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1. Introduction 
This report captures why the CIPD HRP Map is important in defining the HR Profession and why the 8 behaviours are essential to the delivery of ongoing development to knowledge and skills within the HR Profession.  This report shows how a HR Professional can use the map to identify their own position on the map and plan any future development plan.

































2. Understanding how the CIPD HRPM professional areas and bands define the HR Profession

2.1 What is CIPD?
The CIPD (Chartered Institute for Personal Development) was founded in 1993, it is a professional body and also experts in people with employment.  The CIPD are worldwide recognised and set the professional standards for HR and people development professionals CIPD (2018).


2.2 The CIPD Map
The CIPD profession map was launched in 2009 it sets standards for all HR Professionals.  It supports organisations and HR Professionals to benchmark and improve their HR capability at all levels, individual, team, function and organisation level.  It has been designed to be relevant to all professionals in HR, whether you are a generalist or specialist in (learning and development, talent, reward, employee relations and engagement or resourcing).
The CIPD map consists of ten professional areas, eight behaviours in four bands.  The bands represent the level of competence.  Please see Diagram 1.0:

The HR Profession Map
[image: page1image1762848]
1.0 
CIPD - The HR Professional Map
   (CIPD 2018)


 









2.3 Understanding the differences between the 10 Professional areas, behaviours and bands
Professional areas - are described as the activities what you need to do and what you know in each area of the HR profession at each level of the four bands of competence.
Behaviours – are described as the behaviours that the HR professional needs to carry out the activities.  Each behaviour is also described across the four bands of the professional competence.
Bands – The bands describe the level of professional competence.  It also demonstrates the transition challenges that are faced when moving through the bands due to development.  The bands help give a clear direction and focus to development planning.


3.0 The Purpose for the CIPD Map
The CIPD Map is for individual and organisational purposes around development, here it is demonstrated how it can be used in both areas.
Individuals could us the CIPD Map to develop the following:
· CPD planning
· Preparation for appraisal or review
· Preparation for CIPD membership
· Looking for new job
· Building a case for development
· Learning about the profession
· Interview preparation
Organisations could us the CIPD Map do develop the following:
· Identify skills needed to make change happen
· Develop career pathways
· Identify team capability
· Focus on behaviours needed for success
· Build a competency framework
· Build role profiles









4.0 Design principles of the Profession Map
This shows what you need to do, what you need to know and how you need to do it in each professional area within the four bands of the professional competence.
It looks at behaviours and the technical elements of professional competence needed in HR profession.
It is set up around areas of professional competence, rather than organisation structures for example job levels or roles.
The map covers all areas of the HR profession, from small to large organisations, fundamental to sophisticated practice, local to global, corporate to consulting, charity to public sector, traditional to progressive.
The adaption to be used in part, or looked at as a whole, with the professional areas as key.

5.0 Understanding the bands ratios between behaviours and technical elements of professional competence.

Table 1.
	Band 1
	Skill balance shown between behaviours & technical is 30/70

	Band 2
	Skill balance shown between behaviours & technical is 50/50

	Band 3
	Skill balance shown between behaviours & technical is 60/40

	Band 4
	Skill balance shown between behaviours & technical is 80/20




6.0 Why the HRPM behaviours are essential to an effective HR Professional
There are 8 behaviours which need to be demonstrated by all HR Professionals, they are shown below in Table 2.
Table 2.
	Curious
	Future-focused, inquisitive and open-minded; seeks out evolving and innovative ways to add value to the organisation.

	Decisive Thinker
	Demonstrates the ability to analyse and understand data and information quickly.  Uses information, insights and knowledge in a structured way to identify options, make recommendations and make robust, defendable decisions.

	Skilled Influencer
	Demonstrates the ability to influence to gain the necessary commitment and support from diverse stakeholders in pursuit of organisation values.

	Personally Credible
	Builds and delivers professionalism through combining commercial and HR expertise to bring value to the organisation, stakeholders and peers.

	Collaborative
	Works effectively and inclusively with a range of people, both within and outside of the organisation.

	Driven to deliver
	Demonstrates determination, resourcefulness and purpose to deliver the best results for the organisation and its people.

	Courage to challenge
	Shows courage and confidence to speak up skilfully, challenging others even when confronted with resistance or unfamiliar circumstances.

	Role Model
	Consistently leads by example.  Acts with integrity, impartiality and independence, balancing individual, organisation and legal parameters.





All of the above behaviours are essential as they need to be demonstrated to achieve the outputs of the professional areas or (activities).  If the behaviours are not demonstrated the individual or organisation will not achieve in their professional growth and development.
The stronger the behaviour the more competence the individual or organisation becomes.
This ensures knowledge and skill base grows, which enhances the skill sets within an individuals and organisations.
There are draw backs in the behaviours as there can also be negative equivalents demonstrated called contra-indicators these have the opposite effect to development and growth and can impact employee engagement and morale.  The other draw back as with continuous improvement and development could result in attrition with employees moving on to more senior roles externally with new employers. Please see table 3











Table 3 - Contra-indicators: 
1 selected from each behaviour to demonstrate.
	Curious
	Fails to see relevance of wider organisation issues, sector trends or contextual developments to organisation or role.

