LO2: Understand the range of HR roles and behavioural requirements of HR professionals
As HR Professionals we are responsible for ‘adding value’ by ensuring that we carry out activities to allow organisations to function, limit damage liability when things go wrong, continually improve systems to allow better performance and drive change. The CIPD has developed a standard - the HR Profession map which is used by HR Professionals as a competency framework diagnosing areas of developmental need and continuing professional development (CPD), capturing what makes a successful and effective HR practitioner.  As stated by CIPD (2015) it describes what we need to do, need to know and how to do it within each professional area at each band level.

The CIPD have recently introduced a new Profession map which Working Place Insight (2018) is due to the developments in the working world and the changes in the role of the HR Professional, but for this report I will discuss the 2013 model.  The map details the roles and behaviours of the HR professional at four different levels of competence and is used to contribute towards a Professional Development Plan (PDP).  The map can be used to identify areas that need developing and allows for planning of learning requirements.  It also informs us how we need to grow and develop to allow us to move up the bands.  As members, the CIPD asks that we demonstrate the ‘knowledge, skills, behaviours and experience’ as outlined in the Profession map to commit to the high standards required. CIPD (2020)
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CIPD Professional Map 2013.

The map is made up of ten professional areas. These areas describe what you need to know and what you need to do at each of the four band levels which span from entry level to leadership roles.  By using the map it gives HR Professionals a clear route and guide to assist with many organisational activities and future planning. CIPD (2015).

There are two core areas at the heart of the map which underpin the profession and are applicable to all HR Professionals at any level.  Without these core areas the CIPD (2015) tells us that HR will always be at ‘technician’ level.
· Insights, strategy and solutions – this area details the knowledge, skills and behaviours needed to develop strategies to add value to organisations 
· Leading HR – another important area built around the need for us to be role models in increasing the HR contribution – leading by example.

The use of the additional professional areas can be dependent on the practitioner’s role, some professionals may use all areas, some just a few or even one area.  
· Organisation design – ensure that the organisation is designed appropriately
· Organisation development – ensure the organisation has the correct culture, values and environment for the workforce to deliver its strategies and ambitions.
· Resource and talent planning – ensure that the organisation can attract the key people needed to fulfil the strategies and ambitions.
· Learning and development – ensure the organisation has the skills, knowledge and experience to fulfil the organisation’s strategies and ambitions.
· Performance and reward – build a high-performance culture by recognising and rewarding.
· Employee Engagement – ensure that employees have the right conditions to motivate them to give their best performance to achieve organisational success.
· Employee Relations – ensure a good relationship with staff is underpinned by policies and procedures and employment law.
· Service delivery and information – ensure that the HR service provided is accurate, efficient, timely and cost-effective.

The four bands are essential as they detail the level of contribution that the HR professional makes at every stage of their career from supporting to leading.  There are also transitional challenges to move up the band levels.

Surrounding the professional areas are the behaviours which HR professionals need to have to carry out their work.  HR Professionals are looked upon within organisations to provide answers to problems, to have the courage to speak up when needed, to ask questions, to challenge others, to add value, to lead by example, to be innovative and to come up with new ideas and solutions.  The behaviours that are included on the Profession map cover these areas and are essential in every HR role in order to achieve not only the individual’s goals but also the organisations.

Each of the behaviours have four band levels and contra indicators which show the negative actions for each of the behaviours.
1. Curious – being ‘future focused’ and seeking out ways to ‘add value’.
2. Decisive Thinking – being able to make decisions that are justifiable and defendable.
3. Skilled influencer – being able to convince stakeholders that your ideas will ‘add value’ to the organisation. 
4. Personally Credible – being able to demonstrate professionalism at all times.
5. Collaborative – being able to work with both internal and external colleagues to achieve goals.
6. Driven to Deliver – being determined, creative and resourceful to achieve goals.
7. Courage to Challenge – being confident to speak up and challenge others when you may face resistance to ideas.
8. Role Model – being able to lead by example being professional at all times.
Across the ten professional areas the map gives us the stages for successful people management and gives us the eight behaviours that will underpin good practice to give a positive impact on the workplace and the working lives of the people we work with, whilst also allowing us to achieve our career ambitions.

Lester (2015) tells us that the word ‘profession’ comes from the Latin verb ‘profiteri’, which can be interpreted to mean that to be a professional you must acquire the knowledge and skills required and to adopt its ethos.  Continuous updating of skills and discovery of new areas that can link to career objectives is necessary for practitioners to be leaders in their area. Continuing Professional Development helps to ensure that customers, clients and communities are provided with a professional service.  Throughout the HR Professional’s career they will refer to the Profession map to monitor their strengths and weaknesses and to allow them to progress through the levels, whilst providing an effective service, underpinned by a relevant code of conduct.
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LO4: Be able to work collaboratively with others, as a member of a team or working group

Teamwork is the number one global workforce trend – this was established in a 2016 survey across 130 countries with over 7000 participants (Kaplan, Dol- lar, Melian, Van Durme, & Wong, 2016).  During the last six months teams have had to work more collaboratively than ever due to the pandemic with increased numbers of remote working.

