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1. EXECUTIVE SUMMARY 

In this report I discussed professional development and what it means to be a human resource (HR) professional, I have also provided an e-portfolio containing evidence of the actions I have taken in relation to this report. I split the report into four sections, in the first section I examined what it means to be a HR professional making reference to the current CIPD Profession Map, and in the second section I discussed the elements of group dynamics and two conflict resolution methods within an HR context. Within the third section I looked at project management and problem solving techniques I used within the group I led. In this part of the report I also discussed how I successfully influenced, persuaded and negotiated with others in the course of the project I led. Lastly, in the fourth section I undertook a self-assessment to identify my professional development needs in that area and options to address them. Within this section I also produced a professional development plan (PDP) to meet my professional development needs which includes a justification of what I have chosen. 


















2. INTRODUCTION 

2.1 REPORT REMIT 
In this report I will be discussing professional development and what it means to be a human resource (HR) professional, I will also provide an e-portfolio containing evidence of the actions I have taken in relation to this report. This report is split into four sections, in the first section I will be examining what it means to be a HR professional making reference to the current CIPD Profession Map, and in the second section I will be discussing the elements of group dynamics and two conflict resolution methods within an HR context. Within the third section I will be looking at project management and problem solving techniques I used within the group I led. In this part of the report I will also be discussing how I successfully influenced, persuaded and negotiated with others in the course of the project I led. Lastly, in the fourth section I will be undertaking a self-assessment to identify my professional development needs in that area and options to address them. Within this section I will also be producing a professional development plan (PDP) to meet my professional development needs which includes a justification of what I have chosen. 

2.2 WHAT MAKES A HR PROFESSIONAL
Araimi suggests that effective people management has emerged and companies are realising that their employees cannot be treated as peripheral entities and need to be looked at as integral part and parcel of the organisation (2011). Araimi also suggests that HR can be defined under a number of definitions but can be generically defined as a range of activities under the rubric of employment relationship that are directed for attracting, retaining, developing and motivating employees (2011). The CIPD 2013 Profession Map is used to instruct the knowledge and behaviours that HR and learning and development professionals need to demonstrate in order to meet the CIPD requirements for professional membership. However, it is useful for HR professionals in general as the 2013 Map defines the building blocks of effective people management across ten specialisms, and describes eight behaviours that underpin good practice, along with four bands of professional competence. The Map is also flexible as you can choose what to focus on depending on your area of work and your career development ambitions (CIPD, 2013).
According to the map, the professional areas are, organisation design, organisation development, resourcing and talent planning, learning and development, performance and reward, employee engagement, employee relations and service delivery and information. Also, the eight behaviours that a HR professional should possess are, curiousity, a decisive thinker, a skilled influencer, to be personally credible, collaborative, driven to deliver, courage to challenge and a role model for other employees (CIPD, 2013). Please see evidence number 1 in the e-portfolio to view the CIPD 2013 Profession Map. 
All of the factors considered that make a HR professional are important because for example, to be curious you are future-focused and open-minded seeking innovative ways to add to the organisation. Another example is that it is important to be collaborative as this means you work effectively with a range of people both within and outside the organisation. Courage to challenge is a very useful behaviour to possess as it shows confidence to speak up, challenging others with resistance or unfamiliar circumstances. According to The Map, organisational development is one of their main professional areas as it is about ensuring the organisation has a committed workforce needed to deliver its strategic ambition. Provides insight and leadership to development and execution of any capability, cultural and change activities. Learning and development is also a significant professional area as the person working in this area ensures that people of all capabilities of the organisation possess and develop the skills, knowledge and experience to fulfil the short and long-term ambitions of the organisation and that they learn grow and perform alongside the organisation. Lastly, the CIPD Map also states that service delivery and information is compulsory as this ensures that the delivery of HR services and information to leaders, managers and staff within the organisation is accurate, efficient and timely and cost-effective (CIPD 2013). All of these factors are extremely important examples of what it means to be a HR professional as they shape the organisation and the people in it, ensuring and effective and smooth running of the organisation and less room for mistakes and mishaps.





2.3 GROUP DYNAMICS 

A group may be defined as "an entity compromised of individuals who come together for a common purpose and whose behaviours in the group are guided by a set of shared values and norms" (Haynes, 1988), they have a common purpose. A common purpose indicates that the members of the group are all aiming to achieve the same end goal. Haynes also suggests that a group is different from the collective personalities of the individuals who form the group. The group that is created has its own identity, this is made up of the group members' individual personality traits all brought together as one (2012). However, although similar, there is a difference between teams and groups. According to Levi, a team is a special type of group in which people work independently to accomplish a goal (2015). Zander suggests team goals are "a desirable state of affairs members intend to bring about through combined efforts" (1994). Goals are the main way in which a team can define its purposes. With the help of team leaders, they can help to create a more effective communication space making it easier for members of the team to address topics in an appropriate and professional manor. Forsyth suggests group dynamics are in influential processes that take place in groups and also the discipline devoted to the scientific analysis of those dynamics (2009). However, within a group or team conflict can occur as the members may have the same goal, but will have different views and ideas on achieving it. I will now be looking at two different conflict resolution methods which could be used to assist any problems within the group. 

