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1. What is a HR Professional?
All professional should be a member of a professional body. The Chartered Institute of Personnel Development CIPD is the professional body for human resource (HR) officers. Members of CIPD are expected to maintain high standards in their HR role and adhere to the CIPD’s Code of Conduct which outlines 4 specific areas, these are (1) Professional Competence and Behaviour; (2) Ethical Standards and Integrity; (3) Representative of the profession; and (4) Stewardship. Regardless of an individual’s sector or specialism, members of CIPD are committed to upholding and maintaining these standards (CIPD). Therefore being a member of CIPD demonstrates the individual’s commitment to these standards and behaviours and an expectation for them to ensure objectivity and accountability
2. CIPD Profession Map
The CIPD provide a Profession Map as seen below in Figure 1. It is a framework that embeds professional standards and displays ten professional areas with four bands as a pathway for the HR profession. The 8 behaviours can be seen on the outside of the circle in blue, while the 10 professional areas can be seen inside the circle. In discussing competency frameworks, Rammata (2017, p54) links them to an increase in performance and relates them to complementing aspects of personnel management that are more traditional and further states that it “could increase public administration performance at an international level.”
For the purpose of this paper I have chosen to concentrate on two areas of the CIPD Profession Map that interest me the most, these are (i) service delivery and information and (ii) organisation design. Furthermore I have chosen 2 behaviors from the CIPD Profession Map these are (iii) Role Model and (iv) Curious. These are discussed below by breaking down the strengths and gaps, while also addressing how the gaps can be addressed.
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2.1 CIPD bands
Overall, I am currently at band one and working towards band two. My current role supports the role of the Senior Manager in Corporate Affairs and HR and I aim to gain further experience at a higher level over the next year in order to begin to move up to band two. The CIPD Profession Map reflects that no matter what an individual is currently doing in their HR role, there is always something to work towards. The layout of the Profession Map is similar to a competency framework and clearly outlines key themes and areas of HR and is extremely useful in discovering an individual’s strengths and gaps within their current role. It is a simple and effective tool that allows individuals to map out their progression planning by addressing their personal development areas to achieve the next level in their HR role. My Personal Development Plan can be seen in the appendix and identifies how the gaps will be addressed over the next 6 months.