Teams vary in size and structure and depend on the type of organisation but can take many forms as explained by Huczynski and Buchanan (2010)
· Advice Teams – Employment representative groups – within Dyfed Powys Police we have teams including Agile Working, Workforce Representative Group.
· Action Teams – Sports groups 
· Project Teams – Planning/ Research Teams
· Production Teams – Assembly Teams

Teams are made up from a variety of diverse individuals including age, gender, nationality, culture, knowledge, skills, views and agendas - they can also be influenced by a variety of different dynamics including power, leadership, structure and communication. The term ‘group dynamics’ was formed in the early 1940s by Kurt Lewis.  He discovered that different people often take on different roles and behaviours when they are put into a group environment.   Positive groups are found to be more creative whereas a group with poor dynamics can be disruptive and end up making wrong choices. CIPD recommends ‘getting the right people on the bus and the wrong people off the bus in order to gain effective teamwork

A psychologist named Bruce Tuckman developed a model for team working which includes important stages of development:
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Teams can take time to get to know each other and to work out their places within the team, by going through the above stages the team become effective co-workers.

Forming is where the team will look to the team leader for direction as they are still anxious, curious or excited to figure out how things will work.
Storming is where people are getting used to their role, question what they and others are doing and can clash with others.  The team leader needs to take control offering guidance and encouragement to avoid tension and frustration at lack of progress.
Norming is where team members feel more comfortable and can settle into their roles resolving any differences and appreciating each other’s strengths.  
Performing is when the team starts to works together to reach its goal.
There was another stage added at a later date called adjourning which is reached naturally when projects come to an end and teams are dispersed.  This can be a difficult time for teams that may have formed close bonds during a project.

Projects do not always follow these steps and can be found to go back to previous stages at various points during the project timescale. This can happen when new team members join and can disrupt the dynamics or a change in business direction, but as long as the team leader regularly reviews the team and the model and adjusts accordingly the goal should be met.

We have followed the above model for the recent introduction of a national police website for all UK Forces. Our team had to provicde an input to the National team as to what was required from a recruitment perspective.  As we are only a small representative of the Welsh forces we needed to ensure that our voice was heard whilst also ensuring that we worked together as a team to achieve our goal.  We realised quickly that by coming together with the other forces we were able to develop a ‘one size fits all’ platform that will work well for all forces.  The new platform is scheduled to go live this month and by forming a team with the other forces we have now developed good working relationships with teams in various locations.

When working in teams we need to be aware of political behaviour.  Office politics can have a bad name but it can also be a way of ensuring that things get done.  In negative terms it can lead to poor commitment from employees, reduced morale leading to retention concerns and sickness levels. 

People Management (2003) tells us that political behaviour within organisations is on the increase so it is important for Managers to be aware of political agendas but to ensure they do not become part of it.  Each employee has their own agenda, perhaps due to power, recognition, jealousy, career advancement or a need to get things done in their way or even to cover up errors.  

A third of employees state their colleagues as their reason for not wanting to go into work. Guardian (2017).  This can be due to their colleagues having a political agenda and making them feel uncomfortable.  

In a podcast by the Cambridge Judge Business Debate discussions take place around teams forming the ‘in group’ and ‘out group’ which is where the toxic culture can start.  They identify who the stakeholders and people of influence are and align their image.  They also identify the gatekeepers, make deals with others if this is of benefit to themselves and also withhold information to ensure that they have the power.

	Office Politics Vocabulary

	Negative
	Positive

	Favouritism
	Healthy competition

	Backstabbing
	Good relationships

	Gossiping
	Transparency

	Closed Door
	Trust

	Sabotage
	Communication

	Demotivated
	Clear Paths to reach goals

	Own benefit
	Align with values



Not all teams will have a negative agenda and If monitored effectively by the Manager, office politics can benefit organisations as healthy competition can motivate teams, good relationships and networks can be formed as long as transparency, trust, communication and clear paths are identified in order to achieve team goals and organisational objectives.

People Management (2019) discusses a review that the Royal College of Surgeons undertook on teamwork.  Poor teamwork was identified as the main cause of surgical problems.  Medical staff were not meeting within teams to reflect on what was going wrong and tensions were raising.  They identified that they needed to develop teams to discuss the issues before it affected the patient safety. By embedding strong teamworking skills, not only in surgical departments but across all other medical functions there would be improvements in the service provided to patients.

CNBC (2019) details ‘Project Aristotle’ a 2012 research project by Google taking over three years to complete to find out what makes the perfect team. They discovered that it was not a case of ‘who’ was in the team as long as they were the best people who were transparent and able to communicate, this would then lead to innovation, results and job satisfaction. They identified Psychological safety as the top key characteristic where team members admitted their mistakes or weaknesses without it being held against them – feeling safe to take risks !
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The project’s name was taken from Aristotle’s famous quote ‘the whole of us is greater than the sum of its parts” – if organisations can form effective teams that connect they are worth more than individuals working separately.
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