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Activity 1 and Activity 4
1.1 What is a HR Professional?
The definition of the word ‘professional’ is not just about a person’s knowledge and competencies. To continue to be successful in the HR profession we must employ a varied range of behaviours and competencies.
The four concentric circles of HR professionalism summarise the elements that are involved (Taylor & Woodhams, 2016).  
It is not enough for HR professionals to show that they possess the correct knowledge, behaviours, skills, social responsibility, and ethical judgement when working in HR.  To perform at a high standard and remain relevant they should continuously develop their repertoire of skills and knowledge with a commitment to continuing their professional development.
There is a critical role for the HR profession of the future to play, by developing its expertise in human and organisation behaviour and using that to help create business solutions that have lasting benefits for all stakeholders. HR professionals should also develop their ability to uphold ethical values in the organisation.
Research taken from the views of around 3,000 HR professionals suggests that ethical decision making remains a core requirement.
(CIPD, 2017)
The CIPD Code of Professional Conduct was written to apply at all stages of a person’s HR career and requires all CIPD members to adhere to a specific set of standards and is key to a person’s professional development. 
(CIPD, 2017)
CIPD members are committed to following and maintaining four obligations;
· Professional Competence and Behaviour
· Ethical Standards and Integrity
· Representative of the Profession
· Stewardship
(CIPD 2012)
Another way of describing professionalism is the way in which people work generally and the way they carry out their jobs and how they build relationships with others to become personally credible.  
Regardless of what your job is, you are either professional or unprofessional and personal credibility is essential as HR professionals will be looked upon to offer guidance and gaining trust at every level of the organisation is important.
As my role within the HR department is a generalist role, I must deal with all levels of employees from the cleaners up to Board members and therefore my personal credibility is extremely important.  I am expected to understand and ‘live’ the Company values and follow procedure always, whilst dealing with the various day to day HR issues that may arise through the working week, making informed decisions. 
1.2 [bookmark: _Hlk498633155]CIPD Profession Map 
The CIPD Profession Map was created in 2009. Comparative to a competency framework, it has been developed by the CIPD over years of research and investigation and identifies the desired attributes that HR professionals should aim to achieve (Taylor and Woodhams, 2016).
The world of HR is ever changing, and the Map is continuously reviewed and updated to reflect this.
Figure 1. CIPD Profession Map (Taylor and Woodhams, 2016)
[image: ]
The map is split into ten professional areas; with eight behaviours in four bands, with insights, strategy and solutions and leading HR at the heart of it.
The four bands of professional competence describe what you need to do, what you need to know and how you need to do it within each of the professional areas.
Various assessments can be carried out to show you how competent or not so competent you are in all areas on the HR map and you are able to structure your development needs and your own personal development plan from this.
Using the map to relate to my current job role I would place myself in Band one.  
Having been in my HR role for only a year I am at the beginning of my HR journey. I sometimes forget that it is impossible to be able to know everything in my role and ‘Professionalisation’ can be viewed as a gradual process, since professional techniques usually develop gradually before professions attain the highest levels of professional status (Banning 1999).
1.3 [bookmark: _Hlk498633520]Professional Areas and Competencies – Self Assessment 
As part of this assignment I undertook a self-assessment the CIPD Profession Map and the areas of HR that interest me the most are; Learning & Development, Employee Engagement, Employee Relations and Service delivery and information.
[bookmark: _Hlk498528684]Figure 2. Screenshot of the CIPD Profession Map showing the HR Professional areas that interest me the most (CIPD, 2017a)
[image: ]
I was then able to do an assessment on specific areas such as the core area, professional areas and behaviours.
Figure 3. Screenshot of my dashboard (CIPD 2017a)
[image: ]
I chose 2 core areas, 2 professional and 2 behaviours to asses myself.
Figure 4. Screenshot showing the areas analysed (CIPD 2017a)
[image: ]
There are four ratings that you choose for each statement as shown in figure 5 below.
[bookmark: _Hlk498613059]Figure 5. Ratings Screenshot (CIPD 2017a)
[image: ]

I then used the information from the assessment to complete my PDP for the year ahead but will continuously revisit the Map periodically and reflect on where I am as I gain knowledge and become a more competent HR Professional. Please see Evidence submitted for my PDP. 
Reflecting on your skills and knowledge as a HR professional is important and I intend to set time aside to increase and update my expertise to inform and share this information with the person that I line manage.
1.4 [bookmark: _Hlk498633762]Reflective Practice 
Reflective Practice is very important for HR professionals and is a continuous process where you can reflect on experiences and continue to update, amend or repair where necessary.
Kolb (1984) created a reflective practice model which states that there are four stages an individual goes through.  This Learning Cycle is a well-known theory which states that we learn from our experiences of life on an everyday basis. 
Reflection is treated as an integral part of such learning. According to Kolb (1984), the four stages that the learner goes through involves what Kolb refers to as 'reflective observation'. 
Figure 6. Reflective Practice Model created by Kolb (1984)

