Developing Professional Practice

Name: Vanessa Marin

CIPD Membership Number: 48708865

Date: 16th November 2017


Word count (max: 2600 words)- 2633 words 







I declare that this assignment is my own work and that any information obtained from books and other sources have been appropriately referenced.
15th November 2017
Vanessa Marin

[bookmark: _GoBack]Signed.........................................................	Date...............................................
Activity 1

The role of an HR professional used to be required, historically, as long as an organisation employed people, and was largely an administrative role. However, nowadays, the focus of an HR professional is more towards ensuring organisations are getting the most out of their staff and seeing these employees as contributing factors to the organisation’s success (Johns & Perkins, 2016).
‘Business savy’ is an attribute which the CIPD recognises as being one of the most important attributes to have for an HR professional. This attribute assists in enhancing an HR professional’s credibility amongst managers within an organisation and contributes to the ability to influence situations effectively (Johns & Perkins, 2016). 
The CIPD (2017b) confirms that it is critical for HR professionals to develop their expertise in human and organisational behaviours in order to meet their full potential. Research suggests that HR professionals play an important role in creating work that benefits all within an organisation. Furthermore, to be an HR professional, developing professional practice is paramount (Johns & Perkins, 2016).
The CIPD Professional Map is a powerful tool which can be used to guide HR professionals learning and development. The map details competencies in which an HR profession may diagnose areas of development need, and defines HR capabilities at a number of different levels. The map includes ten professional areas and eight behaviours in four bands of professional competence as indicated in Figure 1.  
[image: ]Figure 1: The CIPD Professional Map (CIPD, 2015)

The map shows two professional areas, Insight, Strategy and Solutions and Leading HR, which are at the core of the profession and will apply to all HR professional, regardless of their role or stage in their career.  


Figure 2 : Core Professional Areas and Definition (CIPD, 2015)
[image: ]
Together with these two core professional areas, the map shows eight additional professional areas. The significance of these areas will depend on the role of the HR professional within an organisation. I chose to concentrate on Employee Engagement and Resourcing and Talent Planning as, in my new role as HR Officer at HMT Sancta Maria Hospital, I have already identified that these are the two primary areas which need to be addressed. I therefore completed an online assessment on these two professional areas shown in figure 3.
[image: ]Figure 3: Screenshot taken from my CPD map indicating the 2 Professional Areas


I also chose to assess myself against 3 behaviours – Decisive Thinker, Skilled Influencer and Personally Credible, as shown in figure 4. I have identified these behaviours as they present the most room for growth and improvement, which will benefit me and my employer the most. The CPD map highlights the areas in which you are exceeding but also offers advice on how to future develop. 
[image: ]Figure 4: CPD map and summary of advice for the behaviour - Personally Credible - following an assessment 

As previously explained, the CIPD Professional Map displays four bands of professional competence which define the contribution that professionals make at each stage of their HR career (CIPD, 2015). I assessed myself against the four bands of professional competence and found that I am a Band 2. In my new role as HR Officer at Sancta Maria Hospital I am able to evaluate HR issues and provide effective solutions to Line Managers and Senior Management. In order to move to the next band I have established that I need to develop some of areas where my time is spent.  These include “Communicating with and influencing a wider circle of internal and external stakeholders” and “Creating synergies with other functions and overcoming parochial differences” (CIPD, 2015). The CIPD Professional Map proves a very useful tool for HR professionals to development their skills, as it defines activities in ten different areas. For each professional area, the banding shows what HR professionals are expected to be able to achieve at each of the four stages.

[image: ]Figure 5: Activities for Employee Engagement – shown from Band 1 to 4 

Activity 2
2.1 Group Dynamics

Group Dynamics is defined as the interactions that influence behaviours of people when they are grouped with others. HR professionals need to understand the importance of various dynamics of group situations in order to avoid and deal with conflict within their organisation. HR professionals need to also understand the presence of different people with different ideas and how their individual needs may impact group environments. 
Bruce Tuckman suggested that groups go through 4 stages of development, which he phrased as ‘forming, storming, norming, and performing’ (Huczynski & Buchanan, 2010). Mary Jensen added a fifth stage, ‘adjourning’ in 1977 (McGrath & Bates, 2013). 
Tuckman’s development model can help to explain some of the problems encountered in group working and proves useful for many HR professionals who have been involved in group management (Huczynski & Buchanan, 2010). However, the model fails to provide advice on the time frame required for each of the stages or guidance as to when a group should proceed to the next stage (Toolshero, 2014).

