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“A professional is someone who carries out their job – whatever it is –to a high standard.” (Ted Jones and Graham Perkins, 2016) 
I believe to be a HR Professional you need to have the following skills - Leadership, Communication and Motivation. Using these three skills will enable you to deliver on both business and personable levels, whilst understanding and appreciating the rationale and analysis of policies and processes to ensure all are supported, assimilated and well informed.
To be a HR professional as per the CIPD code of conduct, the following areas must be considered and adhered to-
· Professional Competence and Behaviour
· Ethical Standards and Integrity
· Representative of the Profession
· Stewardship

The Code of Conduct is designed to be inclusive to all HR professional careers, irrelevant to organisation size or sector, as they are the fundamental building blocks to becoming a professional “to drive sustained organisation performance through HR, shaping thinking, leading practise and building HR capability” (Ted Jones and Graham Perkins, 2016). 
Along with the Codes of Conduct the CIPD have developed the CIPD Profession Map framework (CIPD, 2013) to establish and advance the desirable skills and requirements a HR professional should have, relevant to their competency level, and then propose key action points to build on own learning development as part of a Personal Development Plan (PDP). The main rational for developing the frame work is to develop and educate through the uses of self-assessment, to focus on activities, knowledge and behaviours relevant to the individual, whilst having the support of the industry Professional Body behind you. 
There are four concentric circles described within the CIPD Profession Map, comprising of Managing Self (Insight, Strategy and solutions- core element of Ten Behaviours), Managing in groups/team (Leading HR – core element of Ten Behaviours), Managing upwards (Professional Area of Ten Behaviours) and Managing across the organisation (Eight Behaviours). These circles can then be sub filtered to four performance band levels of competency. (Fig 1)
[bookmark: _Toc498407063]Fig 1. CIPD HR professional map[image: Image result for cipd map]

Looking at the CIPD Professional map and the completed self-assessment results, the following conclusions can be established. I am new to the HR profession and currently developing my skills from previous understanding and experiences. This development mirrors the company’s restructure and improvement.
[bookmark: _Toc498407064]Managing Self
Insights, Strategy and Solutions is the understanding of the needs of the business and how policies can be implemented for improvement in both the short and long term. I currently understand and question the business needs and have been undergoing streamlining processes to be relevant with new company structures and ethos. Current projects are the introduction of an online HR process, leading the evaluation on the recruitment and induction policy, and structural IT system changes.
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Leading HR is about supporting the whole company, by acting as a role model and ensuring others can develop, progress and see value in their company achievements. From the outcome on the CIPD assessments it supports the concept I have strong group awareness and can develop and investigate feedback options - for example the completion and presentation of individual appraisals.  However I need to develop skills in analytical feedback to incorporate the company rather than individuals.
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Employee Engagement is the connection between employees and the organisation with reference to how they feel and their perception of the company and themselves. By increasing employee contribution and responding proactively this will strengthen the connection between employees and senior management thus improving communication, trust and company morale. Our last staff survey (evidence 1) was completed in 2016 and is overdue. This was put on hold due to the restructuring of company and a percentage of the information collected would have been irrelevant at that time. A staff survey is planned for early 2018.
Learning and Development is the ability to promote growth as an organisation and individuals by allowing appropriate and specific learning opportunities to be available. I am currently responsible for the learning and development for a section of the company, to liaise with training supervisor to adapt and modify the training structure in relation to the company’s new objectives. I have a keen interest in development and feel it is overlooked due to cost and time factors in small organisations. With my understanding of learning styles, theories and company objectives, I am looking to implement a new training structure to include concreate training records (evidence 2) for analysis and review due to the current lack of information.
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Curious is actively looking to the future with innovative and openness to explore new concepts to change and improve current thinking for the organisation and self.  I believe change is inevitable for the success of a company otherwise it will stagnate and competitors will supersede you. To embrace change, I personally have a logical but creative nature and will often look to experiment with initial abstract ideas and then synthesise to be functional. Any type of change may have negative repercussions and it is important to consider the whole picture by questioning and exploring all aspects. In my current role I encourage individuals to provide suggestions and support their enthusiasm. Previously change has been a negative and I am trying to instil the understanding of The process of Transition (Chapman, 2000) (Fig 2) to breakdown resitance. 
[bookmark: _Toc498407068]Fig .2 The Process of Transition
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Courage to challenge is the ability to confidently question others and not be afraid to address resistance or unfamiliarity. From the CIPD assessment it shows that I am developing these skills and have the capability to challenge issues but need the support to help close situations. I have the confidence to challenge but can lack the assertiveness against resistance down to a lack of experience within the HR profession.

