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Groups are prevalent throughout all organisations and departments; most people in an organisation will be part of at least one group either formed informally from the needs of people in the organisation or formed from organisational need to achieve aims and objectives (Mullins, 2007). HR professionals work collaboratively with a range of people from individual employees to group participation, as such understanding group dynamics to develop effective teamwork is essential. 
Social psychologist, Kurt Lewin, recognised distinct behaviours and roles within groups and coined the term ‘group dynamics’ to describe the effects of group behaviours and roles individually and as a group. Positive group dynamics will see trust amongst the team with each member being responsible for creating action, whereas, poor group dynamics can result in poor decision making as members cannot explore options effectively due to disruptive behaviour in the group, weak leadership, submission to authority or consensus instead of expression own opinion, and an imbalance in member contributions (Mind Tools, no date). Different individual agendas and needs of the group can affect the group’s balance and effectiveness resulting in conflict. HR professionals must understand and utilise collaborative working and conflict resolution skills to operate successfully in teamwork environments (Johns and Perkins, 2016). 
Group dynamics can be improved by leaders understanding the status of the group using Bruce Tuckman’s group model and identifying roles adopted in the group, challenging problems quickly and using it as a learning opportunity, defining the purpose of the group and everyone’s role when the group is first formed, promoting open communication and paying attention to the group to identify any warning signs of poor group dynamics (Mind Tools, no date). 
Psychologist, Bruce Tuckman, developed a team development theory identifying five stages of group development namely Forming, Storming, Norming, Performing and Adjourning. 
Roles and responsibilities are unclear at the Forming stage so the leader will establish team and individual objectives. Tuckman (1965) associates the Storming stage with conflict and resistance (as cited in Smith, 2005) as team members begin to challenge authority. The leader should resolve any conflict promptly and build good team relationships. Respect and commitment strengthens at the Norming stage as differences are resolved resulting in team members helping each other. The leader should allow the group to be independent. The team works harmoniously at the Performing stage with little disruption, therefore, the leader should delegate much of the workload. The Adjourning stage will see disbandment of the group which may be difficult on some team members who favour routine and have developed good working relationships (Mind Tools, no date). 
HR professionals can use this model to effectively collaborate within groups; by identifying the group stage and adopting the recommended stage activities will help overcome conflict and relationships issues and begin to perform effectively with clear sight of achieving the objective.  
Belbin identified nine behaviours known as Team Roles which are required for any team to be high-performing. The Team Roles are Resource Investigator, Teamworker, Co-ordinator, Plant, Monitor Evaluator, Specialist, Shaper, Implementer and Completer Finisher. Each role has strengths and allowable weaknesses, therefore, the team should consider the task at hand and utilise the most appropriate behaviour. Individuals complete a self-perception inventory and obtain feedback from colleagues to develop a report to identify team roles to share with the team. The Belbin team roles will provide individuals with a deeper understanding of their strengths to improve communications and teamwork (Belbin, no date). 
Technology company, Google, researched to find out what made a team successful. Google interviewed hundreds of staff from executives to floor staff and found that how teams worked together is most important as opposed to who is on the team. Researchers found that psychological safety was paramount as individuals feel safe and trusted to take risks and not frightened for admitting error.  Google also noted a number of other key skills contributing to effective teamwork including active listening, respect, empathy and transparency (Bariso, 2018). 
Political behaviour has traditionally been viewed negatively as self-serving strategic behaviour to influence and enhance an individual’s or groups own interests. Individuals or groups will use their power and other resources to come to the preferred outcome (Ferris and Treadway, 2012). Jarrett (2017) believes that “dysfunctional politics can sink an organisation”. Individuals may believe that political behaviour will benefit the organisation, however, others will be purely acting out of self-interest to enhance their career at the sacrifice of others. Negative political behaviour can see individual’s withholding information to maintain power, attempt to influence weaker people opinions and develop plots with a personal agenda (Armstrong and Taylor, 2017). 