[image: Image result for tuckman's stages of group development]Figure 6 : Tuckman’s 1965 Stages of group development model (Tutorialspoints, 2017)


Group dynamics can be affected by a number of different factor (Johns & Perkins, 2016):
· The nature of the individuals in the group
· Leadership
· The structure of the group or team
· Power and status issues
· Communication structures or processes 
All of the above factors can cause conflict to arise should individuals within a group have opposite  agendas. For an HR professional to effectively resolve conflict, they need to be clear on both parties requirements and to negotiate a solution, which may involve compromises from both parties in order to come to an acceptable conclusion (Johns & Perkins, 2016). 

2.2 Conflict Resolution Methods

Conflict is inevitable when groups work together and affects organisations in many different ways. Nonetheless, conflict can be constructive providing it is managed and dealt with correctly (MindTools, 2017d). There are many methods or techniques which can be used in order for conflict to be resolved.
Active Listening is an effective technique to help resolve conflict. Active Listening is defined as paying attention to not only what is being said, but also understanding the complete message. (MindTools, 2017b). I have used this technique recently within my new role when an employee came to ask for advice regarding a conflict with their manager. Her Line Manager had requested information from her, which she was not happy about and she did not want to provide the information. I invited her to sit down in my office, closed the door to ensure confidentiality, and moved to face her.  All of which allowed the employee to know she had my full attention. During this discussion, I listened to the problem at hand and I asked specific questions to ensure that I understood the problem in order to offer advice. I also asked what outcome she wished for before offering advice, to identify whether a resolution was needed or whether the employee needed just to vent.  This is an example of successful active listening to resolve conflict.
I also used the method of Persuasion in this discussion. Persuasion is defined as ‘the action or process of persuading someone, or of being persuaded, to do or believe something’ (Oxford English Dictionary, 2017).  The employee wanted to speak to the Hospital Director regarding the conflict with her manager. I persuaded her that this was unnecessary as her Line Manager’s request was reasonable, and explained the reason behind the request. The employee was satisfied with this outcome and grateful to realise that, in fact, there was not an issue as she had originally perceived. 
Activity 3
3.1 Project Management

Project Management and Time Management need to be used simultaneously by HR professionals for success. Johns & Perkins (2016) suggests that a project can be split into five basic steps which must be completed. These include ‘Initiation, Planning and Design, Execution, Monitoring and Controlling and Completion. 
I was recently responsible for leading a large project which was the Introduction of Breathe HR, a cloud based HR system to be used by all staff to record annual leave, sickness etc. Sancta Maria Hospital had no HR system in place previously, relying on departments to keep paper records so this was a complex project to manage and implement. At the outset, I set myself a project plan which used the five basic steps. 
Table 1 – Evidence of using Project Management techniques in the course of a project
	Initiation
	· Investigated the need for a HR system

	Planning and Design
	· Identified Breathe HR as most suitable system
· Gantt chart produced to ensure all involved in the project were aware of task deadlines (E-Portfolio – Appendix A)
· Required information discussed along with how to input onto the new system
· A ‘go live’ date discussed

	Execution
	· Gathered all employee details
· Insured all information was accurate
· Data uploaded to the new system
· Testing 
· Instruction manuals created (E-Portfolio - Appendix B) and Line Managers trained

	Monitoring and Controlling
	· Audit undertaken on sickness and annual leave (E-Portfolio - Appendix C)
· Addressed issues found with Line Managers and undertook further training where necessary

	Completion 
	· HR system in use by all staff
· Lessons learned showed more training required before ‘go live’ date and a longer testing period would have been beneficial. 


 
3.2 Problem Solving Techniques

During this project I used many problem solving techniques, which included Influencing and Negotiating. I found myself in a situation, at the ‘training Line Managers’ stage, where the Line Managers were resistant to the new system and unwilling to cooperate. Yemm (2008) states you need to have bargaining skills in order to successfully influence, which I did in this case by recognising their individual reasons for resistance and compromising where necessary. For example, the Catering Manager was resistant to the new system due to lack of computer skills so I negotiated with her and influenced her to attend additional extended training which I organised for her. This resulted in a win-win situation where both myself and the Line Managers were satisfied with the outcome. 
Activity 4
3.1 Personal Development

As discussed in Activity 1, I have identified Employee Engagement as an area in which I need to develop my skills. Having undertaken an assessment on this professional area on my CPD map, it has confirmed that my skills are ‘emerging’. It makes recommendations as to how I can develop this area and, in order to be able to progress the next level, I will need to “help the organisation research and identify the key drivers for employee engagement and support the implementation of engagement plans at a local level. I will need to work with managers and staff to improve engagement by enabling employees to increase their contribution to the organisation.” (CIPD, 2017a)
My CPD map has highlighted the areas which I will need to development and, furthermore, provided me with the following suggestions of methods by which I will be able to achieve my goal of progressing to the next level in my profession. The table below (Table 2) highlights development action suggestions in reference to employee engagement and my subsequent plans to achieve these suggestions.
Table 2 – My CPD assessment results – Employee Engagement (CIPD, 2017a)
	Development Action
	Development Plan

	
Ask colleagues how you can support with the design and delivery of employee surveys for your organisation. Learn from observing how they design different, specific pieces of research.

