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According to Lester, to be a HR professional is to have specialist knowledge and experience in the HR field. This can be gained by obtaining qualifications, going to events, networking and reading academic literature (2010). The CIPD is the only recognised professional body associated with HR and being a member of the CIPD demonstrates a level of professionalism,  due to the code of professional conduct that the CIPD requires its members to follow (Perkins and Johns, 2016, p.75-6).
The profession map demonstrates areas in which HR professionals can continuously develop, “CPD” (Perkins and Wilkinson, 2016, p.110). The 2013 version will be looked at here, though there is a newer version, structured slightly differently, containing “purpose, which are evidence-led, principle-led and outcome-driven.” Building off this then is, “core knowledge, core behaviours and specialist knowledge” (CIPD, 2020).
There are four levels of which a HR professional can enter the map which correlates to their level of expertise (CIPD, 2020). For example, a HR director is likely to sit at band four and so the development areas higher up the band.
There are two key areas which lie at the core of the map. Firstly, ‘insights, strategy and solutions’. This simply means, the individual understands the people skills needed to provide an effective HR service, has the competencies to execute the role as well as solid HR knowledge. The individual can suggest recommendations and help implement new strategies which would benefit the organisation (Perkins and Wilkinson, 2016, p.110). Negotiation with stakeholders could be used as an example of when these skills are relevant (Johns and Perkins, 2016, p.85). It is crucial that HR draw upon these insights from their professionalism, to reach a decision.
The second core area is ‘leading HR’. HR construct and implement HR practices and drive the HR service. They should be role models in the organisation and embody the ethics of the CIPD (Perkins and Wilkinson, 2016, p.110). You would not expect line managers to adopt new HR practices, if HR professionals did not adopt them themselves. These two core principles define the HR profession – being strategic in implementing positive practice and leading by example.
There are ten professional areas in which one can develop. The first is organisational design (Woodhams and Wilkinson, 2016, p.111). HR professionals should look to make the organisation as efficient as possible through its design, weighing up best practice versus best fit. The role of line managers in HR practices is a good example here. In the 1990s there was a shift whereby HR took on a more strategic role, and thus line managers adopted a lot of the operational HR tasks (Swift, 2016, p.3). Next is organisational development. HR creates the environment and structures for line managers to ensure a positive and productive workforce in HR’s ever increasing strategic role, line managers are then entrusted in implement change (Johns and Perkins, 2016, pp.68-9). 
Linking to this is the next area, resourcing, and talent planning (Woodhams, Perkins and Wilkinson, 2016, p.110). HR must be business conscious, (Johns and Perkins, 2016, pp.70-1) and think of short- and long-term objectives. They should aim to invest and mould their teams in order for them to reach their full potential and therefore extend the potential of the organisation as a whole (Woodhams, Perkins and Wilkinson, 2016, p.110). This involves identifying those individuals who potentially have more to give to the organisation. Similarly, the CIPD map shows learning and development (CIPD, 2020). This builds off the previous area, in facilitating the development of the organisation, e.g. enrolling capable individuals on courses (Woodhams, Perkins and Wilkinson, 2016, p.110). 
Motivation is a key aspect which ties this all in together. The organisation should build a motivational culture of which benefits, and reward schemes are utilised to get the best out of each individual, e.g. end of year bonuses. This encourages individuals to maintain high levels of performance which in turn will generate high performance levels in the organisation (Woodhams, Perkins and Wilkinson, 2016, p.110). The CIPD defines this on the map as, “performance and reward” (2020). Employee engagement is similar to this, but focuses on the relationships between individuals within the workplace (Woodhams, Perkins and Wilkinson, 2016, p.110). Line managers have a key role to play here, encouraging individuals to reach their full potential, whilst taking an interest on their wellbeing and ensuring all forms of support are in place. An organisation may choose to create surveys to do this as effectively as possible (CIPD, 2020). “Employee relations” link to this, ensuring the organisation and employees work together. This will involve mediation where necessary and personal meetings for example (CIPD, 2020). Finally, “service delivery and information” is essential in HR’s strategic role, in creating practices, ensuring it is cost effective and provides the product/ service the consumer expects (CIPD, 2020). 
These areas for development define the HR profession in the sense that if all these areas are continuously assessed and developed, the organisation will continue to operate successfully, as explained previously. By investing in the staff, talent planning and making processes more efficient, one enables the organisation to do the same, whilst ensuring its staff remain motivated and stimulated. It also ensures that the organisation is up to date on all law and legislation, and that employees are given equal opportunities and are treated fairly.
The following behaviours are essential for the HR professional to be effective. Curiosity and the courage to challenge are similar in that they promote change and thus “add value” to the organisation. If one did not remain open to change and ask questions, there would be no pressure to improve HR practices, and organisations may fall into the trap of ‘this is they way it has always been done”. An individual must be collaborative, using effective communication skills to negotiate with various stakeholders to implement a new idea, being a “skilled influencer” to get the stakeholders on board. To suggest ideas at all, one must be “personally credible”, having the knowledge to see the project through at all. As well as being a “decisive thinker”, i.e. having the skills to carry out the changes, the CIPD use analysing data as an example of this. As mentioned previously, the HR professional should be a “role model” of best practice, working as a ‘guinea pig’ to demonstrate their suggestions could work. Above all, they must be “driven to deliver” and should be passionate about the HR practice they are trying to improve (CIPD, 2020).
