus may change over time – consistent with characterization of emergent leadership behaviors among members of self-managed teams” (Carte, Chidambaram, & Becker, 2006, p. 325).  Within our group process we were able to rely on these various virtual media to communicate our findings, thoughts about the group dynamics, and any other discuss we felt could facilitate the dialogue in our group.  This method of communication allowed us to maintain on the same pace even though we were not able to meet face to face.  Though we did heavily rely on virtual communication we often met face to face during the final hours of our project to finalize the details.  During these face to face meeting we have all become emergent leaders in our assigned portion of the assignment.  The small group process has allowed us to develop our skills of team work for future human service group projects or/and committees as professionals

Equilibrium Model of Development

Equilibrium model of development is the concept that groups are established by choice or by force, but the group behavior are similar and readjust to the group setting (Chidambaram & Bostrom, 1996).  Over the last eight months we have been within a large group dynamic and have participated in several small group tasks.  Each experience was similar to the next, but each one was different because of who participated in the dialogue.  For each experience we take on different roles to help develop the group dynamics and balance of the group.  Carte, et. al., (2006) notes that there are three phases of group work; transformational, directive, and participative.  In the first phase we are innovators and brokers who are brainstorming ideas and providing suggestions on how the group should proceed with their assigned task (Carte et. al., 2006).  We experience this phase in class discussion over our reading assignments throughout the quarters.  We have recently experienced the directive and participative stage while working in groups; such as establishing roles and responsibilities.  When collaborating in a group we were required to establish a deadline and consistently checked in with others understanding of what is expected of us.  In the participative phase our instructor became our audience as we facilitated our group members on a topic discussed in one of our text. We were required to begin the conversation, but not participate in the dialogue and only direct the group discussion. The equilibrium model of development maintains a balanced setting for a successful group dynamic experience. 

Group Conflict

To functionally work as a group, we need to be aware of the five primary sources of conflict within group settings; ineffective leadership, lack of communication, lack of input, no direction, and structure (Root II, 2010).  Throughout this quarter I have experienced ineffective leadership and structure.  Ineffective leadership is when the group establishes a leader who can maintain being neutral through all conflicts.  An example of ineffective leadership is when we had the opportunity to facilitate our group based on a topic of our choice.  We had to lead the group without putting our input in; either agreeing or disagreeing with the dialogue.  This allowed us to be a fly on the wall and observe our surroundings without having our opinions be heard by our peers.  Structure is having basic guidelines of the group dynamics so that all is on the same page as to what is expected of them.  This is the backbone of our group setting and the foundation that keeps us firmly together.  Before we were able to start working on our assigned task, we were required to create group guidelines for all group members to abide by.  Though we had established these guidelines in the beginning of the quarter, we rarely referred to them or revised them as needed to fit the needs of the group.  When we did acknowledge them, we felt that our group had good rhythm and were able to go with the flow without having any tension within the group.  Knowing what the various types of conflict within group settings are allows us to ease any tension that may arise among group members without having to ask for help outside of our group.

Problem Solving and Decision Making Group Type

Problem solving and decision making teams assess the concern to establish the purpose of the team before moving forward to create a plan of action.  On most cases these task groups have all the required information or perform their own needs assessment to gather the information they needed to complete their task because of their assigned leadership positions.  Unlike a formal task group, we were not selected individuals associated with the board of directors for the neighborhood association, but were human service students.

Our first assigned task was to establish an executive plan on how to acquire funds for their resource center.  As human service students we were to find alternatives and other means on how to educate our peers about our assigned topics on grant writing and leadership in small groups.  We worked with the Roosevelt Neighborhood Association to research and apply for grants that will help with their resource center and fund their operational funds.   Throughout the process we had difficulty communicating our needs with the association members and found it challenging to complete our assigned task.  Their associated member was reluctant on providing us the information in a timely manner to complete and submit grant request.  Our team did gather the majority of the information required to draft a grant letter template requesting funds, but was not able to submit them on behalf of the association.  We were missing some essential information to submit the request; such as the 501 statement that declared and proved that they were a non-profit organization.  In the process of gathering information about grant writing, we took on different responsibilities that eventually were put together in a grant writing folder for the association.  We were all responsible in finding the contact information, requirements, and deadlines for at least one grant provider.  Other assigned task varied from applying for grants, writing an article for their association newsletter, attending interviews and association meeting, and creating a document that contained all our groups work on how to apply for a grant with examples.  Though we had several challenges in working with the association, we were able to counterbalance with our group efforts in creating a highly detailed folder that we presented to the association.  If the association had been more organized with their material and readily prepared to assist us in applying for funds for their resource center we would have been able to experience the process of a finalized grant request.  

