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The Human Resource department can be responsible for many tasks/projects depending on the organisation. The Human Resource department was originally formed to be responsible for and take care of their employees, however the role of HR has now moved its focus and is more driven to working with the employer to ensure their employees working as they should be, while also ensuring that they are being treated fairly (Bianca, 2019) The relations between employer and employee is also an important responsibility for the HR department to have as ‘employees are encouraged to bring relational problems to the attention of the human resources staff for resolution’ (Mooney, 2019). Within an organisation, it is vital that the HR department are acting like a moral compass in making sure every individual within that business is behaving ethically in order to stay on the right side of the law. Looking at McLagan’s Wheel below, you can see that each department that the HR department is responsible for has been divided into sections which relate to Human Resource Development, Human Resource Management and also, Human Resource Information systems. The model also demonstrates the main outcomes required from the HR department. Some of these include productivity, quality and innovation (Maguire, 2010).
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Figure 1: McLagan's Wheel (Maguire & Jørgensen, 2011)
What it takes to be a Human Resource Professional
A professional can be defined in various different ways as each individual has their own views on what they see a professional to be. Looking at the CIPD professional map below, you can see that the outer ring are all vital traits and characteristics of the professional body. The professional map can be utilised as a guideline for those practicing HR to evaluate their professional competence. By working on the eight professional behaviours illustrated below alongside the ten professional areas, the individual can develop their professionalism, keep a record of their progress as well as being able to move up the bands of professional competence. There is also an element of flexibility when utilising the map, as individuals can focus on areas that link to their area of work not just focussing on less relevant sections (CIPD, 2015).
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Figure 2: The Professional Map (CIPD, 2015)
One important factor that surrounds professionalism is evaluating what type of mind-set you have, a fixed mind-set or a growth mind-set. A fixed mind-set ‘suggests that your abilities are innate and unchangeable’, while a growth mind-set ‘views it as something you can improve through practice’ (Spencer, 2017). As shown in figure 3, the two mind-sets are put side by side and clearly illustrate the variations of both the fixed and the growth mind-set. The growth mind-set is more geared towards having more adaptability and flexibility when it comes to change. For example, someone with a growth mind-set will be more eager to learn and naturally actively look for challenges as shown in figure 3, ‘Challenges help me to grow’ (Ranadive, 2016). On the contrary, individuals with a fixed mind-set will avoid challenges when they can and will have a very black and white attitude towards their work. For example, ‘I’m either good at it or I’m not’. This statement is disregarding the option to learn, improve or adapt to a particular thing that they may be struggling with (Ranadive, 2016).
 In terms of professionalism, it can be seen as an advantage to have a growth mind-set over a fixed mind-set as the opportunity to grow and develop can be considered vital to being the perfect professional for a business. ‘Professionalism mandates personal growth as a precursor to professional growth’ (Tipton, 2015, p.8). Tipton, (2015) continues to say that if an individual has a negative attitude towards personal growth, it will not make them the professional they need to be in an organisation, even if they have the technical skills then there will be an element missing without that personal growth. Therefore, it is more of an advantage to adapt more of a growth mind-set and be open to challenges in order to improve and develop your professionalism within the workplace (Tipton, 2015).
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Figure 3: Growth and Fixed Mindset (Ranadive, 2016)
 According to the CIPD (2017), there are six vital elements of professionalism as shown in figure 4. Ethical responsibilities are key activities when being a professional body as they are so closely linked together. Professional bodies should be capable of making decisions about their actions in relation to social and ethical responsibilities as well as having the courage to potentially go against the decisions of other stakeholders when necessary. For example, a psychologist might feel the need to go against confidentiality rules if they feel that one of their clients is putting themselves or others in danger. A similar concept applies to tradesmen, who would need to act ethically if given a potentially dangerous job which shareholders see as profitable.
A report from the CIPD (2015, p.9) also suggests that ‘a commitment to excellence’ is a key factor to professionalism, with individuals being able to combine their knowledge and skills with a level of responsibility to be able to make a suitable verdict. 
