Developing Professional Practice in Human Resources

Understanding the Range of HR Roles and Behavioral Requirements of HR Professionals
Assessment Two Activity Two
2.1 Introduction
The CIPD Profession map is a well-used tool that is used widely in the HR profession. Companies and organisations of all sizes and in all locations can use the map to identify problems and successes, find solutions to areas of concern and what each level of HR professional skills can do to help in that area.
“The scope of the Map covers the breadth and depth of the HR profession, from small to large organisations, from fundamental to sophisticated practice, local to global, corporate to consulting, charity to public sector, traditional to progressive.” (CIPD, 2013)
The CIPD Profession map is split up into three sections: Four bands, ten areas and eight behaviors. It aims to be able to give HR professionals details of the competencies they will need in future circumstances (Stephen Taylor and Carol Woodhams, pg 110). CIPD suggest that organisations should use the HR profession map if they would like to determine good HR and where improvements need to be made. To be able to find problems and achievements, and pinpoint key information within that area. To be able to extend the HR departments efficiency. It can also be used to show achievements through professional qualifications and membership (CIPD, 2013).
111   The CIPD HR Profession Map was created with the consumer in mind. It can be explored in part or regarded as a whole, showing its great versatility. The design features many different principles to help HR professionals in any situation. It gives the HR professionals a direction of what needs to be done, what information will be needed in order to complete the task and how to complete it in each professional area, with the two areas at the center of the map are considered the core areas that are relevant and key to all areas in HR tasks. Whilst also breaking it up into the four bands depending on the skills and level of the HR professional. The map incorporates what behaviours a HR professional will need to completed problems within the areas and determine the fundamental professional competences that will have to be included when completed. Instead of the map being focused on the business structures, job levels or the job role itself, it coordinates around areas of professional competence. (CIPD, 2020)
2.2 Eight Behaviors of the CIPD Profession Map
In the CIPD Profession map there are eight behaviors that are highlighted as important for an HR professional to acquire when completing their job role. The first is to be curious. CIPD suggest that when someone is curious, they tend to be looking more into the future whilst being inquisitive and unbiased. It is important to have curiosity to be able to build the business whilst taking new and improved routes. 
It is crucial that an HR professional is personally credible. Being able to use professionalism and HR expertise whilst making recommendations, analysists and reviews. This will bring validation to the value of advice you are giving to the stakeholders, organisation and employees.
Another one of the eight behaviors is being a decisive thinker. It is suggested by having this trait the individual will take what they know, the information they have gathered and insights they have into the organisation in a constructive manner. This gives the professional the ability to explore the options that they have uncovered, make valid recommendations and make knowledgeable decisions that the HR professional can stand by. It is shows the ability to evaluate information and understand data in a fast paced manner to come to strong decisions briskly. (CIPD, 2020)
To be a skilled influencer is key in the HR profession. If you are a skilled influencer and process the ability to influence stakeholders and employees it means when trying to change or evolve the organisation to create value you can gain the trust, support and engagement of those around you. This creates a more streamlined path for an HR professional when solving HR issues.
Driven to deliver is a behavior that is useful in a HR professional. With HR constantly improving and evolving to be driven to deliver it suggests that you are determined to succeed. The ability to be resourceful, as well as commitment and drive to provide the best results from the task and as a result, the best outcome for the business.
When working in an HR role it is important that the HR professional can build repour with people. The importance of being able to work within a team is of the upmost value both in and out of the workplace. To have the behaviour aspect of being collaborative shows that you can work efficiently and produce excellent results with a range of people from different backgrounds.
Similarly, to having the behaviour aspect of being personally credible is also to be a role model. Someone who is honest and impartial to situations is key in any HR professional. As part of the role will be juggling personal aspects, organisational ad legal parameters it is important that the HR professional always leads by example. Keeping independent whilst given honest views and constantly behaving with professionalism and following all processes.
Courage to challenge is the final behaviour listed on the CIPD Profession Map. As a HR professional it will be expected to have some push back when it comes to changing or implementing policies and other aspects of HR. To be able to have the courage to communicate your views confidently and skillfully means that you can provide your professional opinion even when you encounter defiance or unknown situations.
The eight behaviours that are listed on the CIPD profession map are what an HR professional needs to be able to succeed in the workplace when problem solving, changing, investigation and evolving the organisation and all behaviours can be used in all ten of the different areas of the chart and in each of the bands. The bands give the HR professional a progression path on how to improve from junior roles to senior but in all bands all the behaviours are still relevant and vital to progress (Stephen Taylor and Carol Woodhams, pg 113).