2.2 CIPD Profession Map: Areas
Below is a breakdown of my strengths, areas where I am competent and the development needs across two of the Profession Map areas.
[image: ]
2.2.1 Area 1: Service delivery and information
A recent development within the Coleg has been to introduce a new HR system for all staff. Delivering this service effectively and with the relevant information has been a priority over the past few months and over the next year. This area has also demonstrated a range of gaps and development opportunities that excite me to prepare for over the next six months, as  seen in the table above.
2.2.2 Area 2: Organisational design
I have recently been asked to attend Senior Management meetings and therefore have begun to develop my understanding of the organisation design, the planning and implementation of various strategic changes and decisions. This area has also provided development opportunities that are achievable in the near future.
CIPD define organisational design as the shaping processes for people (CIPD, 2017c). Welsh medium further education will soon be part of the Coleg’s remit and therefore organisational design will play an important role in shaping the organisation for both its current and future work remit and fits with my current HR role at this time.
2.3 CIPD Profession Map: Behaviours
Below is a breakdown of my strengths, areas where I am competent and the development needs across two of the Profession Map behaviours.
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2.3.1 Behaviour 1: Role Model
The role model behaviour refers to elements of behaviours that I believe represent me best such as acting with “integrity, impartiality and independence” and leading by example (CIPD, 2017d). I have chosen the role model behaviour as I believe it is essential that all HR Professionals are role models to staff, especially with regards to professionalism in the workplace. Even though it is an area I excel in, it is an area that I believe is important to maintain as a strength of mine. It also fits with my role as an HR Officer.
2.3.2 Behaviour 2: Curious
The curious behaviour encompasses a “future-focused, inquisitive and open-minded” elements (CIPD, 2017d). As an inquisitive individual, I have chosen the curious behaviour to explore my strengths and development areas across this behaviour. The Coleg is currently developing in both its current work and future work. Part of this development will include reviewing past processes for specific projects and looking for new innovative ways to develop these. This behaviour therefore relates well to my personality and to my evolving work environment.
3. Group dynamics
Forsyth (2009, p1) defines group dynamics as a process that is influential and takes place within a group. He goes on to ask what defines a group and concludes that most theorist agree that a group is two or more people (2209, p2). Tuckman (1965) also defines a group as a collection of two or more people coming together and how these different forces playing and interact in a business context with each other. The way a group interact has a fundamental effect on the organisation. In order to get the best out of the teams it is essential to know what motivates. 
Tuckman’s model for group dynamics (1965) refers to four specific stages, these are (1) forming; (2) storming; (3) norming; and (4) performing as discussed on Project-Management.com and Davila (2015). Tuckman later to add a fifth stage around 1975 and called it ‘adjourning’ which refers to the end of the group and the members moving on to new ventures Smith (2005).
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Tuckman is relevant the HR sector as HR officers often have to step in to manage conflict in the workplace, at some stages. Conflicts are unavoidable and it is managing the conflict as soon as possible with objectivity and integrity that’s important. By being aware of the various stages of the group dynamics, HR officers can consider how they can best support the forming stages and prepare the team for the storming stage where conflict can occur. Individual personalities have a role to play in group dynamics and various models have been theorised.
Belbin’s model from 1981 (Belbin.com, 2012) has been discussed extensively and demonstrates the need to have a variety of personalities, all with their strengths and weaknesses to form a team. He separated them into three roles. Each role has three types within them for example the action-orientated role has the (1) shaper; (implementer) and the (3) completer finisher. On reflecting on these three types, I fall into the action-orientated role and more specifically as the implementer.
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4. Problem solving and conflict resolution
Problem solving and conflict resolution come hand-in-hand. When a problem arises, it is essential to have a problem statement that is clear to ensure that everyone is focused during the process of problem solving (CIPD, 2017a). Brainstorming can be used to find the root causes of the problem rather than only look at the problem superficially (CIPD, 2017b). The Ishikawa method, which is sometimes known as the fishbone diagram is suitable for the collation and grouping of the brainstorming session.
Conflict can happen in any organisation and can be resolved by anyone in the organisation. However, in order to achieve a peaceful ending to conflict, various processes are required to achieve the resolution. Active listening has a role to play in conflict resolution, specifically with regards to ensuring that all parties are heard and understood equally. When conflict arises it’s important to be aware of the emotional charge that may be present in one or more parties and that the behaviour of the parties can be influenced significantly by this. Though a resolution may not provide the ideal conclusion for one or more of the parties, it does however provide a final decision in order for the parties to move on. Those in HR roles can often be called upon during problem solving or conflict resolution. During these times it is important to separate the individual from their problem and ensure objectivity. One way of achieving a resolution is through mediation by using an impartial third party, by guiding participants towards discovering a common ground and a mutual agreement. (CIPD, 2016b)
5. Active listening
Active listening is discussed as the ability to understand what the speaker is communicating from their point of view and to convey that understanding back to the speaker. Rogers and Farson (2015) began to discuss active listening as a theory back in 1979, however since then the term is used continually used and can be seen as “habit 5” by Covey’s (2013) theory of the seven habits of highly effective people –  “seek first to understand, then to be understood.” Both models refer to the need for the listener to have a genuine interest in what the speaker has to say, while building trust and being understanding towards the speaker.
An example where I have used active listening in my HR role was when a colleague was returning to work following a period of maternity leave and wanted to know how much annual leave she had accrued and if there were any restrictions on taking that annual leave. Being relatively new to the organisation I wanted to build rapport and I demonstrated concern by letting her know that I understood how she was feeling by not having the answer to her questions. I asked her what it was that I could do to help and that I would do my best to provide answers where possible, while paraphrasing back to her such as “You want to know exactly how many annual leave days you have accrued and if there are any restrictions on taking them when you return to work.” I asked her if she would prefer to receive the information in a certain way such as by letter, email or on a spreadsheet to ensure that she received the confirmation she wanted, in the way that best suited her needs and was within the parameters of our HR policies. My colleague expressed her gratitude of my handling of the situation by sending an email to her line manager and copied me into the email. The active listening technique provided an environment of respect and trust where she felt comfortable discussing the issue.
5. Project management
There are various methods of project management with some being more structured than others. A common theme running through all models of effective project management process is that the project is defined, planned, implemented and closed. Taylor & Woodhams (2012) use five steps for running a project, these are (1) initiation; (2) planning and design (3) execution (4) monitoring and controlling; and (5) completion. PRINCE2 is a more structured management method and is also an accredited project management program. It has seven project management process, these are (1) starting up; (2) initiating; (3) directing; (4) controlling a stage; (5) managing product delivery; (6) managing a stage boundary; and (7) closing a project. It’s important to note that evaluating the project is part of the closing process and is not seen as a separate process in PRINCE2.
Below is an example of how I used an adaption of the PRINCE2 project management processes in managing the implementation of new HR software, CIPHR within the Coleg. Prior to defining the project I prepared a business case outlying the need a more efficient and effective HR system. Using my persuading skills I demonstrate the benefits that various HR systems could provide for the organisation while also being cost effective and with a bilingual capability. Below is an outline of the project structure for a recent project that I am managing.
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[bookmark: _GoBack]Both Gillen (2007) and Woodock (2017) agree that there are three ways to problem solve, these include (1) negotiating; (2) influencing; and (3) persuading. During the project a problem occurred that meant that the Systems and IT Manager would no longer be part of the project implementation. This meant that an area of expertise for the project on software implementation and the technicalities of the IT side were lost. I negotiated with Linguaskin to find a “mutually satisfactory agreement” (Woodcock, 2017) in order for them to provide this expertise to the project for a small fee. It was essential for the implementation to have an IT and software specialist on board to deal with the more technical queries and requirements from CIPHR. I remained as the main contact between the two parties in order to ensure that no decisions were made without my understanding and consent. I kept a log of the decisions in order for the IT and Systems Manager to look through these when he returned to the project. Gillen (2007) refers to subtly changing people’s attitude through influencing. I used these skills to influence the IT and Systems Manager to maintain a role in the project by meeting with me once a fortnight in order to update him on the developments and allow him to flag up any issues if there were any. He was grateful for this opportunity and for the arms-length contact during a busy period of work for him.
Another problem that arose during the course of the project was that automated emails from CIPHR to Coleg staff were in English. These needed to be in Welsh and I used my persuasive skills to ensure these emails were available in Welsh by CIPHR without charge. I persuaded them by “convincing” (Woodcock, 2017) them of the importance of the whole system functioning in Welsh and at the point of defining the project, this had been agreed. I also agreed to provide the translations and was therefore sharing the workload between us and working as a partnership.
6. Reflective Summary
On reflection and further researching the CIPD Profession Map I can see that I am at band 2 already in some behaviours and may be moving towards band 3 in the role model behaviour. However, as I am not at a senior level at present, it will be difficult to progress into the upper bands and I therefore need to ensure that I continually learn and develop across all areas and behaviours to ensure a consistent learning through the bands.
On reflecting on my past learning experience I tend to learn quickly from courses and often try and put the theory into practice as soon as possible after course. Recent Blake Morgan Employment Law seminars with their short and sharp style of conveying information is a style that works well for me. The Honey and Mumford (1986) questionnaire placed me as a pragmatist which certainly matches up with how I believe I learn and develop best and as per the pragmatist approach I respond to problems and opportunities as challenges. I look forward to taking my personal development plan forward over the next six months and reflecting on how the various learning and development opportunities have enhanced my skills in my current HR role.
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Bruce Tuckman’s model is the most popular team development model in the agile
world. Many coaches use this model as a tool for assessing the current level of cohesion
of their team as well as the level of maturity of the relationships that exist among its