One of the main traits of being considered a professional is having the appropriate level of knowledge and skills in order to complete specific tasks relating to a job. Professionalism is closely linked alongside the development of existing knowledge as well as having the responsibility to keep that knowledge up to date, also to be considered as continuing professional development (Gilmore & Williams, 2009). Particular qualifications are required relating to some professions therefore, continuing professional development is vital to keeping those qualifications up to date and ensuring the professional is sustaining the relevant skills as well as making efforts to improve them (CIPD, 2015).
In recent years, there has been a new emphasis on trust in the workplace. This has also seen a rise in importance of situational judgement in professionals, which can be described as ‘not so much knowing what to do, but when to do it’ (CIPD, 2015, p.4). 
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Figure 4: Six Core Elements of Professionalism (CIPD, 2017)
Group Dynamics and Conflict
Forsyth (2009) describes group dynamics to be ‘the influential processes that take place in groups and also the discipline devoted to the scientific analysis of those dynamics’. In relation to group dynamics, there is one model that can highlight strengths and weaknesses within a group and that is the forming, storming, norming and performing model by Tuckman and Jenson, as well as the recently added stage known as adjourning (Mindtools, 2019). This model is used as part of team development and encourages group work.  At the beginning of a given task, members of the team seem to be very positive about the situation, where other members may be concerned if they do not understand what the group have to do in their task. This is known as the forming stage. This stage may be carried out for a long period of time as each group member will be inputting their opinions and start to work together as a team compared to a number of individuals (Mindtools, 2019). The storming phase (as shown in figure 5), is where the group are becoming more confident and challenging each other as they are willing to be confrontational to get their points across. This is only the second stage in the model and this is clearly the most difficult stage for every group. As illustrated below, many groups and teams lose members and as a result the team will fail due to the confrontations and disagreements. Even though this model is used for team development, the storming stage is where all conflict within the group starts. This is because –after the forming stage- all group members are now comfortable enough with each other to start to ‘push against the boundaries’ and a conflict of opinions, with the success of the group in mind will form (Mindtools, 2019).
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Figure 5: Tuckman's 5 Stage Model (Culcgloria, 2016)
Forsyth (2009) also says that ‘conflict is routed in some basic problems that people face when they must join together in groups’. He also insists that while conflict can sometimes be resolved naturally, it is often necessary for it to be controlled by members of the group in order to minimise potentially harmful effects. Conflict can be divided into two different types, interpersonal conflict and inter-group conflict. According to Armstrong and Taylor (2017), inter-group conflict can be resolved in three ways, ‘peaceful coexistence, compromise and problem solving’. These include working to find a solution to the differences and finding common ground, negotiating until neither side wins and finding an answer to the problem compared to agreeing to disagree on opinions (Armstrong & Taylor, 2017). There are many different factors that can contribute to causing conflict such as conflicting goals, competition and even differences in personal values or group dynamics (Johnson, 2019) One of the methods of resolving conflict within an organisation is by understanding the underlying needs of an individual, listen to what they have to say, and also communicate with the individual, bearing in mind body language and tone of voice is everything (Kappel, 2017).
Thomas and Kilmann (2008) discusses each section of the Thomas-Kilmann Conflict Mode Instrument (TKI), starting with competing. Competing is a mode in which an individual prioritises their own needs over those of other group members and often occurs when they are trying to stand up for their rights. Another section of the TKI is collaborating, where two or more people with opposing views attempt to put their differences aside and working together to create a solution to the conflict. This is not too dissimilar to compromising, where individuals will attempt to meet in the middle in order to resolve a conflict, giving all parties a fair outcome. 
More uncooperative modes also exist within the TKI with Thomas and Kilmann (2008) discussing the mode of avoiding, where individuals will go out of their way to push the conflict to one side. Examples of this can include an individual removing themselves from conflict or postponing the disagreement for a more suitable time if they are busy. Finally is accommodating, which is the opposite of competing. This occurs when an individual puts the needs of others before their own in order to avoid conflict.
