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Activity 1 
1.1 What is a HR Professional? 
According to (Anon, 2011) they believe that the role of the human resources professional is forever changing and becoming more involved. 
However, Taylor and Woodhams (2016) quote that “a professional makes proficient use of expert or specialist knowledge, exercise autonomous thoughts and judgement and makes a voluntary commitment to set principles”.
1.2 CPD Profession Map 
Meggison and Whittaker (2007) describe that Continuing Professional Development (CPD) is a process by which individuals take control of their own learning and development. The CPD allows the individual to engage and reflect on their own actions and can empower them to achieve their aspirations.  
CIPD (CIPD, 2015) Introduced their Profession Map which is set out below in Figure 1. The Profession Map indicates the ten professional areas, eight behaviours and four bands of competency which makes up the CIPD’s Profession Map. 
The CIPD Profession Map 

[image: ]
Figure 1: The CIPD Profession Map (CIPD 2015).

The above map has two core professional areas which are; Leading HR and Insights, strategy and solutions and eight behaviours surrounding. The profession map allows individuals to assess their current band level and allows them to set their own CPD plan. In this plan the individual can set themselves tasks and set development opportunities. 

1.3 Professional Areas and Competencies 
As part of this assignment I completed the ‘My CPD Map’ on the CIPD website (2017).  I chose to assess myself as ‘preparing to work towards a different level’. The reason I chose that is because at this moment in time I am not currently working in a HR department but I would like to focus my development on to be working within my organisations HR department. 

[image: ] 
 
Figure 2: Screenshot taken from the CIPD Profession Map. (CIPD 2017)
Once I had carried out the self-assessment on the CIPD website it has highlighted the two core areas which are; Leading HR and Insights, strategy and solutions.  As I am on the emerging side of the scale I have looked into the developments that the map has set. 

[image: ]
Figure 3: Screenshot of development actions set by the CIPD Profession Map (CIPD 2017) Insights, strategy and solutions.

The CIPD Profession Map highlights areas where there are gaps in my knowledge.  This map gives me a clear understanding where I need to develop for me to progress in my job role.  The advice shown from the CIPD Profession Map will help my progression to become a HR Professional. 

	Profession Areas & Behaviour
	Competent Areas
	Knowledge Gaps

	Insights, strategy & solutions
	· Developing an understanding of the organisation using information and own experience
	· Supporting the administration and delivery of HR programmes and projects
· Supporting the evaluation of HR programmes and projects

	Leading HR
	· Ensuring own objectives are in line with the team’s and function’s objectives
· The principles of effective team working
· Adjusting own approach in view of others’ preferred working styles
· Different working styles and preferences
	· Providing advice using sound knowledge of HR policy and practice
· Co-ordinating own activity with others in the wider HR team
· Sharing ideas and best practice with others in the wider HR team



Table1: Abbreviated from CIPD Professionalism Map (CIPD, 2017) 
Activity 2 
2.1 Group Dynamics 
Group dynamics is the study, analysis and understanding of the behaviours and psychology surrounding group interactions. 
HR professionals need to be aware that the dynamics of group environment can be impacted by an number of reasons such as the nature of the individuals in the group, the structure, leadership and communication processes (Taylor and Woodhams, 2016). 
In 1965 Dr Bruce Tuckman published his, Forming, Storming, Norming and Performing and in 1970 he added his fifth stage, Adjourning.  In Tuckman’s model it explains that a team dynamic evolves with time. It will develop maturity and ability, relationships will establish, and the leader will change their leadership style. (Business Balls, 2016). 
	Stages of Tuckman’s Model
	Typical behaviour at each stage of Tuckman’s Model

	Forming
	· Highly dependant on a leader for guidance and direction 
· Individual roles & responsibilities unclear
· Aims & Objectives are unclear

	Storming
	· Decisions don’t come easily
· Personalities develop
· Conflicts may occur
· Direction from the leader will be needed 

	Norming
	· Roles and responsibilities are now clear
· They are now working as a team
· Relationships are formed within the team
· Team can now make decisions and make developments 

	Performing
	· The team understand what their aims are. They are confident and focused on their goals
· Disagreements are now resolved within the team
· Little assistance is needed – the leader will now oversee the project

	Adjourning (Added in 1975) 
	· The project task will now be completed 
· The team break-up
· The team will now move on to other tasks/projects



Table 2: Is a summary of typical behaviours found at each stage of Tuckman’s forming storming performing model. (Business Balls, 2017) 
Tuckman’s model is used by many HR professionals who have lead projects and a group of people.  The theory summaries that at the beginning people don’t always join and work well as a new group and this can cause group conflict and HR managers will have to participate in Conflict Resolutions. 


