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Activity 2 – Written report 
Wordcount - 1098
Introduction
The role of a HR professional is often varied, consisting of several areas such as professional ethics, service delivery, people resourcing, reliability and one of trust.  
To assist the role of HR, the CIPD have developed the HR Profession Map (HRPM) and describe it as “the building blocks of effective people management practice”.  The map is a tool which shows how the HR function can benefit and show value within an organisation and covers a range of the behaviours, skills and knowledge required for HR professionals. 
The map is not only used for self-development but also as an aid to achieve the highest of levels of capability within a business from the HR Director to a HR beginner and looks at how current and future development can be improved.  The aim is to help all those who work in HR to share the same principles and values and lead professionals into making better decisions.  
The map was introduced in 2009 and launched in 2013 and continues to be relevant.  This report is based on the 2013 map, however the CIPD are in the process of rolling out a New Profession Map for those individuals who wish to concentrate on their own Continuing Personal Development (CPD) now. 
The HRPM is divided into 3 elements and shown below: 
· Ten professional areas describing what professionals require in HR.
· Eight behaviours describing how HR practitioners need to behave when carrying out work activities.  
· Four bands and transitions of professional development detailing how to develop the HR role from one band into the next.
[image: ]

Main Body 

There are 10 professional areas within the HRPM. Within the centre of the map are 2 core areas know as Insights, strategy and solutions and Leading HR, both are relevant to all levels of HR professionals.  These two areas support the direction of the HR profession and are the foundation of growth to any organisation. 

Insights, strategy and solutions assists organisations by developing an understanding of its background to help meet both current and future requirements e.g. researching relevant articles in books/internet to help understand HR practices across different areas.
Leading HR is about acting as a role-model, enhancing the influence that HR makes through its own efforts and by giving support to other departments e.g. providing advice based on current policies and best practice.  

The remaining 8 professional areas are: 
Employee Engagement – Enhance the link between the business and its employees, ensuring employees are motivated therefore offering more towards the business objectives.

Employee Relations – Ensuring the relationship between the employee and organisation is managed suitably in-line with its culture, current policies and within employment law.  

Service Delivery and Information – Ensuring there is a focused delivery from HR to all its customers from when employment starts until it ends.  

Organisational Design – Ensuring over long and short term, the business delivers maximum effect.
 
Organisational Development – Identify requirements of employees and the business and ensure support towards all processes to aid with the organisations culture and to reach its goals.    

Resourcing and Talent Planning – Ensuring the correct resources and employee talent to reach business objectives.  

Learning and Development – create employee and business competency to ensure that planned requirements are met. 

Performance and Reward – Ensuring the organisation creates a reward scheme for employees who achieve above and beyond expectations whilst ensuring the reward schemes are cost effective and fair. (CIPD, The CIPD Profession Map, pp. 9-13) 


There are 4 bands/competency levels which accompany the above 10 areas.  These bands highlight the progression of roles from the more junior position to most senior.   
· Band one is for those delivering the necessities of HR such as providing data and information and offering support e.g. Someone new to HR or a HR administrator.
· Band two is an advisory level where the individual can evaluate HR issues and provide solutions to stakeholders e.g. an HR advisor.
· Band three professionals can lead their teams and challenge any decisions whilst providing alternatives where required e.g. HR consultant.
· Band four is often of a leadership role where development of the HR function occurs and leading the team e.g. senior HR leader.

Within the HRPM, there are 8 core/general behaviours that identify how experts should fulfil their roles to ensure their business achievements:

1. Curious – The CIPD define 'curious' as: "Is future-focused, inquisitive and open-minded; seeks out evolving and innovative ways to add value to the organisation”. Being curious means asking questions about the business’s customers; perhaps, going out with one of the sales team to meet some of them face to face.  HR professionals need to understand the business as well as its customers. 
2. Decisive Thinker – Has the ability to interpret data and information quickly.  Having the ability to make a quick decision is imperative e.g. in disciplinary meetings when deciding what is right or wrong in line with current policies.
3. Role Model – Where HR professionals always lead by example and keep impartial.  E.g. being confident enough with their own ability and experience to mentor people who are more junior to them. 
4. Skilled Influencer – Practices being influential to receive support from all interested parties e.g. being responsive to any feedback that has been received 
5. Courage to Challenge – Speaks up and shows confidence when required e.g. in situations where there is a particularly difficult employee, HR professionals keep their emotions in control and challenge the situation calmly and rationally.
6. Personally Creditable - Being professional by combining HR and commercial knowledge e.g. Being trustworthy, without this, the HR function would not be respected within the business
7. Collaborative – To operate efficiently, the HR function should be able to work with employees in all departments e.g. when addressing the needs and concerns of the workforce, HR have the tools and knowledge to assist managers who are well positioned in their own departments.
8. Driven to Deliver – Carrying out what is best for the organisation by achieving the best results possible - this demonstrates resourcefulness and strength of character e.g. when leading HR projects. 