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Figure 6: Thomas Kilmann Conflict Model (Sample, 2008:2)
Project Management and Problem Solving
Project management is crucial for human resource professionals. This is because they are often called upon to focus on projects such as recruiting and even sometimes downsizing projects within the organisation. Some smaller examples of project management include classifying and ordering priorities as well as having elements of milestone monitoring. 
As part of a task given to me at university level 4, I was part of a team that was responsible for working alongside a charity. Each member had their own job title and each contributed accordingly to their personal tasks. Throughout the task, the group had a number of tasks to complete by a given date, meaning that project management techniques were needed to ensure each task was prioritised and on schedule. To do this, the group created a Gantt chart which clearly illustrated what tasks were to be completed by a particular date (See Evidence 5). While using project management techniques such as the Gantt chart, the opportunity arose for me to use an Ishikawa diagram to analyse the effects and causes of the groups’ actions. ‘The Ishikawa diagram concisely identifies the causes and effects of a problem. It can also be used as an analytical tool in project management’ (50 Minutes, 2015, p. 5). For example, if a member of the group did not attend a group meeting then I would need to look at what effects that would have on the group. An example of this would be that the member of the group that did not attend the meeting, their workload would go to someone else, or there would be a delay in the completion of that work meaning that the group would be under more pressure to get the assignment done by the given timeline. 
Throughout this particular task, it was very important to use a variety of influencing styles to get the best performance out of the group. For example, I needed to use rationalising when organising our various required visits to the charity. It was important for the group to use logic when planning these visits in order to maximise efficiency. One time in particular where rationalising was used was when organising specific visit days in order to ensure that nobody’s external interests clashed with the project, while the group also used logic to decide who – and how many of us – would be driving, as a few of the members lived near one another. Another influencing style that was commonly used within this group task was inspiring. This was required when group morale was getting low and needed reminding that if the group continued to be dedicated and focused on the task and the reward would be a good grade for each member of the group.
Within level 5 there have been several group activities where problem solving techniques have taken place. One of the tasks revolved around negotiations, where each member of the group was given their essential needs - some of which were the same - resulting in the need for negotiations to take place in order for each member to be satisfied with what they were given in the task. During this task, the use of assertiveness was certainly used as each member needed to clearly state what they needed to try and win their team the necessary essentials. Assertive behaviour involves ‘being honest with yourself and others’, while ensuring that the opinions of others are valued (Dalley, 2013, p.10). However, towards the end of the task, the mood changed and each member was more accommodating and therefore adopted a more negotiating role in order for everyone to agree on what was best.
Within any problem-solving task, there is often a simple way to start step by step in order to find a solution. The Cynefin framework is just one of the most commonly used problem solving techniques and is shown below. ‘The practices can be used to complement traditional approaches to programme and portfolio management’ (Brougham, 2015, p.6). As illustrated, the first stage of solving a problem is to distinguish whether the problem is complex, chaotic, complicated or obvious. After deciding what section your problem comes under, it will become clearer as to what advancements can be made in order to move the problem closer to a solution (Mindtools A, 2019)
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Figure 7: The Cynefin Framework (Snowden, 2019)
Self-Assessment
After taking a closer look at the Professional Map and doing a self-assessment, I have come to the conclusion that I need to develop my assertiveness (See Evidence 1). Once reaching that conclusion, it was time that I researched further into how I would improve that particular trait. Upon further research, I came across a YouTube tutorial that explained 7 ways in which I could improve my assertiveness without being considered disrespectful (See Evidence 7). 
The image below is my Personal Development Plan which I have created in order to provide myself with an outline of skills which I need to develop by the time I graduate from University in 2020. Some of these skills include handling personal data, assertiveness and using programmes such as Microsoft Excel which will all contribute towards making me a more rounded individual when leaving education.
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