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Be able to Work Collaboratively with Others, as a Member of a Team or Working Group
Assessment Two Activity Four
4.1 Introduction - What is a Group Dynamic?
A Team is a group of individuals that have been placed together due to their complimentary skills for the task in hand and because they are all committed to a common purpose or a profession goal and hold themselves personally accountable (Greenberg and Baron, 1997, pg 212). Throughout a person's career, there will be many occasions when working within a group is necessary and unavoidable. HR professionals will be expected to work with other employees within their industry and people that are may have come from different experiences and backgrounds. If a group dynamic is unsuccessful it can lead to losses within the company as well as deflation of motivation for employees. (Stephen Taylor and Carol Woodhams, 2016, pg 83). It is important for an HR professional to remember when working within a group that for the team dynamic to work adequately, consideration needs to be taken over the fact that each individual employee is different and will have a different agender and needs. There are many different factors that can affect and change a group dynamic, the most common ones include: the nature of the individuals of the group, leadership (groups are sufficiently affected by this), the structure of the group or team, power and status issues and communication structures and processes (Huczynski and Buchanan, 2010, pg 84).
4.2 Methods and Forms of Groups
When working for an organisation the likelihood is that you will be working in a group at least on some points in your career. The idea of a dynamic group is that a group of people will work as a team whilst each person will contribute individually and as a collective group, a solution will be delivered. Schein, 1988, pointed out that a group will create the rules that they aspect to be adhered too and make clear boundaries (Schein, 1988, pg 210). It is noted that there are four different forms of groups, these are: advice teams, action teams, project teams and production teams (Huczynski and Buchman, 2010, pg 83). By devising what you are hoping to achieve whilst working in your group you should naturally put you into one of the forms and help direct the group in a certain direction of where to find information and resources that would be of use.
There is a five-stage model that was created to take individuals through the process of forming a group. The five stages were, forming, storming, norming, performing and the fifth stage that was added twelve years later is mourning (Tuckman,1965). It is suggested that each group will complete each of the five stages when working together and completing the task successfully. The other method that should be of note is Belbin’s nine team roles, established in 2019, this suggests that each member of the group will have one or more of the nine roles to complete and once the roles are discovered work can start to be divided and issued out.
4.3 Political Behaviours and How They Can Affect a Business
The term ‘group dynamic’ was created by Kurt Luwin in 1940’s. He saw that once a group was formed individuals tended to take on specific roles and behaviours. The ‘group dynamic’ term investigates how these distinct roles and behaviours affect others in the group and the group overall.
Some people views very on the negativity of a political agenda. Although it is still recognized that politics within an organisation has the potential to be harmful to the employees and the business, it has been argued that when delivered correctly it can help an organisation hit its strategic goals and company values, especially when going through change (Michael Jarrett, 2017).
Politics in an organisation, are ways in which individuals use influencing techniques, through a verity of different actions and activities. They use the politics with the intention of improving themselves or the organisation. Past studies have indicated that individuals with political tendencies usually are more in advance in gaining power for themselves, managing stress and the job demands, compared to those without political skills. They usually have more of the impact on the company's outcomes (Michael Jarrett, 2017). There is an overall view that politics in the workplace can be viewed as dishonest and can be damaging to an organisation. As a result, most will try to distance themselves from any company politics. As HR professionals it is important not to take a biased view and get caught up in workplace politics. However, it is also important for an HR professional to recognise that in rare cases political activities can be used to help protect or improve the welfare of its staff members and organisational needs.
Political behaviours in a group dynamic can be harmful to the group itself and to the organisation. It is suggested that when someone has a political agender they take a view or position in the group with the intensions of personally gaining (Horn, 2009). Horn (2009) also suggested that there were five different people that form the group: allies, opponents, adversaries, bed fellers and fence sitters. This can lead to a negative impact on employees and start to effect things like motivation, retention and stress at work. A side to this a political agenda can also affect the business as a whole and needs to be monitored closely to avoid the negative implications from a political viewpoint.
When political behavious is present it is very hard to detect. As a result, a lot of political behaviour is usually not under covered unit it is too late to rectify. At which point negativity could have formed or potential business loss due to political behaviour. The main reason for political behaviour to be used is often due to a limited resource, inequalities in social structure and work structure and for individual gain and motivation.