[bookmark: _Toc498407069]Group Dynamics and Conflict Resolution
A collection of three or more individuals interacting or communicating will result in a group dynamic. The concept “Group Dynamic” refers to the forced interaction of individuals within a group setting and their correlation to own behaviours and reaction to other behaviours. Within a group there will be recognisable personalities and traits that are linked to that perceived behaviour model; the most apparat are-
· LEADER who offers opinions and suggestions without prompt
· QUIET/ SHY who observes with little or no interaction
· DRIVER who is impatient and interrupts

These may not be the individual’s natural persona but are being affected and manipulated by the other behaviours in the group. Understanding and developing group dynamics will improve the function and outcome of the team, as outlined by Ann-Marie Nazzaro and Joyce Strazzabosco (2009). If the group dynamic is not balanced this will potentially result in conflict and a faliurer to complete objectives.
The success of a group dynamic can be investigated by establishing the individual’s team roles, as per Belbin’s Team Roles (Fig 3). If a team is unbalanced due to lack of variety due to them having similar styles/ behaviours, this will result in an overall weakness and their strengths will tend to compete rather than co-operate with each other. (Associates, 2017) For example, a team that has too many Plants will result in lots of orginal ideas but will not be able to extract the good ones and will waste time and energy in trying to pursue counter-productive activities and not be able to formulate or complete tasks beyond a concept stage. A group is balanced or aware of their own styles can adapt tasks to have a fluid transaction to include specfic members at various stages of the activity. This will increase success and deminish negative outcomes.
Fig. 3 Belbin’s Team Roles 
[image: Image result for belbin team roles test]
Understanding behaviours of team roles is one way of evaluating the “Group Dynamic”, another is to address the performance path and group development. There are many different theories and models that address this concept of transitioning between levels of competence and success, including Tuckman Stages Model (Tricia Harrison and David Soehern, 2017), Drexler/Sibbet - Team Performance Model (Sibbet, 2016) Rickards and Moger- Creative Leadership /Two Barrier Model (Tudor Rickards & Susan Moger, 2015), Tannenbaum and Schmidt –Model of Delegation (Chapman, n.d.). From my previous experience the model most commonly referenced is Tuckman’s. This was established by Bruce Tuckman in 1965 where four stages were identified and outlined as a path to achieve a team goal by building on the previous step to reach performance. (Fig 4) The concept was revised in 1977 by Bruce Tuckman with Mary Ann Jensen, where they added a fifth stage. (Fig 5)
Fig. 4 Tuckman Stages Model
	Stage
	 Tasks
	Behaviours

	Forming
	· Establish base level expectations
· Identify similarities
· Agree on common goals
	· Making contact and bonding
· Developing trust
· Members Dependent

	Storming
	· Identifying power and control issues
· Gaining skills in communication
· Identifying resources
	· Expressing differences of ideas, feelings and opinions
· Reacting to leadership
· Members independent or counter-dependent

	Norming
	· Members agree about roles and processes for problem solving
	· Decisions are made through negotiation and consensus building

	Performing
	· Achieve effective and satisfying results
· Members find solutions to problems using appropriate controls
	· Members work collaboratively
· Members care about each other
· The group establishes a unique identity
· Members are interdependent




