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Activity 4
Group and team dynamics and how political behaviour impacts on organisational objectives
Watson (2014) summarises groups and teams are interlinked stating individuals working together for a common goal where there is social communication, a pattern of relationships and sharing.  Differences are; to be part of a group individuals contribute individually towards the common goal and the evaluation of their performance is dependent on their individual contribution.  To be part of a team is defined as a group of members who have complementary skills who are committed to a common goal with collective responsibility for the results who enter into a psychological contract with one another. 
Google embarked on an initiative to build the perfect team; it reviewed their best teams to find out if they shared interests or whether everyone was motivated by the same rewards.  Google stressed that psychological safety was critical to making the team work as well as other behaviours such as clear goals and creating a culture of dependability (Duhigg, 2016).
HR Professionals (HRPs) must be able to work with one another as poor team work can affect an organisation’s productivity and individual motivation therefore dynamics of group situations need to be comprehended in order to provide a strong cohesive team (Johns and Perkins, 2016).  Management should focus on communication and group dynamics strategically to increase the effectiveness of teamwork within organisations.  
Effective teamwork is essential in hospitals, surgical teams work collaboratively with different professionals providing safe, effective care in order to maintain high performing teams. It was noted the primary cause of surgical error was the breakdown of communication.  Training was developed that had transportable competencies which can apply to any surgical team following the design of a training needs analysis.  Communication, mutual monitoring skills, being alert to mistakes, being able to speak up regardless of position, standard language, and ensuring messages are accurately received together with role-plays and simulated surgery formed the training programme (Lacerenza et al, 2018).
Mohanty and Mohanty (2018) conclude communication is important; it is intertwined with group dynamics affecting how groups function.  Therefore dynamics of group environments should be explored as these could be affected by different factors such as the nature of individuals within a group and structure of the group.
There are many theories on group behaviour; Tuckman’s Forming, Storming, Norming, Performing and Adjourning (Mullins and Christy, 2013) is deemed the most influential foundation for modern thinking on teams and teamwork (Nestor, 2013).  

Mullins (2006) refers to Belbin’s Team Role Model (BTRM) Plant, Resource Investigator, Co-ordinator, Shaper, Monitor-Evaluator, Team Worker, Implementer, Completer, and Specialist illustrating team’s roles and dynamics.  

Owen (1996) completed a case study of the Red Arrows utilising BTRM over two years with two different teams the outcome was the same and the Red Arrows successfully learnt the new display.  It determined BTRM held value but could not explain the process of maintaining a high performing team as the teams’ profile differed while performance remained.

Miller (2014) refers to Tuckman’s model stating leaders need to manage the processes at the storming stage utilising Hersey/Blanchard Situational Leadership approach to determine how the team develops and their own leadership style together with BTRM in order to become high performing teams and thus avoiding getting trapped in Tuckman’s early stages.  At the forming stage a leader is required to be directive.  Belbin’s shaper or co-ordinator tends to be more inclined to this. At the storming stage where power and control are an issue the leaders style can be questioned therefore conflict can occur.  Belbin’s team worker can withdraw it if necessary to redefine goals to discuss emotions and to coach.  At the norming stage it is imperative to be supportive and a facilitator encouraging team roles to share ideas and opinions.  Organisations function by manager and supervisors exercising leadership accordingly Higgs, 2006, (as cited in Armstrong and Taylor, 2017, p.150) state leadership behaviour accounts for 50% of the difference between change success and failure.   
 
Political behaviour refers to behaviours including organisational politics, influence processes, power struggles and conflict in order to gain advantage with winners and losers (Dubrin, 2009). 

Rodgers (2008) recognises that formal strategies, plans and programmes do not change, it is through informal interactions of individuals who play an influential role on the impact of power and politics on an organisation’s outcome concerning performance and decision making.  Individuals share their experiences and perceptions and evaluate these as they go along in informal coalitions.  For most parts this is done informally throughout the organisation and managers cannot stop this or control it however, they can influence by reframing communication, thinking culturally, acting politically, building coalitions, embracing paradox and providing vision.

Huczynski and Buchanan, 2010, (as cited in Johns and Perkins, 2016, p. 84) highlight power-plays and negative use of political activity which cannot be ignored.  Armstrong and Taylor (2017) refer to groups exercising power whether directly or indirectly and the use of influencing to achieve results can be misused.  HRPs will need to be effective influencers in order to convey their knowledge and expertise to managers and supervisors.  Yemm, 2008, (as citied in Johns and Perkins, 2016, p.84) believes influencers display certain attributes to be friendly, to build alliances, have expertise and knowledge, have bargaining skills, have vision and empowerment.  Without creating an open and trusting atmosphere the influencer may be challenged and asked difficult questions to avoid this the influencer must convey their thoughts, listen and communicate to teams and at times bargain and compromise.

Thomas (no date) ascertains there are positive and negative political behaviours either self-driven by their own needs and goals or shared organisational goals.  Workplace politics is often viewed as toxic.  Armstrong and Taylor (2017) identify in such cases you will see individuals exhort to powers of persuasion to legitimise their actions to their colleagues but self-interest and influencing is foremost in advancing their career at the expense of others.  Politicking can have a negative effect on an organisation and can be taken to excess leading to feuds between emails, people or departments which is counterproductive.  Dulude (2014) cites a positive approach is to become politically savvy which relates to leadership behaviours and qualities to become an effective leader and strengthen political skills.  Therefore, to build collaborative relationships, to think before you speak keeping composure, to put people at ease and the use of networking demonstrate skilled interpersonal influence. 

Armstrong and Taylor (2017) ascertain knowledge is power therefore HRPs should exercise political sensitivity and liaise with key decision makers in order to ascertain opposition or indifference before making final decisions as those politicking are influencers within the organisation.
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