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	Thus far in COM 603, we have covered various items ranging from practices, development, and resolution skills to address individual contributions to a team or group. Here, I will discuss the importance of a behavior that is not only common but leads us to believe what is accurate or false information provided by other people and resources. This assignment requires group work experience that happened previously or presently in the workplace and the behavior I am focusing on is important professionally as my personal life. My current group work experience, working remotely, revolves around trust – defined in the Beebe & Masterson (2015) text as “the extent to which a person is confident in, and willing to act on the basis of, the words, actions, and decisions of another” (p. 121). Working remotely is significantly different than working in-person because everything is completed via computer-mediated communication (CMC), especially during the pandemic. The lack of face-to-face contact in my workplace have experience success and challenges but trusting the information of my co-workers and management have questioned my trust to contribute to group projects, especially those whom I have never met.
	My employment with the Michigan Department of Health and Human Services (MDHHS) revolves around serving my fellow Michiganders while adhering to its policies. I was recently involved with an assignment called the Duplicate ID Project and I was one of the “new” people assigned to the existing group. The goal was to merge newly formed IDs of individuals with their correct ID validated with their social security number. The business process was helpful to use and my co-workers that were in this group, including those I have never met, were helpful in the Microsoft Teams group chat when questions arose. The problem I kept facing was from one of the General Office Assistants (GOA) who would mark several cases “red” on my spreadsheet with a specific message for me to correct. This led me to ask questions to my manager, who was generous to clarify why I was getting “red” messages on my spreadsheet from the GOA despite following the business process. As a result, the cases marked “red” were rectified and cleared, contributing to the completion of the Duplicate ID Project.
	I would compare the Duplicate ID Project with the functional theory, developed by Gouran and Hirokawa, who described three propositions regarding group work in the Beebe & Masterson text: “1) group members attempt to satisfy task requirements (including understanding the issue to be resolves, the characteristics of acceptable solutions, and what constitute realistic alternatives; examining the alternatives; and selecting the alternative most likely to satisfy the requirements of the problem; 2) group members use communication to overcome constraints such as stress from deadlines, interpersonal conflict, or self-serving interaction; and 3) group members take the time to review the process through which they arrived at choices and, if necessary, reconsider their choice” (p. 47). My focus was to complete the task, but when I did not understand something, I would read the Microsoft Teams group chat to see if a group member had a similar issue. If not, I would ask the question, and someone would respond almost immediately. My role as a contributor distorted my trust because, as Griffin (1982) mentions, “Deciding to go to an expert still entails figuring out a way to pick him or her” (p. 72). My issue was relying on my independence while completing solo projects whereas I found myself at the mercy of others’ decision making in this project when something was questioned. Therefore, in contrast, I selected structuration theory – a general framework that explains how people structure their groups by making active use of rules and resources (Beebe & Masterson, p. 47) – because I was adapted to working independently then suddenly forced to adapt to collaborating with my co-workers. It was an internal battle to allow myself to depend on other sources for a group assignment while retaining individuality in self-trust to accomplish tasks. Between CMC with the GOA and the other Eligibility Specialists (ES), my final verdict was my manager, who would call me through Microsoft Teams so we can verbally negotiate a resolution.
	After management interaction, my impressions from her have shown me that she genuinely cares about her team and her willingness to open her time to discuss a specific matter with me to ensure individual and team success. The variables I have noticed during our interaction mentioned by Beebe & Masterson are direct acknowledgement, agreement about content, clarifying response, and expression of positive feelings, grouped together as confirming responses (p. 135). This makes me grateful that she is my supervisor because she is the most openminded and unselfish manager we have in our office. By analyzing her oral and written words, along with her confirming responses, my perception of her is the most trustworthy person in our office. I have worked remotely for 10 years, including sporadic face-to-face meetings, and there are three goals that are in mind for myself in group communication: 1) Identity – Members of a small group are aware that a group exists and that they are members of the group (Beebe & Masterson, p. 5) and my manager does a great job by including everyone in the group and I intend to “pay it forward” when the opportunity presents itself; 2) Accountable – it is not that I am not, it is a responsibility of remaining as such in any position. Griffin states “I am accountable to myself, others and God to become what God has designed me to be in his loving creation” (p. 36). And 3) Clarity – I enjoy dissecting topics and point out the positive and negative examples to others for them to improve their cognitive grasp and to trust my knowledge and experience. Within MDHHS, specifically in my office, I have observed it being a “bend don’t break” office as we have dealt with situations such as fraud and lawsuits, but with the knowledge from this course, I am optimistic on modifying and applying these methods to ensure group communication success wherever I am needed.
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