	Not achievable as I am the only HR person within Sancta Maria Hospital therefore would need to design and deliver myself 

	Support the roll out of employee research (such as an employee survey followed up with focus groups) for your organisation to measure the level of engagement in the organisation and key reasons behind this.

	Design and implement an Employee Survey to measure current levels of engagement 

	Choose a specific area of interest within the survey data to analyse. Compare results across time, between employee segments/locations/functions and with benchmark data to identify key trends.

	Analyse employee engagement results by department to assess whether there are differences across the hospital. After 6 months, arrange a second survey to assess the success/failure of any changes implemented 

	Develop reports that demonstrate the connection between employee engagement performance data (retention, absenteeism, productivity, and so on) with organisational performance as measured by sales, customer service, etc.

	Set up reports analysing any connections between employee engagement results and retention and absenteeism by department. 

	Research the key drivers of employee engagement by reading about Macleod & Clark’s four engagement enablers and by referring to case studies and research on the CIPD and ‘Engage for Success’ websites.

	Read list and undertake further reading on the area

	Investigate how organisations research and measure employee engagement (usually via employee surveys, focus groups and benchmarking data). Read about best practice in this area and share your learning with colleagues.

	Research best practice and present in report format to Senior Management Team



In addition to the above, I undertook the Honey and Mumford Learning Style Questionnaire (E-Portfolio - Appendix D) in order to establish my preferred learning style. Honey & Mumford (1986) identified four learning styles which include; Activist, Theorist, Pragmatist and Reflector. They recommended that, in order to maximise personal development, you need to understand your learning style and seek out opportunities to learn using your own learning style. The table below (Table 3) details the different learning styles and recommended activities for each.
Table 3 – Different Learning Styles and Recommended Activities (University of Leicester, 2017)
	Learning Styles
	Recommended Activities

	Activist
	· Group discussion
· Brainstorming
· Role-play

	Theorist
	· Applying theories
· Background Information
· Models

	Pragmatist
	· Discussion
· Case studies
· Time to think about how to apply learning in reality

	Reflector
	· Feedback from others
· Mentoring
· Observing activities



The results of the questionnaire identified that my learning style was a ‘Reflector’. This learning style identifies these learners as ‘ thoughtful people who like to consider all possible angles and implications before making a move’. (Honey & Mumford, 1986) With this in mind, I will be including mentoring, reading and attending seminars/conference/events as part of my PDP as I feel these options for self-development suit my learning style and are achievable in my current employment.  
My Personal Development Plan details areas which I would like to focus on in the short-medium term future in order to transition from Band 2 to Band 3 as discussed in Activity 1. 
3.2 Reflective Summary 

Research suggests that it is of benefit to HR professionals to reflect on experiences as this can help deal with them better in future (MindTools, 2017c). Gibbs (1988) published his reflective cycle which consists of six stages and can be used to help individuals think about how they deal with situations, in order to understand how they went well and where there is room for improvement. 
[image: ]Figure 7 : Gibbs’ Reflective Cycle (1988)


Reflecting on your learning encourages you to link your professional development with practical outcomes and highlights how useful certain activities are. As an HR professional, there is a requirement to be a reflective learner and constantly think about how you can use new skills and knowledge in future activities (Woodhams, Perkins & Wilkinson, 2016).
With this in mind, as time progresses, I will be reflecting on my performance against the objectives set in my PDP. I will continue to set myself new learning points for the future,  alongside the review and revision of the current learning points, to ensure that I reach the full potential of an HR Professional.  
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are applicable to all HR professionals, regardless of role, location or stage of career, whether inside organisations

or working with them.

They underpin the direction of the profession as an applied business discipline with a people and organisation

specialism, and describe how great HR professionals work for HR's purpose — sustainable organisation

performance — to be made real by using insights to create HR strategies and deliver solutions that stick, taking

people with them and staying agile and innovative.

Fundamental to the CIPD view of great HR is that without this core or professional foundation, HR will always
speak at the ‘technician’ level. The Profession Map sets HR as a business discipline first and foremost.

Core professional area

Defii

on

‘CORE: Insights, strategy and
solutions

Develop understanding of the organisation and its context and use these insights to tailor strategy
and solutions to meet organisational needs now and in the future.

CORE: Leading HR

Act as a role model leader, maxi ing the contribution that HR, or your specialist function,
makes throughout the organisation both through own efforts and through supporting,
developing and measuring others across the organisation.