	Decisive Thinker
	Avoids long-standing, difficult or sensitive issues.

	Skilled Influencer
	Does not prepare adequately for meeting or interactions.

	Personally Credible
	Does not possess required technical depth and breath.

	Collaborative
	Consistently works in isolation, pursuing own solution with involvement of appropriate stakeholders.

	Driven to deliver
	Unwilling to recognise, or deal with, capability or performance issues in self or others.

	Courage to challenge
	Avoids difficult conversations and confrontation.

	Role Model
	Does not lead by example or stand by own principles or espoused beliefs.
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1. Introduction 
This report captures the team and group dynamics and how political behaviours in an organisation can impact on the achievements of organisational objectives.  The report will identify how different dynamics can be changed by a number of different factors.  Also, how political behaviours can impact on the achievement of organisational objectives.





























2.The Concept of group and team dynamics

2.1Group and Team Dynamics
Group dynamics can be impacted by variety different things.  The diversity of people within the group, the different leadership styles, the structure of group/team, power and status and communication structure and processes can have different levels of impact on the success of a team. (Taylor & Woodhams, 2016)
All professionals must have the ability to work as part of a team or group environment.  This may mean working in a direct team function or with individuals and groups from other backgrounds or even external groups.
Group dynamics are key to how effective a group or team can be, in relation to teamwork, motivation and productivity.  It is important to be aware that poor teamworking is known to lead to serious losses to both organisational productivity as well as individual.
Huczynski and Buchanan (2010) tell us teams can take many forms in organisation, including
· Advice Team (review committees or quality control)
· Action Teams (negotiating teams)
· Project Teams (planning or research teams)
· Production Teams (assembly teams or manufacturing team)

2.2What is a team or group?
Teams can come in many different shapes and sizes from 2 or more people where interactions take place and the main aim is to have the same end goal.  Groups can interact face to face or by using technology to interact (Forstyth 2018).  It is possible as a professional to be part of more than one group or team at the same time as they may work with a number of stakeholders for different tasks.  For example: Currently part of the recruitment team, however also supporting a workstream team for the reward and recognition.  There are also many types of groups, professional or personal, the both groups discussed would be professional groups, however if spending time with groups of friends this would be a personal group.
Professionals must remember when working with a group it is important to understand that there will be different individuals with very different approaches, agendas and goals to achieve which will upset the balance of the group.  Groups and teams are only as effective as the leadership given to them.
A model published originally in 1965 by Bruce Tuckman outlined four stages to a performing team – below in diagram 1.





Diagram 1.  – Four stages to a performing team (Tuckman, 1965)
[image: Image result for four stages of a performing team]

3. The approach to manage conflict within a team
When working as part of a group/team to operate successfully it must be that working with others becomes normal, professionals need to have the ability to understand, with collaborative working and conflict resolution, teams and groups can work very effectively.
There will always be times where individuals have very different approaches, agendas and goals, during this time is when conflict can arise (Forsyth 2009).
Professionals must remember to successfully reach a resolution when facing conflict, it is important to ensure full understanding of the situation and the facts from both are gathered.  The problem needs to be highlighted.  The solution may involve both parties reaching a compromise in order to reach a satisfactory resolution.
To reach this compromise the theory of Edward de Bono and his six thinking hats.  The theory allows you to look from different people’s perspectives, can also avoid confusion by over thinking.  The hats are different colours and each look from a different perspective.  Mind tools (2018)















Diagram 2 - Edward de Bono - 6 Thinking Hats Theory (de Bono, 2010)


[image: Image result for edward de bono 6 hats of thinking]















4. What is political behaviour in an organisation?
Political behaviour in an organisation is when a process of influencing people to your own viewpoint when you are not able to rely on authority (Kakabadse, 1983).  Individuals or groups can try to promote their ideas, exert influence on a particular situation, this may be for their own personal gain.
It can also be legitimate as long as the ends are justified in the eyes of the organisation.
This behaviour can be helpful or very detrimental to the business/organisation, this is dependent on your own viewpoint, who is influencing on what subject point and why.
Example:  In our role as professionals this is done nearly every day, especially when handling disciplinary meetings or grievances. 
An Operations Manager could demonstrate political behaviours by influencing and making known his views on a disciplinary and the potential sanction level that he expects to be delivered.  


5.0 How political behaviour can impact on the achievement of organisational objectives
It can be destructive, however there are times it can help a business/organisation meet their objectives and targets.
Individuals and groups who act politically can actually get things done by influencing decision makers and making deals, on occasions they may also include withholding information, which is not legitimate, in recognition of knowledge is power.




















Approaches Adopted by Individuals and Groups
· Identify stakeholders
· Concentrate on their comfort zones
· Work on the comfort zones and align their image to that of people with power
· Use the network, identify the interest groups and people of influence
· Enter the network, identify the gatekeepers, adhere to the norms
· Make deals, agree to support other people where this is of mutual benefit
· Withhold information as appropriate and withdraw with good judgement or sense when the going gets rough.
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