members.

I believe that this model goes beyond and assessment tool and can be used as a team
development roadmap. Understanding the focus of the team during each stage and being
aware of what kind of outcomes allow the team to move to the next stage can help us

align our activities so that we guide the team towards those outcomes s fast as possible.
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Figure 2: Tuckman model for teams (Source: Linkedin’

Tuckman is very relevant the HR sector as HR officers often have to step in to manage
conflict in the workplace, at some stages. Conflicts are unavoidable and it is managing
the conflict as soon as possible with objectivity and integrity that's important. By being
aware of the various stages of the group dynamics, HR officers can consider how they
can best support the forming stages and prepare the team for the storming stage
where conflict can occur. Individual personalities have a role to play in group dynamics
and various models have been theorised.

Belbin's model from 1981 (Belbin.com, 2012) has been discussed extensively and
demonstrates the need to have a variety of personalities, all with their strengths and
weaknesses to form a team. He separated them into three roles. Each role has three
types within them for example the action-orientated role has the (1) shaper;
(implementer) and the (3) completer finisher.

Action-oriented Roles:
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Shaper

Implementer

Completer Finisher

People-oriented Roles:

Co-ordinator

Teamworker

Resource Investigator
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Figure 2: Tuckman model for teams (Source: Linkedin]

Tuckman is very relevant the HR sector as HR officers often have to step in to manage
conflict in the workplace, at some stages. Conflicts are unavoidable and it is managing
the conflict as soon as possible with objectivity and integrity that's important. By being
aware of the various stages of the group dynamics, HR officers can consider how they
can best support the forming stages and prepare the team for the storming stage
where conflict can occur. Individual personalities have a role to play in group dynamics
and various models have been theorised.

Belbin's model from 1981 (Belbin.com, 2012) has been discussed extensively and
demonstrates the need to have a variety of personalities, all with their strengths and
weaknesses to form a team. He separated them into three roles. Each role has three
types within them for example the action-orientated role has the (1) shaper;
(implementer) and the (3) completer finisher.