Our second assigned task was to educate our peers about leadership in small groups.  We focused on the history, different definitions of leadership, and some of the various concepts and theories discussed by scholarly writers.  Like the grant writing group, we needed to establish a plan of action on how to cover all the areas required for the assignment.  We began by finding general evidence on how to support our presentation and then distributed the areas to group members to focus on for the oral presentation.  Through this process we were able to have a better understanding of how leadership can affect the dynamics of a small group.  Such as how we it takes a leader who takes a chance to create change that will eventually be a step towards a chain reaction (Wheatley, 2009).
Group Guidelines and Feedback
Establishing group guidelines at the early stages of group formation allows all the group members to have a better understanding of what is expected from each other and how the group efforts should proceed.  Our group guidelines focused on open communication, flexibility, meeting deadlines, and respect.  We were all very considerate of our busy schedule and how we had to quickly adjust our life with our first internship experience.  We easily compromised on work deadlines, meeting times, open communication for the entire group.  
Evaluating the group was difficult because we were all neutral on rating our group dynamics and felt it was difficult to judge other group members based on the overall work we had accomplished.  We were all similar struggles with our assignments and voiced our concerns when we had issues finding any supportive evidence for either presentation.  Though we did an outstanding final project, we could have worked more on collaborated research on articles and grant providers outreach.  Group evaluation allowed us to provide feedback on how each other works in group settings. We needed to become aware of our strengths and weakness as a group leader and experience being a leader during our facilitation exercises.
Group evaluation was not the only feedback received, but we were also required to evaluate our group members individually based on how they have contributed to group.  Peer assessment is a process in which we critique each other on how we have contributed to the group based on two view points; being an assessors who “review peers’ work and provide constructive feedback” and as an assesses who “receive feedback and may make improvements accordingly” (Li, Liu, & Steckelberg, 2010, p. 527).  Based on these viewpoints we utilize peer evaluation as a method on improving ourselves and our environment for future group functions.  There are some advantages and disadvantages on peer evaluations; such as finding out things you didn’t expect to hear or reinforcing previous critiques that have yet change since previous group work.  Peer evaluation relies on both the reviewer and receiver’s honesty on communicating how they feel about the peer reviews (Hansson, 2010).  I felt I was a disadvantage on how we were unable to be honest with each other until the end of the quarter.  At first we were all more concerned about each other’s grades, but later realized that we were hurting our grades because we weren’t being honest on how we could improve our skills in working with others.  
The advantage of peer evaluation occurs when we are able to breakdown the barrier of hurting the feelings of our group members and considering how our opinions could assist them in improving their skills as a leader.  When were able to overcome that we were depriving our group members by not being honest about their group work ethics, we were also limiting ourselves in growing as a leader.  We were all considerate about others feelings and anticipated any negative reactions we were to receive.  We took the time before providing feedback to ensure each other that this evaluation was to help us improve our skills and not to discourage our interaction with the group, but also allowed each other to defend their feeling while also allowing the receiver to question their feedback.  I received feedback that I take on too many tasks and how it limits what other group members contribute to the overall project.  I need to work breaking down my barrier on trusting others to do more group work rather than taking on the entire project on my own.  This is a reoccurring feedback that I continuously receive when involved in group work, but I hesitate in changing my ways because I fear that once I let me guard down I’ll regret it.  Majority of my feedback were similar, but I didn’t realize that others perceive me as a go-getter and take assignments too seriously.  I will utilize this suggestion for future group projects by limiting myself on how many portions of the assignment to take on.
Through these last eight months I have experienced various opportunities to showcase my ability to work independently and to work within a group setting.  I have a better understanding that the human service field requires a mixture of both skill settings and how one affects the other.  The group dynamic depends on the relations between all the participants in the group and how they perceive each other as leaders or followers.  Proper dialogue and facilitation allows all members to have similar experiences through open communication and the ability to actively listen to their peers.  In order to become a great leader, they needed to be a great follower first.  Leaders are influenced by their environment and take note of the actions taken around them.  Group conflict, problem solving, and decision making allows the group to grow as individuals to realize how they can work together to make a concept into reality.  Not all groups will experience conflict, but they all will require problem solving and decision making to produce a finalize product of their efforts.  Guidelines are the foundation of the group, but are not set in stone.  They are always revised to adjust to the needs of all the group participants and should be honored throughout the process of working in group settings to ensure that all still have the same understanding of the purpose of the group.  Group, individual, and self-evaluation allow all members to assess how they are doing in a group setting as a leader and as a follower.  As human service students learning to become professional, we will endure several opportunities that will require us to either be a leader or a group member.  We need to rely on these growing years to experience different opportunities on how to become a better human service professional that will contribute to the community we will serve in.  By allowing ourselves to grow in the process, we will the leaders we once admired.
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