Qualification: CIPD Diploma in Applied Human Resources

Module Name: Developing Professional Practice in Human Resources

Activity Four

Word Count: 966


Student Name: Jacqueline Towell	
Student Number: 1808171
CIPD Membership Number: 23203590

By signing below, I confirm that the work/evidence presented is my own, unaided work. I understand the regulations pertaining to candidate malpractice and the action that may be taken as a result.
Signed:  [image: ]
Date: 19th November 2018


Activity Four

The Concept of Group and Team Dynamics

A group of individuals with complementary skills and experiences, that are working together with mutual respect toward a common goal, sharing ideas and challenging each other to find solutions, ‘more than just a collection of individuals’,  (Watson, 2014).  

When forming a group or team there are several factors to consider;  each member will bring their own personal skills and experiences, factors such as different cultures, age and gender will also add  to the diversity and complexity of a group.  This, in turn, brings different ideas, agenda’s and opinions which can create positive dynamics such as the strength of the team, its ideas and ability to drive results, but equally can be a potential source of irritation and conflict (Watson, 2014).   

Those working together as a team sharing ideas and brainstorming will generally be more creative and develop better solutions than those working independently, this is supported by  Neumann, (2005) describing Kurt Lewin’s ‘Dynamic Approach Rule’ Lewin, (1947). People also have naturally occurring roles within a team and will gravitate toward their position in the team, (Belbin, 2015)  identifies those roles as;

Completer/Finisher   -  Implementer   -  Monitor/Evaluator  -   Specialist   -  Co-ordinator         Team worker  -   Resource Investigator  -  Shaper  -  Plant

Therefore,  when creating teams and groups it is important that all role types are considered, utilising the Belbin team type questionnaire, Belbin, (2015) it is possible to determine an individual's natural role within a team (appendix 1). Furthermore, we should consider what type of team is needed and what are they required to do? Teams that have an eclectic mix of technical, problem solving and interpersonal skills are more balanced and have the ability adapt and change throughout the stages of team development, (Tuckman, 2009) describes this in five stages;

Forming   -    Storming   -    Norming    -   Performing   -    Mourning

This is a stepped process through the introduction, addressing differences, agreeing goals, success and completion/separation of the team. I relate with this particularly with regard to an office move project; 

1. The project team was formed with representatives from HR, Finance, Commercial to ensure that the needs of all staff and business requirements we catered for.
2. There was a period of team members debating what was the most important criteria for the new premises.
3. Aims and objectives were defined and agreed.
4. Premises were shortlisted with Pro’s and Con’s – options explored and an agreement reached.
5. Project completed and the team disbanded, relationships had been formed some of which continued into other projects.

Resolving conflict in this process can be challenging and can range from trivial differences to anger and frustration. This may be caused by poor communications personality clashes and even those that set out to be troublesome or argumentative, which may lead to inefficiencies and time wasting. It can be productive for leaders to encourage a healthy level of debate, it helps to identify problems and seek different solutions, however, to achieve this all parties need to be jointly involved, (Watson, 2014).   

The role of HR throughout this process is to support the team to a common agreement,  demonstrating the required skills to guide and influence the team and the process,   to achieve this, HR Professionals should be aware team dynamics and complexities and be able to influence the team to bring about change, Yemm, (2008) states effective influencers will display:

Friendliness - Empowerment - Vision - Ability to Build Alliances - Expertise and Knowledge  Bargaining Skills

HR Professionals also need to be knowledgeable to maintain their credibility throughout the process and be able to reach an agreement by utilising these skills, negotiating and finding a way forward, if they are unprepared, others could undermine their position.  In order to prepare for negotiation, Taylor & Woodhams, (2016) states that HR Professionals must understand:

1.    The aim of the negotiation
2.    What can be traded between parties
3.    Are there any alternatives
4.    Relationships
5.    Expected outcomes
6.    What are the consequences
7.    Who has the power

Political behaviour in organisations and how it can impact on the achievment of organisational objectives

Within any organisation and team, you will find those with a political agenda,  defined by Horn, (2009) as ‘ taking a particular view or position with the intention of personally gaining from that position’. HR Professionals should avoid getting drawn into  this and remain neutral, however, it is not always easy to spot and may be hidden behind what seems to be a rational argument, by concentrating on the objection the real agenda could be missed which in turn will create disharmony in the team and hinder the results and  success of the team.  
(Horn, 2009)   breaks down team behaviors into;

1.    Allies      		aligns with the majority and supportive
2.    Opponents       	provocative and critical
3.    Adversaries    	may appear to be bedfellows but could sabotage the teamwork 
4.    Bedfellows   	willing to align, for their own agenda, may switch at a later stage
5.    Fence-sitters  	remain neutral, with a weak contribution 

(Owen, 2018) gives a new perspective, political quotient, (PQ), being able to make things happen, ‘having the power and knowing how to use it’, the theory of building alliances, useful for managers and leaders, more successful managers will also possess IQ, (intelligent quotient) and EQ (emotional quotient), none of which are successful on their own.  

HR Professionals will be part of many types of teams and need to be aware of the behaviours and challenges within each of them, be politically savvy, understand the potential for conflict and the impact that can have in a team and organisation, Johns & Perkins, (2016)  supports this ‘poor teamworking can lead to serious losses in both organisational productivity and individual motivation.  HR Professionals should know how to recognise it and develop the skills required to manage those challenges.
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