Action-oriented Roles: | Shaper Implementer Completer Finisher
People-oriented Roles: | Co-ordinator | Teamworker Resource Investigator
Thinking-oriented Roles: | Plant Monitor Evaluator | Specialist

Figure 3: Belbin Roles (Source: Belbin.com, 2012)

4. Problem solving and conflict resolution
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Frequently Asked Questions

What are Belbin Team Roles?
A Team Role as defined by Dr Meredith Belbin is “A tendency to behave, contribute and
interrelate with others in a particular way.”

The value of Belbin Team Role theory lies in enabling an individual or team to benefit from self-
knowledge and adjust according to the demands being made by the external situation.

How did the concept originate?

The concept was derived from a study of successful and unsuccessful teams competing in
Business Games at Henley Management College, England. Managers taking part in the exercise
were given a battery of psychometric tests and put into teams of varying composition. As time
progressed different clusters of behaviour were identified as underlying the success of the
teams. These successful clusters of behaviour were then given names. Hence the emergence of
nine Team Roles:

Thinking-oriented Role: m Monitor Evaluator | Specialist

What can be gained by identifying people’s Team Roles?

It s difficult to work effectively with people without some reasonable expectations of how they
are going to perform. Self and Observer Assessments show how an individual feels and how an
individual behaves in a group.

Why use Observer Assessments?

Observer Assessments provide independent evidence about an individual's Team Roles. A Self-
Perception test is only as good as an individual's sense of personal realism. Some people
answer in terms of how they would like to contribute rather than how they really behave.

Can | change Team Roles?
Team Roles develop and mature. These may change with experience and conscious attention.
Different Team Roles may come to the fore in response to the needs of particular situations.

Shall I let people know my preferred Team Roles?
The sharing of Team Roles increases understanding and enables mutual expectations to be met.
Disappointments will then be less frequent.
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27w
- Define The project was defined as follows. In partnership with CIPHR, infroduce a new,
L functioning, bilingual HR system that has the capability to:
2 Al staff
0= « record contact information
: : «  role information
e Resources on Project Management for HR Professionals o et leave
32 = Managers:
. « Approve staff leave requests
« View sickness information
UE « View information about who's not in the office
e http://www.gregoryappel.com/files/GAU 3 15 HROMGrs
« Manage sickness
36 2012.pdf « View outstanding requests that have not been approved by managers
5 -p « Export reports on various data
Further work:
38 [
Extract « Ensure that the software has scope to record and manage training in the
39= While thers are @ number of project management methodologies, most project management future.
professionds agres hat every project s comprised of four general phoses:
0= Stakeholders | Al staff, CIPHR Project Manager, Linguaskin staff, translators
4= ehase 1 o Phase 3 Phase 4 Planning Regular dates were set for the HR Officer to meet with the CIPHR Project Manager.
_ Project Definfion m,w";;:mng Project Projed Close These included meeting over the phone and face-to-face to plan the tasks and
42 e <! Management timescales for the implementation of the project
BE Implementation | Implementation was twofold, initially with GIPHR in training the HR Officer to access
M Animportont foundiion of sffective projects s hat fecm members have astrong the back-end of the system and for the GIPHR Project Manager to ensure the
understonding of the project purpose and the expected outcomes of eoch project phase. relevant tools in the software were enabled and disabled.
5 Undrsionging o uposs cd ulcomes of @ochprfec phcse s e ocm gavge when
 projectis procesding e plenned endiwhen e ar verenees from ine projeetpion Secondly, many implementation tasks included working with Linguaskin and
46 = Knowing fhe purpese and autcomes of eoch Froject phase ko helps feam members identify translators to provide a full Welsh overlay to the text and messages appearing from
the rescurces fhey need ond fhe dependencies thatimpact heir project resporsiolifies and CIPHR
47= odis. Below is @ rief descripfion of fhe four phases of a project cnd he outcomes for each
phese. A pilot Group was set up which allowed a few members of staff across the three
48 office locations to pilot the software in Welsh. Numerous errors and translations
ne were rectified at this point
50 = Monitor Monitoring is continuing on both the software with GIPHR and the language overlay
with Linguaskin.
51
Close Project close will be December 2017.
52 5]
5 Evaluate Initial evaluation will take place during January 2018 with a view to feedback any
53 = 5 strengths and weaknesses of the project to both CIPHR and Linguaskin, in addition
. 3 to the Senior Management Team at the Coleg.
< >
55 [
E=] Both Gillen (2007) and Woodock (2017) agree that there are three ways to problem
solve, these include (1) negotiating; (2) influencing; and (3) perkuading. During the
57 = project a problem occurred that meant that the Systems and IT Manager would no
Siidseo5T (@ Cymracg Wswecas B 2 B T - ] + 3 | Tuselensorn 321gar [F Saesneg (1 Deymas nedi) & = ] + o
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Figure 1: CIPD Profession Map (Source: CIPD)
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