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Activity 1
· Evaluate what it means to be an HR professional, making reference to the current CIPD Profession Map. 

Sheehan, C. et al defines a HR professional as an individual with specialized knowledge in the work place, this could come through experience and understanding of business (Sheehan, C. et al. (2014) ‘HR Professional Role Tensions: Perceptions and Responses of the Top Management Team’, Human Resource Management, 53(1), pp. 115–130. doi: 10.1002/hrm.21574). The CIPD recognizes that organisations need ‘‘professionals’’ to provide leadership and uphold ethical standards.’ Having professionals in the work places allows the business to grown and develop. It allows the professional to become a role model in the department, with taking on a new starter in the work place it is important to have a role module for best practise.
The CIPD map sets out how HR adds value to organisations and individuals, it sets out the standards and competence for people working in Human resources (CIPD). The two core professional areas are ‘Insights’ and ‘Strategy Solutions’ (CIPD), which should be at the heart of each individual working in HR. 
The Map also identifies how you need to develop yourself to move from one band to another. The two core professional areas ‘Insights’ and ‘Strategy Solutions’ apply to all who work in HR regardless of there position e.g. HR assistant or Director of HR.  There are 8 professional areas which are:
1. Service delivery and information
2. Employee relations
3. Employee engagement
4. Performance and reward
5. Learning and development
6. Resourcing and talent planning
7. Organisation development
8. Organisation design
Service delivery and information
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The outside of the map is surrounded by behaviours that identify how HR professionals need to deliver in order to make a contribution to the organisation. 
The map is split into four bands of competence range from one to four. The bands show the different levels in a career starting from the basic level, they also explain how you can develop yourself to move onto the next band.
Activity 4
Using the map, I measured where I thought I was with in the banding system, I also asked some colleagues where I currently work at as a team and we decided that I was at the beginning of my career, and came into band one. This band is mainly delivering fundamental data processing and administrative post (CIPD). I would like to further myself in my HR career this coming year. Using the CIPD maps professional area I would like to work more in employee relations, especially taking on more of an advisor role. I will work to develop behaviours such as:
. Becoming more Collaborative
. Courage to challenge
. Decisive thinker
I will do this by undertaking a HR development plan which focuses on the behaviours and bands I wish to develop myself in. Below is an example of my own personal development plan that I hope to achieve within the next year to further my career.

	What I Want to Achieve /Learn

	How I Will Achieve This 
	What Support I Need
	What Success Criteria Will Be 
	Target Dates

	Obtain my CIPD Level 5 
	Attend the tutor sessions.
	· . Due to being dyslexic I need to find someone to read over course assignments.
. Course materials and core text books.
. Look at how to develop academic writing skills.


	. Passing Course Assignments
	June 2019

	. Improve confidence  within work place
	. Look at the area currently working in. Do further research into best practice.

. Look at telephone manner and how to confidently interact within the workforce, and have confidence when advising on policies.

. Learn how to effectively handle aggressive/ upset phone calls.
	. Speak with my manager to see how I can better improve my work.


. Shadow other advisers when taking phone calls, and familiarize myself with policies.



. Use skills learnt in counseling to try and become more resilient.
	. PDR with manager to ensure targets are being met.


. Self esteem increasing: look at how I  personally feel I’m  handling these types of course.



.CIPD map:  take CIPD map evaluation again to see if I have improved.

	January 2019

	. Attend CIPD Event network with other HR professionals to see how other organizations work.
	.  Look on CIPD website for events in my area.
	. CIPD website to book events.
. Attend with work colleagues to see how they network as I have never been to a networking event before.

	. Building a better HR network
	. June 2019

	. Have better in-depth knowledge of the HR system I’m using to full potential.


	. Spend time with IT familiarising myself with the systems.

. Make notes of the things that the HR system can do.

. Learn how to extract data and run a report.

	. IT colleagues to support this.

. Manager to allow me to go to do IT training.
	. Will be able to conduct in-depth searches of data.

. Wont be relying on colleges as much when queries arise from the HR system.


	January 2019

	. Move into a more generalist HR adviser role.
	. Take on more responsibilities in work.

. Look into career pathways in work to find out where I can develop my career.

. Potentially apply to new companies.


	. Ask management what other responsibilities I can take on.

. Speak with Mangers about HR opportunities.


. Use Indeed to look at other jobs. Match my CV against criteria.
	. New Job Role.
	.June 2019




























Activity 2
Group dynamics is behaviours and psychological processes occurring within a social group. Tuchman’s model explains that as the team developmental ability. Tuchman’s states that the relationships within the team first establish a leader and leadership style. It starts with a directing style, group participation and ends with the leader delegating. The steps are "forming, storming, norming, and performing.” (Sheehan et al., 2013)


[image: uckman forming storming performing norming]
(Diagram of tuchmans steps. Businessballs.com, 2018)

Stage 1: Forming
This step has high dependence on leader for guidance. There is is hardly any agreement on team aims other than received from leader.