Employees with a belief that their organisation is operating politically may develop a sense of unfairness so may withhold useful information, refrain from expressing their opinions, and restrict communication. The failure of communication and information sharing can restrict learning thus stalling the development of individuals and the organisation. Employee wellbeing can be affected, a study conducted by Ferris et al (1993) found that workplace politics to be the cause of stress and anxiety for those in lower status roles (as cited in Cacciattolo, 2015, p. 125). Similarly, research found that performance and organisational commitment is compromised as a result of organisational politics in lower status roles. Individuals can disengage physically and mentally so whilst present in work, their concentration and productivity are lacking; trust can be compromised and see employee’s become suspicious of others intentions thus reducing engagement and dedication (Cacciattolo, 2015, p. 125).
On the other hand, political behaviour is considered positive to some; Hochwarter and Thompson (2010) believe it is essential to organisational success (as cited in Hochwarter, 2012). Rodgers (2007) coined the term ‘informal coalitions’ in the context of organisational change and recognises this as political behaviour. During organisational change Rodgers note that people will naturally try to make sense of what is happening by engaging in informal conversations which across the organisation will reach a range of power statuses with differences in interests and motivations. The informal coalitions can influence the change process; whilst political action can be viewed negatively, Rodgers addresses the behaviour as a natural characteristic of organisational behaviour, therefore, managers should constructively engage in the behaviour to aid effective leadership and view it as people making sense of the events and building a support network.























Bibliography
Armstrong, M. and Taylor, S. (2017) Armstrong’s handbook of human resource management. (14th edn). Kogan Page Limited: New York. 
Bariso, J. (2018) Google spent years studying effective teams — and one trait stood out. Available at https://www.businessinsider.com/google-spent-years-studying-effective-teams-this-is-what-they-found-2018-1/?lipi=urn%3Ali%3Apage%3Ad_flagship3_feed%3B9dIpHhIASOie5wknUdQVkA%3D%3D&r=AU&IR=T (Accessed: 13th November 2018).
Belbin. (no date) The nine Belbin team roles. Available at https://www.belbin.com/about/belbin-team-roles/ (Accessed: 8th November 2018). 
Cacciatolo, K. (2015) ‘Organisational Politics: The positive & negatives sides’, European Scientific Journal, 11(1), pp. 121-129. Available at http://eujournal.org/index.php/esj/article/viewFile/4941/4703 (Accessed: 8th November 2018). 
Ferris, G. R. and Treadway, D. C. (2012) ‘Politics in organisations; history, construct specification, and research directions’, in Ferris, G. R. and Treadway, D. C. (ed.) Politics in Organizations. Routledge: New York. 
Hochwarter, W. A. (2012) ‘The positive side of organizational politics’, in Ferris, G. R. and Treadway, D. C. (ed.) Politics in Organizations. Routledge: New York. 
Jarrett, M. (2017) The 4 types of organisational politics. Available at https://hbr.org/2017/04/the-4-types-of-organizational-politics (Accessed: 8th November 2018). 
Johns, T. and Perkins, G. (2016) ‘Developing Professional Practice’, in Taylor, S. and Woodhams, C. (ed.) Studying Human Resource Management. (2nd edn). London: CIPD. 
Mind tools. (no date). Improving Group dynamics. Available at https://www.mindtools.com/pages/article/improving-group-dynamics.htm (Accessed: 6th November 2018). 
Mullins, L. J. (2007) Management and Organisational Behaviour. (8th edn). Pearson Education Limited: Essex. 
Rodgers, C. (2007). ‘Informal Coalitions’, Organisations and People, 14(1), pp. 2. Available at https://moodle.uwtsd.ac.uk/pluginfile.php/204899/mod_resource/content/1/INFORMAL_COALITIONS_-_RE-ISSUE.pdf (Accessed: 8th November 2018). 
Smith, M. K. (2005). Bruce W. Tuckman – forming, storming, norming and performing in groups. Available at http://infed.org/mobi/bruce-w-tuckman-forming-storming-norming-and-performing-in-groups/ (Accessed: 6th November 2018).