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Teams tend to be a formal coalition of individuals who have a head of department. A group, is usually an informal gathering of individuals e.g. a committee (Watson, 2014, p.210). Both, are similar in the sense that the dynamics of it, determine its success in achieving its objective. Cioca summarises the elements of effective teamwork as: clear goals, excellent communication, monitored performance, team support and conflict management (2016). 
A report carried out at Google, highlighted the following important factors for individuals, which would lead to a better team dynamic and team performance. It was noted that individuals sought out “psychological safety”, an environment where they felt comfortable to suggest new ideas without being perceived negatively by their colleagues. They also wanted to be able to rely on their team, if one individual’s performance drops, it impacts the rest. It should also be clear who has ownership of what, what the teams’ goal is and how that contributes to the objective of the organisation (ReWork, Blog). 
The construction of the team is essential in defining its dynamic. Miller describes Tuckman’s theory of team building, and how Belbin’s “team role model” contributes to this (2014, p.23). Belbin outlines three types of roles, and within those roles are various sorts of people. Here, personality plays a key factor in the dynamic of the team. The first type of role is the “task related”. Within this are the shapers who push boundaries but can tread on toes, the implementer who is organised but a little stuck in their ways and the completer finisher, someone who is accurate but tends to worry and dither. The second type of role is “team related”, including: the resource investigator, bold and confident but can lack motivation as time passes. There is also the co-ordinator who exudes confidence but can be easily manipulated. Finally, there is the team worker, sensitive and considerate but often indecisive. The third type is the “individual/ thinking related” stage. This includes, the plant, someone who is creative but can often be a poor communicator, the monitor elevator, someone who is highly logical but risks coming across as uninspiring. And the specialist, who is “motivated by the pursuit of knowledge” but “dwells on the technicalities” (Watson, 2014, p.216). 
Miller links Belbin and Tuckman’s theories as follows (2014, p.23). The first stage of Tuckman’s theory is “forming”. It is unlikely that there will be any conflicts in the team at this point as each individual is attempting to understand the other. Miller explains how strong leadership is necessary from the team leader; to effectively allocate tasks, using the Belbin model, and outlining a clear goal and individuals can see how their work benefits the organisation as a whole. Miller suggests that the Shaper style of leadership or co-ordinator style would be applicable here (2014, pp.23-4). Next is the, “storming” stage. Time has passed and the team members are likely to be increasingly comfortable with each other. With this, brings the confidence to assert opinions and conflicts are likely to develop. The sensitive team worker will struggle, as opposed to perhaps the resource investigator or shaper (Miller, 2014, pp.24-5). The third stage is “norming”, whereby most conflicts should have been discussed and dealt with by an effective leader, feedback on processes considered and thus the team can be given more ownership of tasks. Communication is key here, and the monitor evaluator, though diligent in their work, lacks in this skill (Miller, 2014, pp.25-7). The fourth stage is “performing”. This builds off the previous in the sense that the team require minimal amounts of supervision, are communicating well and everyone is aware of each other’s roles and capabilities. This mix of personalities throughout the stages of the team, define its dynamic.
One should not forget the importance of the team leader here. They may be under pressure from various stakeholders, and so the goal the team is trying to meet needs to be delivered with the skills and personalities of the team in mind (Johns and Perkins, 2016, pp.83-4). They must balance giving individuals responsibility, to demonstrating strong leadership and direction (Watson, 2014, p.216). Watson mentions that increased globalisation has called for an increased demand in remote working. The coronavirus pandemic has accelerated this. Leaders therefore, have had to develop their skills to monitor their teams working from home effectively (2014, p.221 and p.223). 
The politics within organisations can both positively and negatively impact teams and organisational goals. Individuals, are all driven by different motives and can often be selfish in their pursuit of this. Rodgers defines politics in this context as, “the playing-out of these differing interests” (2009, p.4). He notes that often this can be at the detriment of the organisation if an individual prioritises their own interests. However, he mentions that “coalitions” naturally occur in an organisation between those individuals who share similar views. This can help drive change, to the benefit of the team and thus the organisation. Furthermore, he argues that it is something a supervisor cannot remove, rather, it can be used as a constructive tool to develop ideas, control different arguments and potential team conflict, and reach a team resolution. (Rodgers, 2009, p.4) Coalitions can be dangerous with regards to team dynamic. They risk causing rifts in teams, overpowering of smaller groups and ultimately conflict, a poor working environment and hence a less productive team. Again, it is vital, that the manager controls this. In large organisations, such as those in the public sector, there is a clear hierarchy of which messages can be passed down and tasks allocated (Watson, 2014, p.228). However, these messages can often get lost or misinterpreted along the way, and jobs missed in a long chain; henceforth causing conflict between departments. This causes resentment and frustration. Depending on the individuals’ personality, one may become withdrawn and demotivated or antagonised and resentful. On the other hand, in smaller companies, primarily in the private sector, which are perhaps family run, family politics can get in the way of organisational goals. Here, leaders fall into the trap of not listening to their teams’ ideas, feedback and thus do not improve processes. This leaves the organisation with a demotivated workforce, lacking in innovation and drive, which results in poor performance levels, poor teamwork and goals not being met (Watson, 2014, p.228). In these sorts of companies, decisions and communication is only present within a select few, and messages and goals are not clearly communicated to the rest of the team. 
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