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Introduction 

This report/ e-portfolio will contain information about what it means to be a professional in the marketing profession following guidance set out in the Chartered Institute of Marketing’s ‘Professional Marketing Standards’, discuss ‘group dynamics’ and provide evidence of my individual use of using project management and problem solving techniques including a personal development plan.

Report Main Body
Activity One

A professional could be described as somebody who is “nationally certified” or has experienced “growth and development through continuing education” (Campbell, 1995), however the CIM (2019) have their own standards and set of principals known as ‘Professional Marketing Standards’. According to these standards there are three levels to being a professional; known as core, behaviour and technical. Core behaviours are explained by Thompson (1997) as basis for all marketers into insights, the ability to interpret consumer experience and identify key patterns expressed by such consumers then deriving this information from customer analysis to identify needs and wants which is synonymous throughout all three, they are the heart of marketing. The technical competencies go deeper through to knowledge and skills required to adapt and vary areas of marketing, such as using internal marketing as a research prospective as explored by Ahmed, Rafiq and Saad (2003) which led to the discovery that using internal sources as research actually was a reliable measure and linked strongly to business performance. 

The behavioural competencies listed in the ‘Professional Marketing Standards’ describe the behaviours that are essential for marketing professionals to demonstrate such as the ability to be collaborative and inspiring as Housden (2008) explains; the need to develop individuals and teams in a way that enhances performance goals, the ability to encourage and help others and upkeep good relationships with the other departments within organisations. A marketing professional must commit to feedback as actively seeking feedback provides the capabilities to grow (Campbell, 2015), and understanding perspectives of others such as stakeholders present as a source of information for managers as a self-diagnostic as presented by Rivera-Camino (2007) to determine firm attitudes.
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Activity Two

‘Group dynamics’ refers to “leadership and leadership training, ideology and culture, group morale and group production, discipline and group organisation” (Lewin, 1994), so essentially multiple aspects of group work. Group dynamics can be affected in multiple ways; one example being leadership and differences in direction. There are three main leadership styles known as autocratic, democratic and laissez-faire, an autocratic approach leader would retain much of the power and ability to make decisions without consultation with employees or other members of the group (Khan, et al. 2015, p. 87) which is a generally criticised way of managing people. There are clear benefits of adopting this style such as good control over tasks, reduced time taken to make decisions and security however this style can leave other group members feeling untrustworthy, having low morale or even feeling resentful towards their leader when they feel they have an insightful input but are not welcome to share. 

The second leadership style that could be adopted is democratic, Bhatti et al (2012, p. 192-193) describes this style as welcoming to members of the group’s ideas; although the leader would make the final decision they would be open and interested in contributions. This style allows group members to feel in control and valued which allows for development of skills, evidently due to more opinions decision making could take longer than if an autocratic approach was used however brainstorming can be an effective way to generate ideas and create new thought processes that potentially would not have been thought by one individual (Brown and Paulus, 2002). 

Laissez-faire had been described by Luthans (2005) as “abdicates responsibilities avoids making decisions”, this style allows group members to make all decisions with leaders not providing feedback, however this style also means if the team made bad decisions they can take responsibility and learn from previous mistakes which builds greater character and a tougher understanding (Chaudhry and Javed, 2012). 

It was found that characteristics of individuals in a group can also affect the dynamics and functioning of others (Haythorn, 1953, p. 267); for example a shared belief of aims and objectives would traditionally mean less opportunity for disagreements as every member is aiming to achieve the same thing, which would also create a sense of belonging in the group. In a situation where all individuals are striving towards the same objective a sense of mutual trust is established which allows for open expression of feelings whether positive or negative in the expectation of seeking resolutions within the group (Mullins, 2016, p. 353). 

There are multiple teamwork theories that explain group dynamics, one being Belbin. The Belbin theory focus’ on individual team roles which places each individual within one of the ‘nine team roles’  segregated by characteristics, and the way individuals communicate and interact with each other (Fisher, Hunter and Macrosson, 2002). 

