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Activity 1
The CIPD Diploma in Applied Human Resource course comprises a range of different areas within the Human Resource industry to help individuals learn and understand an HR role and their responsibilities from a management level. It is an apprenticeship course which is funded through Coleg Sir Gar via the Welsh Government. This contract is bound between the individual's manager taking the study and Carola from Coleg Sir Gar who arranges the funding with the Welsh Government. When the course has been completed, the individual who conducted the study is entitled to use ‘AssocCIPD’ after their name. CIPD is recognised globally by employers and is part of the professional membership. 
The course contains 16 different study areas, including using a research approach, developing professional practise, the contemporary HR function, employment law, employment relations and many more. Each study area will be assessed by completing assignments ranging from portfolio work, primary research and written reports. 
Due to the course being conducted through University Wales Trinity Saint David learners have access to all resources supplied by them, including the physical library and the online library. This also applies to Coleg Sir Gar resources and then finally access to all CIPD resources through the learner's membership. This helps all the learners on the course have a variety of resources to help complete their study. 
I attended the course introduction, which was held at the UWTSD campus in Carmarthen. I have since completed a questionnaire to confirm my understanding of the course. 





Activity 2
The CIPD HR Profession Map is made up of 4 areas. This map aims to help the organisation and personal career progression and can be applied in day-to-day work. The CIPD HR Profession Map can help make better decisions and implement these with confidence, drive the organisation within their changes and help individuals perform at their peak (CIPD, Profession 2020). 
The first of the four areas is the purpose and values. The purpose is essential to help individuals and the organisation understand what is important and what the company is trying to achieve. The map's purpose area breaks down into three smaller professional values (CIPD, Purpose 2020). Principles-led, Evidence-based and Outcomes-driven. Suppose businesses and individuals apply all 3 of these professional values. It will help them through a challenging or uncertain future and help ensure all decisions have a long-term, positive impact. 
The second area is known as Core Knowledge. It comprises six core areas of knowledge that help drive change and positively impact the working environment (CIPD, Core Knowledge 2020). The six core areas are people practice, culture and behaviour, business acumen, analytics, creating value, digital working and change. The Core Knowledge area is designed to help individuals gain the knowledge and understanding that they need to be an expert in the people profession and applies to all individuals regardless of their profession. 
The third area is Specialist Knowledge; this shows and helps individuals organise their expertise to make a positive impact. Specialist Knowledge contains nine smaller subcategories: employee experience, employee relations, diversity and inclusion, learning and development, organisation development and design, people analytics, resourcing, reward and talent management. With all these considered, specialist knowledge is relevant for any individual within the people profession ( CIPD, Specialist Knowledge 2020).  
The final area is known as Core Behaviours. It is the most significant part of the CIPD HR Profession Map. The core behaviours were developed to help individuals understand the actions they need to comply with the CIPD three professional values: including principles-lead, evidence-based and outcomes-driven. This area is critical for individuals within an organisation. It helps them understand how to apply their knowledge and expertise to ensure that the most positive impact occurs. Core Behaviours are not only designed for professional individuals; they can be used in all professions. (CIPD, Core Behaviours 2020). To ensure that decisions are made with the most effective outcome, the Core Behaviours contains eight values to help create value for people, organisations, society and profession. 
The first value is Ethical practice. It is about building trust and ensuring ethical behaviour when making decisions and applying that decision to the organisation's principles and values to ensure consistency in the decision-making process (CIPD, Ethical-practice 2020). It is of extreme importance when deciding for the organisation what is the correct decision, factoring in all the ethical behaviours as the wrong decision can have a significant impact on people’s lives and even the organisation's reputation. Not only does this include poor choices, but can also include decisions that have been poorly implemented. When making a decision, be sure to factor in good principles and good values. 
The next value is Professional Courage and influence. It helps individuals gain personal and professional courage to speak up regardless of the opposition's resistance, ensuring it is the right thing to do. When professional courage and influence are teamed with communication skills and others' influence, it can be significantly essential in a range of situations such as making a case for change, challenging others' behaviours, and merely taking responsibility for mistakes. To ensure that professional courage, influence and communication is done effectively, professional relationships need to be built on understanding other individuals' views, concerns and needs. This will be the most effective way to communicate with others to achieve positive outcomes (CIPD, Professional Courage 2020).
Valuing people is the next element which is a critical aspect. People professionals must ensure that they value individuals and are always at the centre of the approach by providing support, compassion and fairness (CIPD, Valuing People 2020). Whilst working alongside managers and leaders, people professionals aim to create a team of trust, people development and support all individuals to be their best at work ensuring they give them a meaningful voice on matters that may affect their working lives. 
Working Inclusively is another element. How individuals work together is increasingly becoming more import due to its impact on how the outcomes in the changing world of work are delivered (CIPD, Working Inclusively 2020). Due to expansion from organisations across geographies and cultures, it is of extreme importance that people are included and allowed to work together. Following this guidance will result in positive outcomes for the organisation. 
Commercial Drive is the next element implemented to apply a business and customer-focused approach, showing the commitment to create value for organisations (CIPD, Commercial Drive 2020). The responsibility of this element is to make the most value for people and the business. It identifies any issues, opportunities, and risks that will harm the individuals and the organisation's performance and success. 
Passion for learning is a core element for professionalism and is critical for all people professionals. Individuals need workplace learning and development, but they also need to connect and contribute to the broader people profession, including external practices and improving their understanding (CIPD, Passion for learning 2020). Alongside this, individuals and businesses need to seek new ways to improve and innovate in the work environment. 
The next element is Insights focused, which means individuals need to adopt a disciplined procedure to understand and diagnose problems. From this, a range of evidence can be produced to help develop peoples insights and solutions (CIPD, Insights focused 2020). There are three main evidence-based practice steps: asking questions, acquiring evidence, critically assessing evidence, and understanding the whole issue and its broader implications. Following these steps will result in decisions being most effective. 
Situational decision-making is the final element to complete the Core Behaviours. This element is about how to make decisions effectively (CIPD, Situational decision making 2020). It considers the benefits and risks associated with making decisions and how they align to the professional principles and values. All decisions that are made will need to be flexible to ensure they can be adapted if a change of circumstance occurs. 
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Activity 3
As stated by Johns & Perkins, 2016, an HR manager must manage any project from long term to short term. They created the project management process which should try to be implemented by every organisation. The project management process contains five key stages: initiation, planning and design, execution, monitoring and controlling and completion. The project that I have undertaken within the Company BlueTree Home & Garden Ltd is the performance management development programme. It was a medium long term project and was focused on the top-level management level. 

