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Activity 4

It is important that HR professionals are able to work effectively independently as well as within a team. Within a group, individuals usually adopt a specific role or behaviour and so ‘group dynamics’ is a term that can describe the effect these individual roles and behaviours can have on the group as a whole (mind tools). 
Group/team dynamics
Taylor and Woodhams (2016) explain that poor group dynamics can lead to difficulties for the organisation due to poor productivity, lack of decision making or poor choices. Whereas, positive team dynamics can benefit the organisation when group/team members trust one another, are able to communicate effectively and have recognised roles within the department. 
Within an organisation, there are various forms of ‘teams’ that can be identified (Huczynski and Buchanan 2010). These include:
· Advice teams which can be review/appraisal committees 
· Action teams 
· Project teams responsible for planning or research
· Production teams 
Teams within an organisation offer many benefits and can vary in layout and size depending on the individual purpose. They are developed to work together as a unit all working towards the same organisational goals.  Group dynamics have numerous contributory factors which include the different types of individuals within a group, the structure of a group, the status issues within a group and the existence of differing agendas from individuals and how it can affect the overall stability of the group. Huczynski and Buchanan (2010) highlight that ‘power-plays and the negative use of political activity can hamper a group’s effectiveness’. It is vital that HR professionals are able to recognise that teams can experience difficulties such as clashes of personality or personal disagreements and ensure that they have the necessary skills to assist in building positive working relationships and prevent negative impacts on the organisation.
Theory
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Bruce Tuckman explains that team formation ordinarily follows specific stages which are forming, storming, norming and performing. In brief, it helps identify which stage of development the team is at and suggests that by using these strategies and working through the process, it helps the team through to the next stage and ultimately end with ‘performing’ where the team are providing benefits to the organisation (mind tools).


Horn (2009) highlights that research suggests there are 3 main types of behaviours that occur in groups. 
1. Maintenance-orientated behaviour – which looks at building relationships with other team members and creating a positive atmosphere in work which are considered friendly and polite behaviours.
2. Self-orientated behaviour – which causes disruption in the group dynamics and includes factors such distracting other team members, undermining others, being negative, lack of group contribution, failure to move through the full ‘Tuckman process’ by focusing on their own goals which won’t be beneficial to the group as a whole and following political ideas not associated with the overall organisational goals. 
3. Task-orientated behaviours – looking at the agreed tasks to be able to fulfil the team’s overall objective by ensuring that tasks are delivered in a timely manner, and once the objective is complete tend to build lasting connections with colleagues. 

Why HR professionals need teamwork skills be aware of the characteristics of effective teams

HR professionals are often involved in encouraging positive changes and so Yemm (2008) cited in Taylor and Wodhams (2016) highlights that it is important that they have various attributes instilled within them such as friendliness, empowerment, expertise and knowledge, bargaining skills and the ability to help build alliances. HR professionals must demonstrate key negotiation skills and be able to influence changes within an organisation with stakeholders and help line managers and employees to reach agreements in often difficult circumstances. They should approach a situation with a ‘win win’ outcome in mind (Taylor and Woodhams 2016). They should prepare for negotiation with all contributory factors in mind including:
· Goals – what is the purpose of the negotiation
· Trades – can anything be traded between both sides
· Alternatives
· Relationships – between the individuals and the impact it can have on the negotiations
· Expected outcomes
· Consequences – for both parties
· Power – who has the ‘power’ in the situation 
Considering all of the above factors will aid HR professionals play a vital role in influencing a constructive and positive approach to negotiating and hopefully assist a level of compromise on both sides where appropriate. Demonstrating all of the necessary skills and considerations also reinforces the participants trust that the HR professional has the appropriate knowledge and skills to help the group/individuals and reduce the chance that they will be undermined.



Political behaviours and impact
Politics within an organisation can have huge effect and so it vital that HR professionals understand the different forms of politics and its effects. Understanding the causes of political behaviour including social and structural inequalities, time pressures, and individual motivations helps the HR professional manage it but avoid being part of it. To overcome the challenges, it may be useful to use the below model for guidance:
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Firstly, acknowledging that political behaviour takes place and understanding at what level – whether it is on an individual/group level or within the organisation as a whole. ‘The 4 Metaphors of Organisational politics’ describes how we can navigate through the different types of politics based on the level of political behaviours that have come to light. In brief, working through this model allows HR professionals gain an understanding of what it is the organisation is/could be facing and why the behaviours are occurring. Considering factors such as small groups of people collectively having an opinion and acting upon it and ensuring that managers are aware of it and are able to manage it rather than becoming a part of it.
Horn (2009) identifies that each person within a team can be described in 1 of the following roles:
· Allies – those who align themselves with a majority of the group and work together to achieve he group objectives.
· Bedfellows– only align with members of the team if they believe it will benefit them personally in the long run and can be susceptible to changing their group alliances
· Fence – sitters – tend to stay neutral and not offer their opinion even when the team is ‘under attack’.
· Opponents – are openly vocal about their disagreements with the team’s objectives and will encourage discussion which can have a negative effect on the team and it’s aims.
· Adversaries – commonly challenge the work of the team and can even sabotage its work
The truth is, political behaviours will always exist in an organisation, it is how we enable managers to understand it that is important.
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