These nine were identified as the plant, specialist and monitor evaluator who are considered cerebral thinkers; meaning decisions are made dominantly and confidently in an inductive mode (Zenhausern, 1978). However downfalls of cerebral role types can be they often lack the ability to promote thought or conversation with others as they communicate narrowly and prefer to make technical decisions alone. The others fall into the action oriented category; implementers, shapers and completer finishers who are likely to make commitments to decisions even made with imperfect understanding in ‘high-velocity’ or ‘high-hazard’ environments yet have the ability to evolve off those decisions Rudolph (2009). Action oriented individuals have weaknesses such as reluctant to delegate with others due to their quick thinking decision making yet lacking ability to communicate before making decisions. There are also ‘people oriented’ individuals categorised as team workers, coordinators and resource investigators, these are co-operative, diplomatic and explore decision making more before coming to decisions. There are clear downfalls however being that these ‘people oriented’ individuals can take longer to reach decisions so are not good in ‘high-velocity’ or ‘high-hazard’ environments and can often be over-optimistic so lose interest once the initial enthusiasm passes (Belbin, 2004). 

Another framework for explaining group dynamics is the Tuckman theory which describes group structure developing through four phases (Runkel et al, 1971). These four explained by Tuckman and Jensen (1977) have been described as ‘forming’, ‘storming’, ‘norming’ and ‘performing’, more recently ‘adjourning’ had been added to the hypothesis following a review. Nestor (2013) explains how these main four stages refer to the general development of a group starting with uncertainty due to early stages of the formation, then confidence from group members begins to develop and personalities begin to show; at this stage hierarchy also develops and early conflicts begin to show. During the ‘norming’ stage initial concerns are usually reduced and each individual feels accepting of the task and individuals around them, then finally when ‘storming’ occurs processes are all in place, the team are able to solve problems and there is a clear common focus. 

During ‘group dynamics’ and working in team environments there can often be conflict, the Thomas-Kilmann resolution method assesses individual’s behaviour during situations of conflict. The two basic dimensions which assess this behaviour are known as ‘assertiveness’ and ‘cooperativeness’ , which are defined by five methods of dealing with conflict: ‘competing’, ‘collaborating’, ‘compromising’, ‘avoiding’ and ‘accommodating’ (Thomas and Kilmann, 2008). This can be applied to an organisational context by “applying common language that helps people think effectively and communicate clearly about conflict and its management” (Nischal, 2014), this foundation sets the tone that there are multiple forms of conflict and fighting is a minor part of it. During personal experience during a university project where decisions have had to be made ‘cooperativeness’ and ‘compromising’ has had to be used to identify reasonable solutions to ideas, the project involved charitable work to raise money for an organisation and our ideas broadened from cake sales, charity walks, or car washes to extreme activity such as sky dives. It took communication to evaluate the do-ability of some of our ideas, within the time scale, money available and resources we had to realistically plan what was available to us and come to an agreement (EV2a). 

Activity Three

According to Harvard Business Review (2016) there are four stages of project management; planning, finding and defining the fundamentals of what the problem that needs solving is, who will need to be involved and what should be done. The stakeholders should be identified which then provides information on what resources to use, whether that be people, time, money or space which allows for beneficial project planning and reduces time wasting. Stakeholders can aid in deciding what means success and their willingness to contribute to it (Bryson, 2007). Quality, time and cost is the second stage of project management as if any of these variables are changed, as does the outcome of the project, to establish a good quality level is key in meeting stakeholder needs. A strong implementation plan explaining how the project should be executed comes as the third stage of good project management following HBR’s theory, this is the stage where the work gets done and problems are discovered which can be tedious and cause frustrations however upholding a ‘big-picture perspective’ reduces the potential to be engulfed by small set-backs faced along the way. Monitoring project process with regular meetings reflecting against actual planned progress adds benefits as it allows comparison to timescales and evaluation on progression (Barber and Miley, 2002). It ends at the ‘closeout’ stage, where evaluation of the complete project takes place and debriefing occurs, this opportunity allows for discovery of individual or group problems and recommendations for future projects.