[bookmark: _Toc498407070]Fig. 5 Revised Tuckman Stages Model
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Tuckman’s model shows a stepping stone approach to group development and at times the group dynamics will affect the progression due to additional factors (example: lack of trust, new team members and poor management) and a no movement or backwards step may happen and will need to be addressed, if progression to develop. If the Group dynamic and Team development is unbalanced, then conflict and poor performance will develop as stated by Ann-Marie Nazzaro and Joyce Strazzabosco (2009) “One cannot take a group for granted……To do so invites problem. It is far better to give some time and attention to the group’s dynamics from time to time…..a group can sustain its forward development and achieve full potential.” (Ann-Marie Nazzaro and Joyce Strazzabosco, 2009)
Conflict in the workplace can present itself in many forms and for various reasons. Typically they are linked to difference in opinions, character, values or approach whether this towards a task, process or a direct individual/ team. It is essential that the conflict is addressed and resolved to prevent escalation as highlighted in ACAS (2014) ACAS (2014a) and Doyle (2017). There are numerous skills to conflict resolution from Active listerning, negotiations, assertivness and influencing (Tricia Harrison and David Soehern, 2017) and (Doyle, 2017) along with modes for practice, eg Thomas Kilmann -  Conflict Mode Instrument (Thomas, 1976), John fisher - The process of Transition (Chapman, 2000), Ibrahim Maslows- Hierachy of needs Theory (Petty, 2004) and David McCelland- Theory of Needs (Rachel Robins and Phil Bdley, 2017).
A recent conflict I have addressed was at a very early stage between employees and management regarding the Locking up of the Building. In ACAS (2014) they decribe this as classic ‘us and them’, comprising of-
· general bitterness or anger towards management
· Poor morale and motivation

At first it was unclear what the justification for the conflict was and why the change in behaviour. The conflict resolution was broken down to 7 stages (Fig 6) to address the issue and formulate a resolution.
[bookmark: _Toc498407071]Fig .6 Resolution process verses Action Taken
	Resolution Process
	Action Taken

	1. Recognition that problem exists
	Observing the change of attitude and moral of employee and relationship with the group 
· Observation of interaction

	2. Agreement to address issue
	Use of assertiveness to question if a conflict exists and confirmation that resolution is required
· Address the issue at early stage

	3. Effort to understand the perspective and concerns of both sides
	Use of open question and active listening to establish an unbiased opinion 
· Informal one on one meeting

	4. Identify changes that will lessen effect
	Group discussion to problem solve possible solutions
· Mind map possible solutions

	5. Willingness to Compromise
	Negotiation of finer details and address realistic expectations
· Change to working hours
· Additional onsite training

	6. Agreement on action plan
	Use of persuasion skills to agree realistic change
· Contingency plan established for emergency (assigning additional key holder)
· Extra resource implemented (extra keys, torch)
· Start date confirmed

	7. Monitoring impact of agreement
	Assessment of the change and fixed review meeting established
· Signed off additional training
· Informal one on one meeting for progression update



From this process the use of Active listening was essential to understand the reason for the conflict. Active listening is the combination of words, tone and facial/ body language to understand another’s verbal communication (ACAS, 2014). In this circumstance the behaviour was not relative to the conflict and trust was required to allow the employee to express themselves and feel that they were being listened to before they could feel their needs were being met or considered. The use of negotiation was mixed with compromise to achieve a resolution. Negotiation works on the principles as per Tricia Harrison and David Soehern (2017) and Ted Johns And Graham Perkins (2016) of understanding your own prefered outcome and combine that with fairness, mutual understanding and commitment to the relationship. Whereas Compromising as part of Kilmann Conflict mode Instrument (Thomas, 1976) (Fig 7) is the finding of the middle ground, effectivley no one gains but there is a mutual acceptance.