[image: Kolb's Learning Cycle Diagram. 4 stages arranged in a circle with arrows pointing clockwise from one to the next. The stages are - Experience: Do something; Reflect: Think about what you did; Conceptualise: Make generalisations; Plan: Bearing in mind your conclusions]
This allows the learner to have an experience, reflect on it, and then analyse the experience which can then result in a solution for future scenarios.  This process leads to HR professionals becoming credible as they are ensuring best practice is maintained always.


1.5 Honey and Mumford
I undertook the Honey and Mumford (1986) learner style questionnaire to establish what my preferred learning style is.  As Kolb (1984) explains people tend to have a specific learning style and ‘the reflector’ outcome that I had come as no surprise to me.
When attending meetings, I am far more comfortable sitting listening to other opinions and observing other members in the meeting before making my decision (Van Vliet, 2013).
Understanding my learning style will help me with my development and one of my development points is to ensure that I become more ‘active’ in meetings and voice my opinion instead of sitting back and just listening.  When analysing this I realise that my ‘Courage to challenge’ links in to this as this was an area I needed to develop.
One of the points on my personal development plan is directly related to the Courage to Challenge and I need to step out of my comfort zone and become more or a voice in meetings and generally in HR.
















Activity 2
2.1 Group Dynamics
The CIPD defines a team to be; ‘a limited number of people who have shared objectives at work and who co-operate, on a permanent or temporary basis, to achieve those objectives in a way that allows each individual to make a distinctive contribution. (CIPD 2008).
A diverse team which has a varied skill set is normally the most productive.  Group dynamics can be impacted by a mixture of things and the HR professional may find themselves working as part of various teams across the Company.
The dynamic of the group can change and develop as the environment changes and the team’s ability matures.  In 1965 Bruce Tuckman illustrated this by commentating that there were four distinct stage of team development;
Bruce Tuckmans – Performing Team Development Model

 [image: Image result for bruce tuckman's theory diagram] 
The forming stage is highly dependent on the leader and there is little agreement on the objective of the team.  At this stage tasks are not set, aims and objectives are unclear, and the leader must thoroughly explain the team’s purpose on a regular basis.  Team members will begin to assess the tolerance of each other and the leader.
At the storming stage the team become more familiar with each other and personality types begin to emerge.  Conflict is likely to occur, and team members start to clash in a struggle for power as subgroups can also begin to occur.
Individual motivation can also affect the group dynamics and direction is needed from the group leader.
The norming stage is when the team becomes more comfortable as they accept their clear responsibilities and roles within the team and agreement starts to occur.
The group begin to develop their working style to encourage a more creative group dynamic. Relationships are now formed as individuals begin to understand and accept their team members.
At the performing point the team understands the overall strategy of what they seek to achieve. The team can now deliver without direction or assistance from the leader. Disagreements are now resolved internally without conflict and there is a shared vision.
Adjourning was also added to the model in 1975 where the team dispel and move onto different and new teams or groups.
2.2 Conflict Resolution Methods
Conflict in any team is likely to arise especially when there are people with similar personalities.
Leaders would need to be aware of what methods they should use to resolve conflict and one strategy developed by Roger Fisher and William Ury could be used for this.
The ‘Interest Based Relational Approach’ respects the differences individuals have and helps people to avoid getting entrenched in a fixed position. When using this approach, the leader could use a number of strategies set out in the IBR theory.
First off, the leader will need to realise that good relationships are a priority.  Each team member should treat one another with a calm and mutual respect.
As professionals even when we are faced with the most demanding or difficult people who we do not necessarily like, we should make an effort for the relationship to work.
Another method to resolve conflict that the leader could use is to encourage the team to explore options together.  By proposing the idea, a mutual position can be agreed, and the team can agree this together.  This could also be described as ‘compromising’ and was identified as one of the main styles of dealing with conflict by Kenneth Thomas and Ralph Killman.
When compromising the team members find a mutually beneficial agreement, which in order to come to a result, everyone is expected to give something up. When a project deadline is coming closer and the cost of conflict is high this method is often used.  
Another conflict resolution approach used by the IBR method is to make your point directly and concretely.  This saves time as you are being direct with your opinions although care should be taken that this ‘assertive’ method may fail as if a leader is encouraging unity in a team, if one or more team members are locked in a power struggle this can have damaging consequences.
The team leader would be better off using the ‘collaboration’ method of resolving the conflict.
This style can be used when there are multiple viewpoints and aims to meet as many needs as possible.  This way the leader can aim to increase the options available.  This method has been used when there has been previous conflict as the people involved can achieve a ‘win/win’ conclusion. 