Conclusion
The HRPM can be used for several different reasons when working in HR e.g.
· Interview planning
· When looking for a new career
· Learning about the HR profession
· Personal development planning
The map can also assist organisations by:
· Identifying which areas of the business requires development
· By focussing on improving organisational behaviours
· By bringing to the forefront what skills are required for an organisation to succeed
The map benefits not just the HR professional but also the business in which they work by providing individuals with the knowledge and skills needed to complete their roles to the best of their ability.
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Activity 4 - Be able to work collaboratively with others, as a member of a team or working group
Wordcount – 1049 (excluding references)

Introduction
Team dynamics are important for any HR professional, it gives an insight into how a team operates, their behaviours and how best to lead them.  It is the way in which a group of people interact with one another, this could be in in a professional or personal setting and could be in a group of around 3 to 100 or more people. As a HR professional it is important to understand team dynamics as it can give a greater understanding of what motivates and hinders the team’s achievement.  This can assist HR in their decision making and help to create a more positive and content workforce. 

Main body
Working collaboratively is part of good team dynamics and is a core behaviour within the HR Profession Map.  The HR department must work effectively with everyone both from within and outside the business and require effective communication and conflict resolution between the diverse team.   Having a diverse company is often positive for the business, however, can also be a weakness as it causes confusion or irritation between its members. A range of people make up a company from different ages, genders and skills or agendas and are often influenced by power, leadership and communication (Rachael Jones 2020).  Kurt Lewin states that people can take on distinct roles within a group which effects the behaviours and dynamics of others. 
Poor teamwork can be at a detriment to businesses such as lack of motivation, poor productivity among other things.  Whilst good teamwork enables the workforce to work more efficiently that could lead to greater profitability, greater performance and often reduced costs.  
[bookmark: _Hlk58524665]Huczynski and Buchanan 2010 state that “teams can take many forms in our organisations” these organisations are advice e.g., quality control, action e.g. negotiating teams, project e.g. research teams and production e.g. assembly teams.
There are some well know theories of team dynamics such as Belbins theory of team roles and Tuckmans (1965) theory of team development.  Tuckman’s theory explains the behaviour of group members with dynamic characteristics and is a good theory to describe how team members adjust and adapt within a group.
[image: See the source image]
There are 5 stages to Tuckmans (1965) model: -  
Forming – When the group first meet, members have no bond and each person learns to work with each other.  At this stage, members are usually positive, polite and excited about the group.  As a HR manager, your role here is to let the team integrate.
Storming – Teams effectiveness at this stage is sometimes strained. This is the stage where some teams break down due to individuals challenging other roles.  A HR manager should identify the teams working styles that work best together and work on this.  
Norming – Where the team starts working effectively and now that their roles have been identified, start to work efficiently.  The behaviour of individuals changes i.e., appreciate strengths of others, ask each other for help and provide constructive feedback.
Performing – Where you see the maximum effects of the team.  Any issues have been resolved and the team is fully integrated and involved in projects.  During this stage, a HR manager can start to focus on other areas of work.
Adjourning (which was added in 1977)- Where the project comes to an end.  This could be through the end of the project, employees moving onto a new role or due to organisational changes. 
Although business’ work best when the team are in unity, there are some individuals that often act for themselves instead of the company.  This is called ‘Business/organisational politics’, which can often turn into office gossip. Employees who indulge in this behaviour often do it to tarnish another’s reputation to gain their own advantages. Managers can sometimes do this and misuse their power to gain popularity within the workplace and perhaps influence weaker individuals.  Horn 2009 states that politics are “taking a particular view or position with the intention of personally gaining from that position”. Although politics is often seen as negative, when used effectively, it can sometimes help the company meet its strategic goals and values, especially during organisational changes as managers can use it to their advantage to influence decisions.

Negative politics can affect the relationship between individuals, friends can turn into rivals and people stop helping and most importantly trusting each other.  This can often lead to a negative feel at work, change in employee attitude, manipulation of information or decrease in business productivity due to employees not being able to concentrate on anything else.  

Some examples include:
· Employees wanting to stand out without putting in hard work. Employees can paint a negative image of their workmates for them to have the limelight with their managers.
· Personal relationships.  When friends and family work together, it is sometimes difficult to separate professional and personal relationships.  Friends/family can sometimes take advantage of this to tarnish others within the business knowing that the manager will trust the friend.  
· Jealous employees would not want others to do well, therefore sometimes indulges is nasty gossip and criticism leading to politics.

A well-defined organisational structure and transparency of goals will benefit all employees, Good policies and procedures can also help with control and regular interaction between management and its employees are important so grievances can be sorted immediately.  Meetings should be two way, so employees are encouraged to have their input so that management are not jumping to any conclusions when making decisions. 
With a lot of employees currently working remotely and not having face to face contact with others, politics within the workplace can feel more prominent.  Employees can feel left out and start listening to office gossip.  For this reason, it is important that managers keep in regular contact and adapt to this new way of working before politics gets out of hand and starts to become a detriment to the company.  

Conclusion
Team building can sometimes be enjoyable but also difficult and can occasionally take time for employees to find their position.  Communication has a vital role within teamwork and hence, managers should always make sure to establish processes and structures, earn trust, and resolve conflicts for a team to work effectively, which should have a positive effect on any office politics. It is important for employees to work together to deliver their level best with management always leading by example.
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