[bookmark: _Toc498407072]Fig. 7 Conflict Mode Instrument
[image: Image result for kilmann model]
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Project Management definition as per Project Management Institution (PMI) is “is the application of knowledge, skills, tools, and techniques to project activities to meet the project requirements.” (Project Management Institute, 2017) The PMI state that a project is temporary and should have a beginning and end with an identified outcome/ goal. 
Both Project Management Institute (2017) and Ted Jones and Graham Perkins (2016) state a project should be broken down in to Five groups:
· Intiating
· Planning
· Excution
· Monitoring and Controlling 
· Closing/ Completing

A recent project I have been involved in was Recruitment and Staff Retention. Due to restructure and leavers, the company had been struggling to fulfil the vacancies so the Project was instigated by the Shareholder due to the company needs. A focus group was established to initiate the Who? What? Why? When? Highlighted by Longman (2006) to generate ideas with the use of discussion and mind mapping. From here we looked at Force Field Analysis (Fig 8) by comparing the Pros and Negatives to develop or Strengths and weakness for the SWOT analysis. 
[bookmark: _Toc498407074]Fig. 8 Force Field Analysis
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By understanding the existing it was logical to address what we wanted and needed, tasks were assigned to make changes to Job descriptions, Interview process and Investigation of adverting opportunities and competitors process (evidence 3). Before the changes were finalised and implemented the group reconvened to ensure objectives were met and achieved. This process follows Kurt Lewins’s 3 step model of change (Miner, 2207) (Fig 9) by Stopping recruitment, Planning and developing new Job Descriptions/ Interview process and then Advertised and Recruited new staff. The Project was completed successfully by having a logic and working collectively to focus on company needs and not own agendas. Within the overall Project management structure, a mini project was developed to overcome specific issues as part of problem solving strategies.
[bookmark: _Toc498407075]Fig. 9 Lewin’s 3 Step Model of Change
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The problem of staff retention for Executive Roadshow Sales role was addressed by using the SWOT analysis from the initial Project management meeting combined with the exit interviews to analyse the reason for poor success. Within a group discussion involving myself, managing director, B2B manager and remaining Executive Roadshow Sales team, we set about mind mapping a resolution. The key contributing factor was the lack of significance to the stress and commitment of being away from home for large periods of time. It was established previously the role had been focused on product knowledge rather than general sales culture. Using this information, it was decided to address the recruitment process and develop a clearer job description and interview process prior to advertising the role (evidence 4) and change how the position would be advertised. 
Importance was placed on getting the right character traits for the position and work mentality, rather than trying to manipulate an employee with the product knowledge to adapt themselves to the nature of the role. The technique of Influencing was used as discusses by Tricia Harrison and David Soehern (2017) they considered the work of Professor Robert Cialdini (Cialdini, 2009) and his rules that govern how and what influences individuals. (Scarcity, Reciprocity, Authority, Similarity/ Likability, Commitment and Consistency/Consensus). (Fig 10) The 6 principles of Persuasion follow a similar methology as Yemm Influencing others ( Friendliness, empowerment, vision, build alliances, expertise and bargaining) as discussed by Ted Jones and Graham Perkins (2016) 
[bookmark: _Toc498407076]Fig. 10 Influencing using The 6 Principles of Persuasion
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By addressing the problem from a different perspective, we could employee from a wider recruitment pool that understood the constraints and expectations of the role without having to compromise the success of the recruitment process. 
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I have completed the self assesments within CIPD proffesional Map to establish areas for development (Fig 11) and interest. (Fig 12) From the analysis, I have emerging to broad knowledge across the areas. To process my development I will be focusing on specfics that are currently relevant to my organisation and promote self development as advised by Carol Woodhams el al(2016)
[bookmark: _Toc498407078]Fig. 11 CIPD Current compentance level
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Insights, Strategy and Solutions- With the recent company changes numerous projects are in improvement stage. I need to develop analytical and reporting skills to ensure that these projects are effective and realistic by using the other resources and colleagues (finance and public relations) to support the company’s objectives. I also need to develop my understanding of employee law and the policies they relate to for an insightful rationale.
Leading HR- I currently see the value of leading by example and actively want to develop and support the whole organisation by focusing on professional development and inclusion.  The key to this success will be in addressing and analysis future Staff Surveys and having clear measurable company objectives, which will encourage value and performance. 
[bookmark: _Toc498407079]Fig. 12 CIPD Professional Map areas of Interest
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Learning Development- I believe that learning new skills and understanding is the key to motivation. I have an interest in developing learning strategies and using versatile training methods to suit an individual. For the company I am looking to improve training records and individual development goals as historically they have been lost within the old company structure.
Employee engagement- The organisation itself has had many changes within the last 18 months which have affected both employee trust and productivity at times. The main reason for this was a lack of communication and unproductive project management because of external factors, which have now been resolved. Going forward I want to engage employees to embrace the future by reflecting on what we have experienced, for a positive outcome. I will be implementing a new staff survey soon and findings will be presented to the stockholders and realistic objectives will be the focus. 
I have previously undertaken various learning style assesments (evidence 5), including Honey and Mumford, VARK, Kolb and Gregorc and aware that I prefer to learn by understanding the whole picture in a logical but visual fashion. Being aware of these factors, the analyis of HR Data does not intimidate me but the concept of being able formualte and edit effectivley will be a challenge. I will use this understanding along with reflective practice to develop and complete my own Personal Development Plan (PDP) (evidence 6). “think about how you’ll use new knowledge ans skills in future activities” (Carol Woodhams et al, 2016) Reflection is a key part of learning, you need to be able to evaluate for your own success before you can modify for others development. 
· What you knew?
· What you know now?
· How you know it?
· Why you know it?
· What you going to do with it?