[bookmark: toc-5]Stage 2: Storming
This stage is where team members try to establish in relation to other team members and the leader, discussion and planning don’t come naturally to the group. 
[bookmark: toc-6]Stage 3: Norming
Roles and responsibilities are clear within the group. Big decisions are made by group agreement. 
[bookmark: toc-7]Stage 4: Performing
There is more of a focus within the group. The team is more aware of the goals they need to achieve; the team clearly knows the pathway in which they are following to achieve successes and each know why they are doing this job. There is a shared team vision, the group rely less on the leader. 

Group Conflict 
With any new group there will be conflict, one way to resolve a problem is to collaborate which is also known as a win/win situation. This is an attempt to work as a group to find a solution to the problem at hand. The solution has to make all parties involved happy. The approach sees conflict resolution as an opportunity to benefit the group. (Weeks, 1994)
This can be done by active listening; this is a communication technique used to help resolve conflict within a group. This requires the person (listener) to feed back what they hear to the speaker, this can be done by paraphrasing what the person has said.
Weger, Castle and Emmett, (2010) States you have to pay attention to the other person when they are talking. It is important to ensure that you are listening to the points the person is making instead of preparing a response. It is important to ask questions to learn facts and details about the situation. It is also important to look at body language to see if what the speaker is discussing is upsetting for the individual.
From this active listening exercise, you can get the perspective off different group members and use their opinions to try and resolve any issues. This can provide a long term fix to any issues that may arise with in the group.

Another form of conflict management is known as accommodating. This is more about focusing on the concerns of other people first instead of worrying about your own. This will help with important interests and ideas within the group. It also allows the group to see the perspective of other members of staff.

Activity 3
With reference to a recent or current project (large or small) which you have led (or been part of a project team):

After doing some research with work force development, we noticed that their had been an increasing number of staff going off sick from mental health illness.
Workforce and the occupational health department decided to collaboratively create an event to direct the staff to all the services that the health board had to offer. We looked at sickness absences and the amount of referrals before the event, so we could measure how the event increased the referrals being made to in house services. We made a list of the services we needed to include for the event to be a successful, and they included:
· Workforce
·  Occupational Health
· Psychology
· Catering
· Finance 
The day was about trying to encourage staff to start looking after themselves in respect of their mental health. We decided that what would be most effective would be to have fun information stands (see evidence one) across all three major hospitals sites and back it up with communications. 
There was a small turn around time with this event, as it was only put forward as an idea in January and the event was to take place in February, which only allowed one month of planning. This caused an issue with getting all of the teams in one room for planning, therefore I came up with the idea to have one main person from each department as a representative and then they could feed back to the teams. 
Due to Hywell dda health boards geographical location, this caused a problem with getting materials and staffing to manage the stands. This was highlighted in a team meeting with each of the departments that were involved. The four main hospitals are Prince Phillip Hospital, Glangwill Hospital, Withybush General Hospital and Bronglais Hospital.  Workforce and development suggest that we should just focus the stands in the hospital which had the highest sickness levels which was Withybush General Hospital, the other three hospitals would then have just communication updates via social media. Being project lead I didn’t like this idea as much as I didn’t feel just using social media alone would reach many people, resulting in the other three hospitals having a low referral rate and thus the event would be deemed as unsuccessful. There was also issues with clearing people’s diaries in order to “man the stand.” After speaking with the heads of psychology we decided to brain storm to see what the best course of action would be for the short amount of time that we had. This would allow us to address budget, time scale and geographical location. We also thought this would be the best way to get all departments included so that an equal spread of ideas were able to be put forward. We broke the brain storm down into five categories that we thought would be the most important, and asked each representative to take the brain storm to their own department to come up with ideas. This would allow people who could make the meeting to still have an input if they wanted to. I then had a planning meeting where each department would look over each others work to see if they would like to add anything in before we started to plan the event (See evidence two).  From this we were able to address any issues that arose and how best to address them. The biggest issues we faced was getting the materials to each sites as Hywll Dda has a large geographical spread and it would be difficult to get all of the information out in time.
One of the ideas that came from the brain storm was to see if we could get volunteers in to help us with the day. I got in touch with the MIND charity, who specialise in mental health awareness to see if their local branches would get involved in which they did. I then with the representatives from each branch, got a planning meeting set in place for the end of January. All of the materials and decorations for the stands would be ready to prepare the volunteers at this meeting. I gave the volunteers a brief overview of what the event was about and who it was for, highlighting the importance of the day. At the meeting the volunteers were given all the information for the stands and an example of how we wanted the stands to be set up. They could then take all of this to the hospitals on the day allowing us to have ‘love yourself’ stands in each of the hospitals. 
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How it all fits together

The standards set out in the CIPD
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collaboration with HR and L&D
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professionals and organisations are
doing, what they know and
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