Firstly I will be looking at Tuckman's forming, storming, norming and performing method. Bruce Tuckman, psychologist, invented this memorable phase to describe the path that most teams/groups follow to achieve their goals. He then later added a fifth stage to the process, "adjourning" (Mindtools). During the forming stage, members show little involvement and communication is superficial as they often look for a leader to look up to. As the group move into the storming stage communication is improved and ideas are being discussed, however members of the group still delay the tasks and look for reasons not to complete them (Tuckman, 1965). During the norming stage members then make a conscious effort to resolve problems and work together as a team. More ideas are shared and teammates will confide in each other for help, this stage is a lot more progressive than the previous two. Lastly, within the performing stage team members are able to prevent and solve problems and their "can-do" attitude becomes visible as they help out one another with tasks. Members will take on various roles and responsibilities, this stage is the most productive as tasks are completed (Stein, n.a). Despite clear roles and responsibilities, a team will not reach it's full potential as not all members commit to it fully. Dr Meredith Belbin suggests that, by understanding your role within a team, you can develop your strengths and manage your weaknesses, improving how you contribute to the team. 

I will now be looking at Belbin's team roles as I believe they help a group come together and achieve their end goal efficiently. Belbin identified nine team roles and he placed those roles into three groups: Action Oriented, People Oriented, and Thought Oriented (mindtools n.a). The action orientated roles contains the shaper: ensures that the team keeps moving and doesn't lose focus or drive, the implementer: who puts ideas into action and the completer finisher: ensures thorough completion with high standards of quality control (Belbin.com). The thought focused team roles contains the plant: who presents new ideas, the specialist: who provides specialist knowledge and skills and the monitor-evaluator: oversees all options and ideas and judges accurately (Imperial College London, n.a). Lastly, the people orientated roles consists of a resource investigator: who explores opportunities and develops contacts, the co-ordinator: is mature and confident and clarifies goals and lastly the team worker: mild-mannered and perceptive, this individual calms situations and is easily influenced (EBA n.a). Belbin's team roles are useful as every member of the group knows their place in the group and everyone can work together collectively to achieve the end goal affectively. 
















2.4 PROJECT MANAGEMENT AND PROBLEM SOLVING

In this section of the report, I will be discussing the problems I faced during the first semester of my first year of studying in university. During this time I worked on a project in a group of four, for a charity organisation called Unity LGBT. The Unity LGBT centre in Swansea city centre is a charity that helps transform the lives of vulnerable people who are part of the LGBT community. The main problem I faced during this project was the lack of communication me and my group had with Unity as we attempted to contact them on numerous occasions via telephone, email and their social media pages, however, we received no response from them. The reason for the lack of communication within Unity is due to the fact that they are understaffed at the centre. They needed to ensure labour is always present during their opening hours to respond to those trying to communicate with them. In addition to this, I was the team leader of the project group and had assigned the members of my team their individual roles. Working as a team and being a team leader was difficult as not everybody in the team committed to their deadlines, slowing down the process of reaching our end goal. I then decided to use the 5 stage design thinking process to help solve the problems we were facing when planning to organise a showcase to present the Unity centre to the public. The five-stage design thinking model was proposed by Hasso-Plattmer Institute of Design at Stanford University to help solve problems that occur. The five stages are: empathise, define, ideate, prototype and test (see evidence 2 in e-portfolio). 

During the first stage you need to gain an empathetic understanding of the problem you're trying to solve, Lantos suggests the need for problem recognition is the consequence of an unsatisfied felt need or want of an unsolved problem (2010). During this stage we collectively came to a conclusion that the main problem was members not committing to their personal deadlines, which needed to be resolved. The second stage in the cycle is to define the problem, but to define it as a problem statement as our own. We recognised that we were lacking in effort towards meeting our deadlines and needed to make changes in order to move forward with the project. During the third stage ideas start being generated. At this point we grew to understand each others needs, therefore moving onto the third stage of the design thinking process, we generated ideas in order to find solutions to our problem. According to Dam and Siang, the goal is to generate a large number of ideas - ideas that potentially inspire newer, better ideas (2019). In this stage me and my project team suggested many ideas, however the idea we all agreed on was to discuss everybody's roles and reassign them to better suit each member. The fourth stage of the process is the prototype stage, we did not use this stage however we may have had better results if we did. This stage consists of the team "produce a number of inexpensive, scaled down versions of the product or specific features found within the product, so they can investigate the problem solutions generated in the previous stage" (Dam, Tiang ,2019). Lastly, the fifth and final stage of the design thinking process is to test. This is where members test the complete product using the best solutions identified during the prototyping phase. During this final rather than simply follow this step me and my team members simply put our ideas from the ideate stage straight into action which turned out successful.

2.5 PROFESSIONAL DEVELOPMENT PLAN 

As a result of producing my personal development plan (PDP), I have come to a conclusion that my time management skills are the skills I need to improve on the most out of all of the 6 areas I would like to work on. I have taken a self-assessment test online as the initial action I am taking for improving my skills (see evidence 3 in e-portfolio). I answered fifteen questions, all requesting an answer as to how I manage my time doing certain tasks. Overall I scored 34, which meant I manage my time well with some things, but there's room for improvement elsewhere. I need to focus on the serious issues and I'll most likely find that work becomes much less stressful. However, if I were to score anything from 31 down to 15, the test suggests that I would need to improve on my effectiveness at work a lot more (Mindtools, n.a). The assessment suggests that my scheduling is not as poor as I do set aside some time to complete tasks, however, I procrastinate a large amount and my goal setting rating was displayed as very low as I do not take enough time to plan out and manage my work load. The website on which I completed this self-assessment suggests that "the key to controlling interruptions is to know what they are and whether they are necessary, and to plan for them in your daily schedule" (mindtools, n.a). This is something I must adapt to in my daily tasks to improve on my time management skills efficiently. In conclusion I do not think there should be a specific set date for my target of improving my time management skills as this is more likely to be an ongoing improvement which will take time and adjusting to correctly achieve.




















2.5 E-PORTFOLIO 
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EVIDENCE 1 – CIPD MAP
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EVIDENCE 2 – 5 STAGE DESIGN THINKING PROCESS 











EVIDENCE 3 - PDP
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