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Activity 4

Introduction

Working within a team environment is something that can sometimes be a challenge.  Whilst some parts of your role will require us to work in silo there will be elements of your role where you're going to have to be part of a team.  Your role within the team will sometimes involve influence especially if there are groups with differing opinions within your teams.  Within HR a lot of your influencing will be towards stakeholders getting them to think differently about a situation to get the desired outcome. Hucynski and Buchanan (2010) state that there are many ways that teams can be made up of, Advice, Project, Action and production teams. Bruce Truckman (1965) however had a different model which has been built into 4 stages Forming - the introduction stage where people will look for guidance and may not communicate much, Storming – this is when people start to find their feet and the politeness of the group changes to show true emotions, Norming – after the emotions when things begin to calm back down and return to normal and Performing – this describes the feeling when a task is completed hopefully successfully during this time the team should be engaged and feel a sense of accomplishment. Belbin (1981) describes 9 key roles however that doesn’t mean that there must be 9 roles as some individuals can take on more than just one role, teams can be of any size dependant on the size of an organisation. Teams are build-up of people who have something in common or potentially a desired goal. 
Team working and Political Behaviour
To work effectively within a group of people it may help to understand them better. The 4 colours of personality documents show us how different people react differently as this is their preferred learning style. Whilst this is something, I did a long time ago I recently re sat the test with my team and was interesting to see how they worked and their learning styles, so that I can adapt my approach when having an influencing conversation with different stakeholders. 
Yemm argues to be an effective influencer you should be able to display vision, friendliness, empowerment, knowledge and be able to have a bargaining skill (2008).  When I completed the project management task as described in Activity 3, I feel that I needed to use all the skills Yemm (2008) describes to get the desired outcome. Influencing and negotiating is a key part of the HR role especially when dealing with group of individuals who may have a different opinion to yours. 
[bookmark: _GoBack]As mentioned earlier that Bruce Truckman states that there are 4 stages to building a team, and in the article when four worlds collide (Talan Miller) links different notions to show how they all link back to needing leadership to be an effective team. When looking into this article it shows how certain leadership styles link to Truckman’s 4 stages. Forming, would need to create directional leadership. When we completed the project management in activity 3, as part of a team with over 70 people and they were all relying upon us to guide them through a process which showed such uncertainty for them. Storming would require coaching leadership, this was probably the most difficult part of the process as it was the emotional part of the process for everyone. When dealing with a situation that means you need to influence and coach someone it is key to remember that everyone is different, and we need to learn to adapt to everyone's needs. Norming is a form of supportive leadership, it is important to understand that for some people the process is simple and for others its complex. Treating everyone personally will allow you to get the best out of all individuals. Performing requires a delegating leadership, this allows us to empower everyone to decide and allows them to be part of the wider team. 
Whilst ideally the theories above and the situational leadership would allow us to be effective as team players, there is sometimes something that prevents us from being a functional team.  This is known as Political behaviour; Political behaviour is when someone’s influence or options are used to try and influence or change an individual. Politics within a team is probably quite normal but we need to use it as a positive for the team we are working with (Jarrett 2017). In Roy Horn (2009) Business skills handbook there is a section in the book that talks about team politics. This states that every individual is part of a team and those who are not part of the team are either Allies, opponents, bedfellows, fence sitters or adversaries. In my opinion HR managers can sometimes sit in the allies and fence sitters' categories (p.120). Political behaviour with teams can be a controversial subject, however Chris Rodgers informal coalitions discusses how he feels that to be effective at change you must act politically, by engaging with the political team members to add value and gaining perspective through every day conversations. 

Conclusion
As a HR manager, to have an effective team there are many things you need to consider, such as communication with each other and the wider audience, collaborative working, influence and negotiating and being fully aware of political behaviour, how to manage it and how to avoid being a part of it. 
Effective teams may not all be formulated using the same skill sets and may have different outcomes depending upon their views and behaviours, however it is important to understand why teams may fail and the importance of having different types of teams, as no team will work exactly the same way. Just because someone did it a certain way once doesn’t mean it can’t be improved or changed. 
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