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4.1. Explain the concept of group and/or team dynamics

Within organisations there are a variety of roles and responsibilities, which often leads to working in a group or team. Lewin (1947) created the term ‘group dynamics’ when researching social science. He found that individuals often adopt different roles and behaviours when they are working in a group. This then has an effect on the other group members and can therefore impact the outcome of the task. Since Lewin’s findings, a number of other researchers have expanded on this field of research.

HR professionals are at the heart of organisations, dealing with a number of teams, and therefore need good teamwork skills and should be aware of the group dynamics that make an effective team. Taylor and Woodhams (2016) recommended that HR professionals should understand that individuals within a team will have different agendas and processes, which will have an impact on the overall group dynamic. The different factors include the nature of the team members, leadership, structure, power and status and communication lines. HR professionals must understand the conflicts that can arise when working in a team and know how to prevent and resolve them. 

Huczynski and Buchanan (2010) researched team dynamics and categorised them into four different types; advice teams, action teams, project teams and production teams. Taylor and Woodhams (2016) noted that HR professionals can be part of different types of teams, at the same time. Advice teams provide information and guide the decision-making process, such as a quality control circle. An action team put the information from the advice teams into action and come up with a plan to achieve the goal, such as negotiating teams. A project team will do the majority of the planning and will work across different departments in an organisation; this includes planning or research teams. The last team that Huczynski and Buchanan (2010) identified was the production team, who are those who assemble or product or execute the final stages in developing a product or service. Examples include technicians who assemble cars in a car manufacturing business, or actors putting on a performance. 

Tuckman (1965) identified the stages of working in a group; forming, storming, norming and performing. In 1977, Tuckman and Jensen revised this and added a fifth stage to the model; adjourning. Bonebright (2010) explained these stages and researched how effective the model was in further studies. The ‘forming’ stage is the initial stage in which the individuals within the team build relationships with each other and create rules for the tasks ahead, and become focused on how to achieve any aims and objectives. The ‘storming’ stage is the following stage where conflict can arise amongst the group as they adapt to their roles within the team. The third stage, ‘norming’, is the stage where there is cohesion and acceptance of each other’s traits and roles within the group. The ‘performing’ stage is the fourth stage in Tuckman’s model and is the stage where team members work together to solve problems, which in turn leads to an effective output. The final stage is the ‘adjourning’ stage where the group separates after achieving the desired outcome, this was added based on a review of other literature. This model can be used in many organisations, and HR professionals should be aware of these stages of team development as they often work with a range of teams within their organisation. 

Belbin (2010) identified nine team roles that people adopt and grouped them into three categories. The three categories consist of action oriented roles, people oriented roles and thought oriented roles. The action oriented roles consist of shapers, implementers and completer-finishers. The people oriented roles comprise of coordinators, teamworkers and resource investigators. Thought oriented roles include planters, monitor-evaluators and specialists. Belbin (2010) then used his research to create a model which organisations can use to understand the strengths and weaknesses of the team, manage conflict and understand the responsibilities of the team. 


4.2. Explain political behaviour in organisations and how it can impact on the achievement of organisational objectives.

Kakabadse (1984, p. 119) defined organisational politics as a “process of influencing individuals and groups of people to your point of view, where you cannot rely on authority.” Within organisations, the political activity can either have a positive or negative impact on the business, or sometimes both. Gandz and Murray (1980) studied how managers felt towards politics in the workplace. The results showed that although 55% of respondents thought that politics in organisations have a negative effect on efficiency, 42% of the same people realised that politics help organisations function effectively. 

This view is agreed upon by Buchanan and Badham (2008), as they noted that there are benefits and costs to politics in organisations. Their research concluded that most managers are involved in organisational politics as it is a way to understand what is going on, with a lot of others saying they did so because it enhances their reputation; a small percentage get involved in politics as they enjoy it and it acts as a motivator.  

However, Stone (1997) noted that politics within organisations includes traits such as being malicious, aggressive, negative and viewing themselves differently to others. Her view is that politics has a negative impact as they demotivate others and can damage the success of the organisation. The direct impact from those individuals engaging in politics can lead to a lack of communication, low morale, conflict within teams and a lack of trust. 

Armstrong and Taylor (2014) believe that HR professionals need to know how to deal with political situations, without being part of them. They need to ensure that operations should be managed with as much transparency as possible so that any differing opinions can be dealt with quickly and effectively, and those opinions are not taken personally. Therefore, politics will still exist within the organisation to help with the decision-making process, but will be managed effectively to ensure there is less of a negative impact on the organisation.
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