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To allow an organisation to develop and achieve its goals, groups and teams are one of the main contributions factor to accomplishing this. Individuals must be able to work together to increase organisational efficiency (Watson, 2014).

As suggested by Watson (2014), there are a number of likenesses between groups and teams. Having specific roles, embracing a range of individuals from different departments and being able to work towards a shared goal structure them. Without realising, individuals will take on specific roles and behaviours within both group environments. Group dynamics contributes to the function, development and success of a group. 

Specifically to groups, all employees are considered to be a part of one but they are individually monitored against their impact and contribution to achieving the specific goal. Three specific roles were identified to allow a group to function. Allcorn listed these as, group task, group maintenance and self-oriented (Watson, 2014). The first role merely consisted of increasing the efficiency of the group to accomplish set goal/s. Group maintenance are individuals who encouraged working together in a friendly and approachable environment by promoting healthy relationships. In contrast to this, the self-oriented role individuals would facilitate their own requirements and work beyond this to try and better them. Allcorn suggested that each group would need a composition of all three to have a good balance but it’s recommended that each individual hold an aspect of all of them (Watson, 2014).

According to Belbin, there are nine essential team roles (Horn, 2009). Although, it’s important to note that it doesn’t necessarily state that there are always 9 or more members required in a team. Horn (2009) highlights that individuals are able to possess more than one attribute and some are not always required for certain team activities. The larger a group becomes, the less it is able to focus on developing towards its goals and participants become withdrawn and inefficient (Watson, 2014).

As well as the three roles advised by Allcorn, the characteristics of individuals affect the efficiency and result of a group. Individuals can bring in “personality, life stories, prior experiences” (Watson, 2014) to achieve the goal. 

Throughout an organisations life, there will be a vast amount of goals that will change and develop over time. To prepare for this, Tuckman developed a model, which instigates how an effective group progresses from start to finish. The model consisted of the following 5 stages (Watson, 2014):

1. Forming 
At this stage, the dynamics of the group evolve by identifying the leader of the group. This is recognised, as individuals are unaware of their roles and responsibilities. Time will be taken to build relationships with other members and identifying all their strengths and weaknesses. The leader is able to facilitate and move the sessions forward (Mind Tools, unknown date).

From a current organisational perspective, as a HR Professional developing a new internal annual leave system, one of our main priorities is influencing employees to adapt and accept the change. As the main drivers of the product, we must be fully aware of its functions and be able to provide knowledge and answers to set minds at ease. To empower customers and allow them to share their apprehensions, HR professionals need to be approachable and friendly (Johns and Perkins, 2016).

2. Storming
Here, individuals are still wary of their roles and responsibilities but relationships haven’t fully developed. As more individuals become more confident to share, boundaries are being tested and conflict can happen from different working styles. Managers will be more prominent at this stage by recognising individuals that will not agree with others and disagree with their working styles but it is important for them to develop a rapport with all employees by being respectful and taking into consideration their perspectives (Johns and Perkins 2016). 

3. Norming 
The group has cohered, by forming relationships and individuals having respect for one another. They’ve understood that they have something in common and they are able to see evolvement in achieving their goal. By forging better relationships, they’ve recognised strengths and are happy to seek advice on their area of responsibility (Watson, 2014).

4. Performing
A functional group structure has successfully formed. The primary driver is working hard and grasping a shared responsibility to achieve the collective goal. It’s recognised by Watson (2014) that micromanaging individuals can affect the whole cohesion of the group and encourage poor performance. Managers should encourage individuals to take responsibility for their roles to allow leaders to concentrate on increasing members knowledge and skills (Mind Tools, n.d.).

5. Adjourned
Finally, the group has eventually met its goal and the will either part or re-begin the course to meet ever changing organisational objectives. 

Within groups, politics is mostly viewed as a negative. As discussed above, the self-oriented roles appear to work towards bettering themselves and using the group to allow them to achieve this. They are able to impact on the development of the group but HR professionals need to recognise these individuals by understanding that they will face these behaviours in all groups and must learn to work with them (Horn, 2009). These individuals behave as adversaries, by willingly damaging the group’s progression. However, they can often be mistaken as allies and bedfellows as the goal of the group supports their personal gain. As a manager, you are able to neutralise this negativity by being aware of the adversaries, keeping them close but continuing to remain professional by avoiding worsening the situation by being aware of their priorities (Mind Tools, n.d.).

On the other hand, being a HR professional is networking and socialising with recognisable faces within the industry. By continuously attending events, the professional becomes the recognisable individual and is able to build trustworthy relationships with others. From this, professionals are able to consider collaboration opportunities, develop an in-depth knowledge of the industry and share practices that could benefit their organisation (Johns and Perkins, 2016). 

One of the difficulties that HR Professionals face when dealing with groups is weak teamwork. The lack of understanding of group dynamics and dealing with them effectively can lead to lack of motivation and group effectiveness (Johns and Perkins, 2016). Powley (2012) recognises that within care homes, teamwork is key to achieving the best possible results. She suggests that the whole team must identify that they’re all responsible for supporting each other. This can be embedded into the group by allowing them to identify what is needed from each individual to allow them to achieve their goals. As they are liable for setting these standards, they’re more likely to abide by them and increase organisation productivity. 
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