Initiation
BlueTree Home & Garden Ltd has always been a small team of 3 to 4 members until May 2020. This was when I started with the company along with then two more employees in September 2020. Employee numbers have almost doubled in the past seven months, which is favourable for the business's growth. Still, with this being the case, HR and performance management were not in place, resulting in a negative effect on the employees and business progressing with a positive work environment for its staff and their staff's opportunity to grow and develop. Recruitment takes place in the house through the company with the director conducting all the recruitment process. I was taken on as an accounts admin, but due to the business still only being small, I could branch into the HR department, and from here, I will continue to pursue a career solely in the HR environment. With this being the case, the Manager and I sat down to discuss what was missing from the business's HR side. Everything was missing, but the main part the manager wanted in place was performance management as he feels this will help the employees grow inline with the business. The manager has also recently redefined the core values and business objectives which he’d like to be discussed within the performance management meetings ensuring the work the employee is undergoing and completing is in line with the company objectives. 

Planning and Design
We were unsure of where to start with this project due to nothing being implemented so far. My manager reached out to a company that he saw advertised called ‘Chwarae Teg’ they promote women in the workplace; they also can guide and offer assistance on all aspects of HR. I then started this course, and my manager is also completing an ILM programme. With all these resources available, the first part was to understand what our goal was. The Manager and I like to work backwards on projects, meaning we start with our goal and how we will achieve it. This is our preferred style of working and planning. 
Firstly, we set time aside and drew out a plan of what we want to achieve: performance management meetings with staff three monthly to ensure their on track and their work coincides with the organisations' objectives. We also liaised with our course manager at Chwarae Teg what our desired outcome was. Chwarae teg assigned me to attend a workshop to help with performance management (DOC.3.1.1). 
The Chwarae Teg Performance Management workshop was very informative and gave me information and knowledge to complete this project. It covered all aspects of performance management meetings and the best way to ensure staff are happy and comfortable with their workload, deal with any not-so-positive comments during the session, and finally complete the paperwork side. From this session, I sat down with my manager to update him on my feedback from the workshop and where we could go from here. I then took it on myself to do research on performance management tips and tricks and the best way for our company to conduct these types of performance management meetings. My manager informed me that he had a ‘Performance Review’ document created but would like to change the layout and come away from a performance review. This was thought of as a negative aspect rather than a positive part of the job role (DOC.3.1.2).
P.O.A Review – Performance, Objectives and Achievements was the new name that I came up with for our performance management process. This gives the term a lot less negative thought but still contains the performance part of the review. I created a simple blank document from here and arranged a trial run with my manager and myself to have a P.O.A review to see any additional improvements that would need to be made and changes that could happen (DOC.3.1.3). 
The trial P.O.A review was an excellent recommendation on my behalf. It helped my manager understand what he wanted to achieve from these performance management reviews and the best way to go about it and the content required in the paperwork. For the paperwork side, Amanda from Chwarae Teg was a great help with this. She liaised with me and gave me great examples of what to include on the forms when completing a performance management review (DOC.3.1.4). From all this research, guidance and help, I then created our final document for managers to complete when undertaking a P.O.A review with employees. The form includes what the individual's responsibilities are within their role, asks them questions on how they feel the previous three months have been and any issues that they may have come across and also if their manager can provide them additional help in any way, their last set P.O.A review goals and if they have been met and then their future goals for the next three months or more long term and if they would like to conduct any future training that the company can support them in any way.  This gives the employee a chance to discuss exactly how they feel their role is going and hopefully gives them the feeling that they are a positive asset to our team and can talk to the managers about any issues they have. I feel the P.O.A review paperwork praises the staff individually from their own goals they have met during their working time rather than a generic appraisal that larger companies do with their team yearly. 
Execution
Once my manager signed off the document, he has not put this into place and arranged a first P.O.A review with the two new starters from September to take place in January 2021 (DOC.3.1.5). My manager has asked me as the HR department to sit in on the P.O.A reviews to ensure they run smoothly and take the meetings' notes. 

