
Activity 4 – Developing Professional Practice in Human Resources

This report explains the concept of group and team dynamics and the political behaviours in organisations, including the impact on the achievement of organisational objectives.
Groups and teams are combinations of diverse individuals with a common goal. (Jackson and Carter, 2000). Groups, teams and organisational dynamics are complex due to the variety of personalities and experiences of each individual. However, Jackson and Carter (2000) express that these dynamics help to improve the overall performance of an organisation. 
There are similarities between groups and teams as they’re both made up of different members whom complement each other whilst performing and contributing to different tasks and roles; assisting with the effectiveness and efficiency of the organisation. (Clegg et al, 2005). A lack of teamwork can reduce organisational productivity and motivation. 
There’s also significant differences between working within a group/team. Schein (1988) states that group work is working alongside individuals of the group, working collectively to reach their mutual goal. The individual contribution of the group work will reflect when evaluating their performance. 
Group dynamics are affected by various factors such as individual characters, the structure and various communication processes. Negative political activity can curb the effectiveness of the group. (Huczynski and Buchanan, 2010)
Allcorn (1985) identifies three types of roles that individuals will embark whilst working within a group. Group Task Roles focus on reaching organisational goals through production and development.  Group Maintenance Roles targets positive relationships between each member through encouragement and harmonising. Finally, Self-Oriented Roles is the focal point for members’ individual demands, pushing the group forward or negatively affecting the groups’ connection.
A successful group would adapt all of the above roles, however realistically each individual will acquire a merger of all three roles (Allcorn, 1985).
Teams are defined by Greenberg and Baron (1997) as a group of individuals whose skills and knowledge are dedicated to performance goals that they are jointly responsible for. 
According to Aranda et al (1998) there are four types of teams. Management teams inspire work through the vision and image of the workplace, improving the culture and morale. Members of task teams come together from various departments, working on a task for a specific length of time. The third is work teams which is made up of self-sufficient individuals liable for a specific service/product. Finally, parallel teams are members working individually but in parallel to the structure of the organisation, targeting problem-solving and pursuing opportunities. 
Research into team dynamics revealed a link between team cohesiveness and the increase of productivity. Members of cohesive teams demonstrated better communication, participative attitude and increase productivity, whereas cohesive groups encounter difficulties with implementing standards of behaviours to members with less production. (Barton and Martin, 1991, Mullen and Cooper, 1994). 
Aranda et al (1998) established three skills which increased productivity; team problem solving, team interpersonal and task problem solving. 
Kruyt et al (2011) suggests the following dynamics to help with team building, to ensure high performance from employees. Bringing together appropriate co-workers is crucial for team performance. The head of the department should decide what contribution the team and individuals should have. The team leader should improve the culture and work ethic to encourage concentration, also prioritising work and delegating responsibilities will ensure focus on the agenda. Finally, recognising development and relationships of the team, and acknowledging reoccurring absences will all add to the dynamics. 
The team’s ability to work stems from their motivation and energy. Disagreements and organisational politics can have a negative impact (Kruyt et al. 2011).
Tuckman’s (19685) five stage model “Forming, Storming, Norming, Performing and Adjourning” helps group and team development. See Appendix 4.0. This model shows the complications of achieving effective groups and teams. It’s fulfilling for individuals to know that working together achieves great outcomes that perhaps they wouldn’t achieve alone. 
Belbin’s (1981) team role model is made up of nine key roles split between three sub headings. For an effective team, all nine roles should be covered. 
Firstly, there is the Implementer, Shaper and Completer/Finisher which come under ‘Doing’. This ensures work gets done through providing drive to overcome problems, transforming ideas into reality and meeting deadlines. 
The roles which come under ‘thinkers’ are plant, monitor/evaluate and specialist. This requires creative and strategical individuals to solve complicated problems whilst contributing to technical requirements of the project.
‘Relationships’ include co-ordinator, team worker and resource-investigator. These roles require leadership, relationships and providing resources and political support which are all important for a successful team. (Belbin, 1981)
Belbin (1981) created a questionnaire identifying the preferred roles of individuals within a team. Evidence 4.1 shows my primary team role to be team worker with implementer being my secondary team role.
In every team there are negative and dysfunctional agendas. Being aware of the politics is important as it’s rare to have a politics-free team. However, it’s best to avoid being involved in them. 
Political behaviour impacts the success of the objectives. It can be a distraction from focusing on work and can create a divide within the group/team. This will have a negative effect on employee’s motivation and productivity can be compromised.
There are five roles that individuals can be seen as behaving in (Horn, 2009). Firstly, allies are people who align with the bulk of the team and are reliable/fully focused on reaching the team’s objectives. Secondly, bedfellows will only align with the team because they feel it is beneficial and hide their true feelings. Next is fence-sitters who remain neutral at all times. Opponents openly criticise the teams aims and objectives. Finally, adversaries willingly sabotage the team’s work by disguising their role as being an ally or bedfellow. 
Teams can fail due to various reasons such as not being formed or balancing roles appropriately, showing little focus on the aims and objectives and having a team that is exceedingly political. (Horn, 2009)
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Ldeall, a team comprises individuals with a wide range of such skils o tap into each
other's strenghs and to achieve increasingly complex tasks in an increasingly uncertain
o ork environment. Hence, team members should be selected on the basis not only of the
s that they aready possess but also on their willingness and abilty to learn new skill.
“This poses a chalenge to managers and other organisational decision-makers who have
traditionally selected team members based on position and proximity, that is, seniority,
‘wociation or location. It is also common practice to use the same team over and over
Sgain, which results in the team faking the same or similar actions and arriving ot the
o e or a similar outcome. This has far-reaching implications on organisations. Firstly,
ew organisationl problems require fresh thinking that esablished teams are unlikely to
e and, secondly, there is a reluctance to develop potential new team members that
hight brin i new Knowledge, sills and ideas. I i threfore imperativ that urrent and
uspiing managers know how to build ffective groups and teams, which is what e wil
discuss i the following section.

There is much written about team-building, possibly because teams infrequently perform
as wel 2 they might or up to their managers’ expectations; therefore we constanily strive
2o find the factors that make a difference - always, it would seem, rying to redefine out
community of practce i relation to building the perfect eam. Some dynarmics (Kruyt et
<12011) that could aid this practice are discussed in this section, which are: (1) acquire the
Sppropriate asscites, () ensure teams concentrate on their own work, and (3) be
conscious of the team evolution and energy.

Acquire the approprate asociates’ may be an obvious sentiment. However, while it i
probably the most neglcted activity managers e o configure ateam, for the most partt
B erital element that impinges on the tean’s performance. It is important that the
depariment head takes the crucial decision in deciding what contribution 1o the
orpanisation the team as a whole and each individual should make. Sharing the vision o
e vemit contributes to the synergy in aspirations and potential achievement the team
can make.

Teams need focus and, therefore, the team leader needs 10 be able to create the
cireumstances that help enforce the team parameters, their culture and work ethic. To
neare this happens, paet of the team leader’ rol s to ensure tha prioritesare devised
nd met. This may include deciding on what tasks individuals embark upon, those that
e colletive activiies those that are monitored and activties that are t0 be curtailed. The
i ere i o maintain focus and not have work that drags on too long or tha takes the
fcam away from their priorities, 35 this can render the team dysfunctional. Teams
esociates need to be aware of ther responsibilities - personal and collctive - and have d
Televant series of performance directives which are transparent and consistent.
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