During university project work I have been involved in two different groups; in which the stages of project management described by HBR were applied to an extent in which a project involving developing a product, producing a website and marketing materials including research materials, writing blogs then evaluating the work we had produced (EV3a, b, c & d). We did not create a Gantt Chart however (EV3e) shows an example of one, Project Manager (2020) explains Gantt charts can be used as a visual representation to plan what work should be scheduled to specific days to effectively plan for the finished project.

There are also methods for influencing, persuading and negotiating when involved in group work. According to the APM (2019) successful influence can be created by assessing and understanding patterns of “attitude, behaviour, emotion and decision-making” of the individuals in the group, these are also the factors that successful intervention can be measured by. Effective influence would require a project manager to have a sensory understanding of individual behaviour, emotional intelligence to represent other individuals, flexible communication skills, the ability to negotiate until a mutually acceptable position has been found, contextual awareness and a wide diverse understanding. 

Negotiation can be described “as a way of resolving disputes” (Management Study Guide, 2020), from a project management perspective good negotiation skills include the ability to set realistic, timely and accurate goals, have good emotional control in order to remain calm, great listening, communication and questioning skills alongside an understanding of when and how to know when it has reached time to close the negotiation (Harvard Law School, 2019). These techniques have been applied to my own knowledge during project work although not individually, there had been times during conflict or difference in opinion where our team had split opinions. It took negotiation more than persuasion for both sides of the team to find a middle ground where we all felt content with the idea we had thought up, on occasion we had conversations about marketing materials and how we wanted them to look however then an individual produced it the vision was not synonymous with how the group felt it had been discussed during brainstorming. 

Activity Four

Continuing professional development concerns the practices relating to develop expertise and experience which allows for learning without the general express objective (Collin, Heijden and Lewis, 2012) . It has been described as “effective participation in contemporary, technology-based, knowledge society implies an increasing importance for voluntary learning and development by employees” (Evers et al, 2011). Continuing professional development should provide individual experience to meet the needs of specific professions, for the marketing profession I have prepared a personal development plan which identifies and outlines the personal areas I feel need development in order to continue. 

There is a five step framework in the ‘Continuing Professional Development Cycle’ involving: identifying and planning, such as deciding whether formal or informal methods of learning would best suit the way individuals prefer to learn, learning activities then reflection on learning, applying learning and sharing learning which also reiterates skills individuals have developed (SkillsYouNeed, 2020). 

	What do I want/need to learn?
	What will I do to achieve this?
	What resources or support will I need?
	What will my success criteria be?
	Target dates for review and completion

	I want to gain more knowledge on how management in marketing departments works.



	To achieve this, I will observe and reflect management techniques in attempt to learn from observing.
	Resources I may need are support from managers or experts in the industry, I could take part in an internship or placement to take part in on-the-job training. Taking part in this could also help me build relationships with people in the industry which could help in future scenarios where I am searching for a job, as would have good references to support me. 

	My success criteria will be measured on my own feelings, when I feel I am competent that if I went into a marketing role at managerial level I will have the knowledge and confidence to make decisions for the organisation independently.
	June 2021

	I want to gain experience of the multiple different marketing techniques and the application of them in real-world situations. 





	To achieve this I will read literature, blogs or articles on websites such as Harvard Business Review or Forbes to keep up-to-date with marketing trends and developments. I could also watch TED talks online.
	I will need resources of books or the internet, and the resource of time in order to research. I could also talk to marketing professionals and apply knowledge to other aspects of my continued learning life.
	The criteria for this aim would be again the confidence of knowing I am fully knowledgeable with up-to-date theories and models that would aid in my marketing career.
	June 2021

	




	
	
	
	

	




	
	
	
	














Appendix

EV2a. 
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EV3a.
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EV3b.
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EV3c. 
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EV3d.
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EV3e.
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