Monitoring and Controlling 
The P.O.A review will be conducted for each staff member every three months during their employment with the company. The Manager and I feel this is best as it helps the managers ensure the employees are on track with their goals and ensure they are staying in line with the company's organisational objectives. We also feel this gives the employees the chance to discuss any issues or concerns they have within a shorter time frame than yearly, like larger organisations. My manager thrives on building an organisation where employees feel valued, and we both feel that performance management plays a large part in team happiness. 

Completion
The completion of the P.O.A review will be after the first actual review that will take place this month, January 2021. From here, the Manager and I will see the P.O.A study's success and eliminate any issues that we may come across while conducting these reviews. Unfortunately, this is going to be a constant ongoing project as the business grows and develops. In the future when the company expands beyond 20 employees, the P.O.A review will be a job role in itself to be conducted but myself and the manager hope that by doing this it will create a great team environment and employee happiness regardless the size of the business and each employee will feel valued within the organisation. 


Activity 4
For an organisation to be successful, a significant aspect of that success is to ensure positive team dynamics (Deakinco, 2017). Team dynamics is when two or more people are working together to reach a goal or purpose. The team can be put together for a long term project or just come together for a few hours (ateb). Team dynamics help the business reach its full potential whilst helping the employees' potential also to use their skills and experience and progress these further. Although Team dynamics are positive, there are no two teams that are the same. To help the team improve, you must first start with formulating a tailored strategy for them and identify and minimise any issues (ateb). Alongside team dynamics, you also have group dynamics, and this is where each team members' role and behaviour will impact each other and the group as a whole. Team dynamics are the psychological factors that influence the team's performance (Notredame, 2020). Group dynamics are still of importance because they impact areas such as creativity, productivity, and effectiveness. Group work is seen as an integral part of organisations as it can result in better work outcomes and improved customer satisfaction. When a team has a positive group of dynamics, the team can trust one another (ateb). Due to this positivity, the results are constructive and productive. Although this is not always the case, poor group dynamics will result in poor decision-making and disruptive.
[image: A pyramid representing the Lencioni model]A range of models has been created for organisations to apply them throughout their work team optimise performance. Firstly there is the Lencioni model, and this was created by P.Lencioni in his 2005 book and outlines five common problems that teams experience that will have an impact on their effectiveness. The first step is lack of trust; if team members do not trust one another, they are less likely to ask for help. Fear of conflict, this is a normal part of teamwork which can be productive if performed correctly as a team. Lack of commitment, if team members do not commit or follow through with their work, will affect the project's success. Avoidance of accountability and finally inattention to results; this is where team members focus on their personal goals rather than the project goals. This model is to be followed from the bottom up. Once you have trust as the crucial first step from this, you will manage conflict, achieve commitment, create accountability and focus on the end goal (Lencioni, P 2002).
Another model is the GRPI model created by Richard Beckhard in 1972. This model has been widely adopted throughout organisations as it outlines four areas that result in highly effective teamwork. [image: A circle in 4 pieces representing each of the GRIP elements: GOALS, ROLES, INTERPERSONAL RELATIONSHIPS, AND PROCESSES]Goals are where each member must fully understand and be committed to their primary goal for the team and the organisation. Roles, each team member must understand what part they play within the team and what is expected of them. Interpersonal, communication is key to building trust among the other team members and finally process how the decisions will be made (Beckhard, R 1972). 
All models that have been produced for organisations to understand the team and group dynamics contain similar if not the same areas and certainly have the same outcome.