	CPD Plan/Personal development plan



	NAME: 
	Louise Mordue
	MEMBERSHIP NUMBER:
	

	COVERING THE PERIOD FROM:
	September 2017
	TO: 
	May 2018



Planned outcome

Where do I want to be by the end of this period? What do I want to be doing? (This may be evolutionary or “more of the same”.)

	What do I want/need to learn and why?
	What will I do to achieve this?
	What resources or support will I need?
	What will my success criteria be? how have I implemented my learning and what impact has this had (at work/outside of work)?
	Target dates for review and completion

	
Undertake the CIPD Intermediate Certificate in HRM (Level 5)



	
· Attend all lectures as part of the course to develop skills to become a HR Professional
· Develop own Learning and understanding by research and reading from variety of sources
· Attend CIPD Events

	
· Time
· Management Support
· Relevant reading

	
· Successfully complete each module of the course, using methods taught.
· Reflect on learning to support my Organisation to achieve best practise.

	
May 2018

	
Develop Staff Survey as part of Employee Engagement 



	
· Reflect and Analysis previous staff survey 
· Attend South Wales Contact Centre Round Table Quarterly meetings
· Consult with JCP Solicitors for HR benchmarks

	
· Time
· Management Support
· Company key Values and development
· Staff survey form
	
· Successfully complete new Staff Survey to set company objectives to improve engagement
· Construct analysis review on finding to Stakeholders
· Encourage trust and open communication throughout company
	
Jan 2018

	
Learn to effectively manage difficult conversations and conflict, with confidence



	
· Attend Assertive training
· Attend CIPD Events
· Develop own Learning and understanding by research and reading from variety of sources

	
· Support from Department managers
· External and Internal Training 

	
· Reflect on own assertive and passive behaviour
· Reflect and review on scenarios to establish best practise

	
March 2018

	
Understand Employment Law relating to Disciplinary procedures and policies



	
· Consult with JCP Solicitors for guidelines
· Reflect and Analysis current company policy and Handbook
· Assist in supporting Disciplinary investigations and meetings
	
· External consultancy
· Time
· Management Support 
· Relevant reading

	
· Develop own understanding on the relative Employment laws
· Successfully participate and complete disciplinary procedures with no support
	
February 2018

	
Develop department training logs and requirements for all departments


	
· Arrange One to One meetings
· Use Lewin’s Project Management tool
· Attend CIPD Events

	
· Training Matrix
· Support from Department managers
· Time
· Access to appropriate training options (Internal and External)
· Company Objectives and Targets
	
· Complete a training plan for each employee
· Establish Crossover and Coaching opportunities
· Engage employees in their own development
	
December 2017
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