Activity 3
3.1 Project Management and Problem-Solving Techniques
Project management is defined by the Project Management Institute (PMI) as ‘the applications of knowledge, skills, tools, and techniques to project activities to meet the project requirements.’ A project is really any kind of ‘temporary endeavour to create a unique product, service, or result.’
As mentioned in the article written in the MIT sloan review;
http://sloanreview.mit.edu/article/the-question-every-project-team-should-answer/
from the outset of a project it is essential that all team members are aware of exactly why this project is being done.  If this is unclear from the outset the project is likely to fail.
Without the ‘reason why’ a project has a burred focus.
We recently ran a project to look at and try to improve how we manage our lateness and absence across the Company.  For this to be effective I first had to think about the issue as a whole.
We also had to consider our ‘reason why’ for this project as it seemed that although we had the correct procedures in place, when members of staff were late or absent it was overlooked and our line managers were not carrying their duties effectively.
This led to an increase in lateness and absence as colleagues knew that if they were late or absent they would not be reprimanded. This then became a cost to the Company as more time was being lost due to lateness and absence.
There were 5 stages to our project;
3.2 Initiation
First, we looked at the current situation which showed that we had all the correct policies and procedures in place.  The information that was in place it seemed, was not enough for line managers who were unsure of how to conduct a disciplinary meeting.
I used my influencing skills to gain buy in from the line managers who felt it was not their job to be conducting these interviews but the job of HR.  
3.3 Planning and Design
It was decided that all our Line Managers would undergo management training to include ‘how to effectively conduct a disciplinary meeting’.  Under further investigation it was clear that most of out Line Managers has been promoted internally and therefore had never managed a team before or taken part in any management training.
It was difficult to make the line managers understand why it was so important to carry out the return to works and disciplinary meetings as they all said that they ‘didn’t have time’ to do them.  My negotiation skills helped me communicate the aim and benefits of these meetings to the managers. I explained that once we completed the training and started to carry out the meetings, lateness and absence would decrease which meant less pressure for the managers, as when one of their team is late or absent it has a detrimental effect on the rest of the team and puts pressure on them when the work has to be distributed amongst them.
3.4 Execution
We research different types of training and looked at the options of the training taking place externally or internally.  It was decided that an external provider would be best suited as if the Line Managers were off site they were less likely to get pulled out of the training session for ‘urgent business needs’ and could instead concentrate on the training.
There were 20 Line Managers in total that would undergo the training on groups of 5 throughout 4 sessions.
3.5 Monitoring & Controlling
Once the first session was completed the managers were given the task of meeting with their staff and carrying out the disciplinary meetings. As the meetings had not been taking place there was a backlog of employees who would need to attend the meetings, but this meant we could put the training into practice over several sessions.
I decided that I would sit in on the first few meetings that the managers were conducting.  This was after a request from one of the managers, so that I could offer support if needed and also for the manager to become more confident.
I decided to sit in on the first four meetings that each manager conducted.  Although this would be time consuming for me it would be beneficial in the long term as I wanted the managers to be 100% confident when dealing with their staff and answering any questions that they raised. 
It was decided that if any manager felt they did not need to be accompanied for the 4 meetings then I would just sit in for the first one to assess their capability.
3.6 Completion
After all the disciplinary meetings had been completed it was very apparent that all the managers had developed substantially and had grown into confident and capable line managers.  All were completing the return to work forms for absence and having meetings with all their staff who were late.
Consequently, our lateness and absence figures over the next 5 months decreased.
3.7 Gantt Chart
	

	Jan 2017
	Feb 2017
	March 2017 
	April 2017
	May 2017
	June 2017

	Review of absence and lateness
	
	
	
	
	
	

	Meeting with all Managers to discuss review
	
	
	
	
	
	

	Research of training courses and booking all managers onto them
	
	
	
	
	
	

	All Managers attend training sessions
	
	
	
	
	
	

	Managers to start carrying out return to work meetings and conduct disciplinarys
	
	
	
	
	
	

	New review of absence and lateness figures and statistics
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[bookmark: _GoBack]Evidence - Appendix 1 – My Professional Development Plan		
I have emailed my Professional Development Plan to Julie Thomas in a separate document.
Evidence - Appendix 2 – Learning Styles Questionnaire Outcome
Below is photo evidence of the outcome from my questionnaire. I will also email the full document over separately to Julie Thomas.
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