When politics are implied effectively, it can help an organisation meet its strategic goals and objectives and live up to its values (HBR, 2017). Organisational politics is not only beneficial to the organisation but individuals within that organisation also. Organisational politics refer to a variety of activities that will help improve personal or organisational interests. Political behaviour is always likely to be present but not always explicit. Still, it is essential to understand that the cause of political activities is often due to scarce resources, including time pressure, individual personal motivations, and social and structural inequalities (ateb). The first step for the organisation and the individuals within it to feel comfortable with politics requires that they are equipped with a reliable map of the political landscape and fully understand the sources of political capital (ateb). Bauer & Erdogan (2018) outline “Organisational politics can be seen as informal, unofficial, an increase in power, and influence” (Iedunote, 2020). This can be seen as both advantageous and disadvantageous within the organisation. Organisational politics is natural, but unhealthy politics can lack employee commitment and performance and cause higher stress levels, anxiety, and depression (Iqbal, I 2018). When it comes down to the organisational objectives, political behaviour on achieving these can lead to healthy or unhealthy competition. There are many positive political behaviour results in an organisation. It can include, single-minded focus, mental toughness, positive mindset and overcome hardship. However, when there are positives, there are always negatives. The negatives for political behaviour within an organisation is wasted time, loss of productivity, increased stress and stunted business growth (ateb). If an organisation factors in both the positives and negatives of political behaviour within its team, it will give the organisation and the individuals the strength and confidence to grow. If a company can minimise the negative impacts that political behaviour will have, they would create an enjoyable work environment and focus on the organisational objectives ensuring these will be met and creating new goals for the business and its employees. 
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Activity 5
I have completed the self-assessment of the CIPD HR Professional Map. I completed the core area of Leading HR, along with the professional area of learning and development. The two behaviour assessments I completed were driven to deliver and role model. 
Leading in the HR area, CIPD believe I am ready for associate membership, although I do not currently work in an HR-related role due to just taking on the HR vacancy role within my job. I am working with Chwarae Teg to help implement all policies and procedures, so I believe this is where my experience for leading in HR has been developed and can continue to be developed. Some suggestions for development in this area from CIPD included spending time with my manager to understand how budgets are managed in the organisation and to initiate group discussions with my colleagues to know how we can work better together as a team and finally liaise with my manager to find out how my objectives fit with the team and the organisation's objectives. 
Learning and development area within the CIPD map is where I can develop my needs the most due to lack of experience and knowledge. CIPD has suggested that I undertake a SWOT analysis for the organisation I work in and share my findings with the manager and create a database for keeping records of training and development needs and finally researching traditional adult learning theories, including learning styles and workplace importance learning. 
The first behaviour I chose to do my assessment on was driven to deliver. CIPD has suggested that my development areas again include conducting a SWOT analysis this time on myself and how I approach work and measure my work's impact on the organisation. 
[image: ]The second behaviour I chose was the role model section. The development areas for this one suggested from CIPD include seeking feedback from my manager and colleagues on my judgment and learning more about my colleague's conduct. 




Development Plan
	NAME:
	Antonia Brown
	MEMBERSHIP NUMBER:       
	1708085

	COVERING THE PERIOD FROM:
	Dec 2020
	TO:
	Dec 2021


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?
	What will I do to achieve this?
	What resources or support will I need?
	What will my success criteria be?
	Target dates for review and completion

	How my objectives fit with the organisation's objectives
	I will sit down and discuss with my manager what the organisation's objectives are, then evaluate what my job role objectives are and contrast between the two to see where there are similarities or what can be adopted to ensure my objectives are in line with the organisation's objectives

	I will need access to the organisation's objectives, a meeting with my manager and the time to sit down and go through my objectives also
	My success criteria will be that my objectives will co-inside and benefit the organisation's objectives to ensure the maximum capacity of these objectives 
	March 2021

	Traditional adult learning theories and the importance of workplace learning
	I will research theories to help determine the learning theories available. I will also discuss as a team with my work colleagues their personal preference for workplace learning style and why they feel it is important to have learning within the workplace
	I will use the internet and arrange informal meetings with my colleagues
	My success criteria will be to know traditional adult learning theories to apply these to future training sessions or development within the organisation's team
	April 2021

	How my approach to work impacts on the rest of the team
	I will outline my job duties, the importance of them and discuss with my work colleagues how they feel I approach my tasks and if I am approachable as an individual or work colleague
	I will arrange meetings with my work colleagues to discuss this
	My success criteria will be to understand how my work impacts on the rest of the team and any changes that would be of benefit to maximise work performance throughout the team
	April 2021

	Understand and learn my colleague's workload 
	I will discuss with each work colleague to get an idea of their workload and the importance of the work they are undertaking
	I will arrange a meeting with my work colleagues to discuss this
	My success criteria will be to understand everyone’s importance within the organisation and the workload they have. I will also be able to ensure I can support them when we are during peak 
	May 2021


	
Evidence – Activity 3
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