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Write a short report in which you:
· Explain the concept of group and/or team dynamics
· Explain political behaviour in organisational and how it can impact on the achievement of organisational objectives



Organisations are made up of numerous people who work together to meet objectives (Edmonson, 2018).  With collaboration regularly required on team-related tasks (Lacerenza, Tannenbaum, Marlow, & Salas, 2018), it raises the question – how does a group/team work together?  This assignment will describe the term ‘group/team’, explain the concept of team dynamics using theoretical models, describe political behaviour in organisations and explain how it could impact on the achievement of organisational objectives, before concluding.

Team is a group of a varying number of individuals with different strengths working together towards a common goal (Powley, 2012) (Belbin, 2018).  Through experience they collectively work together, sharing success and failure (Jolienreij, 2014).  Huczynski and Buchanan state there are different types of teams, all of which are only effective when individuals work together, putting knowledge and skills into activities, and when members’ needs are met (Taylor & Woodhams, 2016).

Group dynamics, however, are the influences on and within a group/team, how the individuals behave and react to different circumstances (Forsyth, 2014), varying at different points of a team’s existence (Taylor & Woodhams, 2016).  Group dynamics are important as it influences the effectiveness of a team/group (Lacerenza et al., 2018).

According to Tuckman, new teams/groups go through five different stages/processes (Miller, 2014).  ‘Forming’, when a group/team is at the initial stages and dynamics revolve around making a good first impression – adhering to a hierarchy, eager and well-behaved.  ‘Storming’, when insecurities arise, leading to conflict.  Here power struggles come from a lack of understanding and respect for roles.  ‘Norming’ happens when there is an acceptance of roles through deepened understanding, resulting in trust and respect, after positive conflict resolution by effective leadership.  ‘Performing’ comes naturally after, where there exists collaboration and balance, with individuals counterbalancing the weaknesses of others.  ‘Adjourning/reforming’ takes place when there is change and the group/team readjusts, usually involving one or more of the previous stages.

A groups/teams effectiveness is dependent on its strength of Forsyth’s five characteristics: the members’ interaction with each other – on a task-related and relationship basis;  the activities around goal setting;  how the members depend on other members;  its structure, based on roles etc.; and the cohesion of a group/team (Forsyth, 2014). Forsyth also talks about a ‘group mind’ where strong effective team can produce a collective consciousness (Forsyth, 2014).

Within the team/group there are its members.  The size of the team and the goal set will determine how many roles are needed (Taylor & Woodhams, 2016).  Belbin states there are nine roles within a successful team – Shaper, Implementer, Finisher, Coordinator, Team Worker, Resource Investigator, Plant, Monitor and Specialist (Belbin, 2018).  Each role displays its own behaviours, working accordingly to meet objectives; though not all roles are necessary at the same time.

Communication and behaviours between members appear on the list of all studies in group/team dynamics.  But what impacts that?

Behaviours that influence, to the benefit or detriment, of another individual or group are known as political behaviours (Quizlet , 2018). These can be to gain/retain power and control, conversely, to develop and reward.

Huczynski and Buchanan claim there are personal and organisational factors that cause political behaviour (Jolienreij, 2014).  Organisational factors may include promotion opportunities, leadership/management styles, favouritism etc.  Personal factors may include fear, threat, change, lack of empowerment etc.  Individuals may struggle with power and competitiveness (Edmonson, 2018), particularly within Tuckman’s ‘storming’ process (Miller, 2014), whilst others – e.g. Belbin’s team worker – may use expertise to influence harmony and/or manage conflict positively and successfully (Belbin, 2018) (Miller, 2014).  There are also certain individual characteristics that make it more likely for an individual to display political behaviours, such as high-performers or control-focused (Baczor, 2017).

Numerous behaviours are classed as political, including posturing (staying ahead or plagiarising other’s work), destructing competition (gossip, lying, sabotage), power of information (controlling information needed by others, providing or withholding) (Quizlet , 2018), forming coalitions, empowerment (sharing responsibilities to provide confidence and/or competence).

The impact can be negative and positive.

Negative effects are clear to see (Jolienreij, 2014).  Political behaviour can often be selfish, manipulating decisions wouldn’t necessarily have made (CIPD, 2014); hindering effective performance discussions, reducing productivity (CIPD, 2014); creating conflict through sabotage, criticising of others, minimising the quality and quantity of other’s work, leading to low morale and higher turnover (Green, 2018); producing unethical behaviour resulting in unnecessary and costly court proceedings.  Whilst “de-energising relationships can cause…discontent and demotivation”, perhaps also leading to higher turnover (Baczor, 2017). 

For example, if a promotion opportunity came up in an organisation which resulted in an individual feeling insecure – whether that be due to feeling under-confident, incapable, not wanting to lose team stability; or fear of being left behind, or failure in the application process – this could cause negative political behaviour if not managed effectively.  The individual may feel increased anxiety, a lack of motivation, produce a reduced performance, perhaps leading to resignation, meaning an increased turnover for the organisation (Jolienreij, 2014).  On the other hand, the individual may carry out acts of sabotage, or plagiarism to discredit opposition with the application process influencing management to decide on recruiting that wouldn’t ordinarily have been made (CIPD, 2014). This may influence/reduce the effectiveness of that team, ultimately effecting the organisation’s outcomes (Jolienreij, 2014).  In small organisations, ineffective teams, due to political behaviour, can ultimately cause its demise (CIPD, 2014).

However, political behaviour can have a positive influence.  These behaviours can be used in HR interventions, such as managing conflict, leading to more effective team work, resulting in greater productivity (Taylor & Woodhams, 2016); joining/forming coalitions to successfully manage change (Rodgers, 2006); seeking a mentor/coach to improve performance; the ability to influence decisions positively through specialist knowledge and/or skills, leading to better practices and better outcomes. 

For example, in surgical teams when responsibilities are shared, with a respect for the different roles it improves staff morale and job satisfaction, which can lead to lower sick leave and improved staff retention for an organisation (Wakeman & Jr., 2018). when surgical teams displayed positive political behaviour, such as sharing information to empower others complications and deaths decreased, showing a “direct link between teamwork and patient outcomes”, leading to improved organisational outcomes (Mazzocco, et al., 2009).

Political behaviour produces negative and positive outcomes for an organisation.

This assignment has looked at the concept of a team and the vast range of behaviours that impact on it, positively and negatively. The different roles within a team/group, when used effectively have a positive impact on influencing dynamics for the better.  One reason why groups/teams are better when they are diverse (Edmonson, 2018).  Overall, this assignment has shown that behaviours influence change, influences change behaviours.
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