2.2 Conflict Resolutions
As a HR professional there is a key role in project management and that is the ability to manage any conflicts which may occur.  Conflicts can happen within a workplace as people have different approaches, different goals and different personalities. 
(Fisher et al, 1981) developed the IBR approach (The Interest-Based Relational Approach).  They argue that to resolve conflicts you should separate people and their emotions from the problem.  They also focus on building mutual respect and encourages people to resole conflict in a united, cooperative way.  Below are the six steps of the IBR approach. 
	Make sure that good relationships are a priority
	· Treat other people with respect
· - Be courteous
· - Discuss matters constructively

	Separate people from problems
	· Recognise that the other person is not “being difficult”
· Discuss issues without damaging relationships

	Listen carefully to different interests 
	· Actively listen and adapt to their position 

	Listen first, talk second
	· Listen to the other person

	Set out the “facts”
	· Decide on the observable facts that might impact the decision, together 

	Explore options together 
	· Be open to other people’s ideas



Table 3 is a summary of the IBR approach when conflict occurs and how to overcome it. 

2.3 Active Listening 
Active listening is a communication technique. Listening is one of the most important techniques to have, as it influences your job and relationship with others. 
Actively listening will improve your productivity, as well as your ability to influence, negotiate and persuade. By actively listening you’ll avoid conflict and misunderstandings, and this can form a large part of conflict resolution. These skills are necessary for working with a HR environment (Mindtools, 2017). By actively listening it refers to being mindful of the speaker, looking directly at them, listening carefully and allowing the person to finish talking. 
2.4 Influencing 
Taylor and Woodhams (2016) cite Yemm (2008) who argues that for HR professionals to successfully influence others they must spend time thinking about the broad message and how they wish to convey it.  In order for a HR professional to influence others they must have the ability to build a rapport with different sections of the organisations and have the knowledge and expertise to answer any “difficult” questions (Taylor and Woodhams, 2016). 



2.5 HR Context – Active Listening and Influencing 
Recently I have been able to use both Active Listening and Influencing in the workplace.  I had received a complaint from an employee (1) regarding bullying from another employee (2).  I immediately investigated this complaint with the HR department.  
A meeting was then held for both employees. Active listening was adhered to as I listened to each person, I adapted myself to the both situations which means I then got to understand the key issues. I made it clear to the both employees how seriously we are taking the complaint against bullying. 
[bookmark: _GoBack]After both meetings had concluded, reviewing my notes and actively listening I was able to understand that employee (1) angry and upset from taking instructions from someone who was at the same level as them and working on the same team with the same experience. 
To resolve this I had to explain to employee (1) that employee (2) is developing themselves on team and coaching/mentoring others for development.  Both employees agreed to discuss the matter and arrangements were made to stop employee (1) feeling the way they did and to employee (2) made an action to make sure that their development will not have an effect on anybody else. 
This matter was resolved but I am continuing to monitor the situation to ensure that everything has been resolved, that there is no conflict and for the matter not to arise in the future.  

Activity 3
3.1 Project Management 
Project management skills are at the forefront for successful HR professionals.  HR project’s success are heavily reliant on project management. The skills included range from; policy and procedure changes to task and duties setting. 
Taylor and Woodhams (2016) suggest that a project can be split into 5 basic steps. The table below highlights the 5 stages of project management. 
	
	Five Stages of Project Management 
	Description of Each Stage

	1
	Project Initiation
	· Where the project is determined, and a broad idea is developed

	2
	Project Planning & Design
	· Planning and designing the changes/new project

	3
	Project Execution
	· Putting the plan into action
· Collecting data 
· Drawing conclusions from data

	4
	Project Monitoring & Controlling
	· This stage occurs in the project execution phase 
· Project manager will monitor the project, identify issues and correcting them 

	5
	Project Completion 
	· The project is evaluated
· Files are archived



Table 4: Is a summary of descriptions of each stage of Project Management (Taylor and Woodhams, 2016). 
HR professionals are faced with new challenges. This means that they need to change with the business and it’s environment. The techniques that are being used in project management now apply to HR professionals in their HR focused projects. 
There are a number of tools HR professionals use to manage projects successfully but what is evident is that for a project to be successfully there needs to be a strategy in place by management along with guidance to ensure that projects are completed efficiently and to a high standard.
In my current position at the DVLA I am currently working on a project called CTI which stands for Computer Telephony Integration.  This new project allows the telephone and computer to integrate which will make the calls more efficient. The project team followed the five stages of project management by Taylor and Woodhams (2016).  The first stage was evaluating the size of the project and the resources needed.  Milestones were put in place for the integration.  An example of a milestone put in place was for the integration to be rolled out to the vehicles side of the business by the end of October 2017.  At first, members of the organisation found it difficult to integrate between the two systems, this was then evaluated by team leaders and management in how to overcome this problem. 
Individuals were given tasks to complete to help to reduce the timescale of the Computer Telephony Integration project such as inputting specific details which are key for the syncing of systems. As each milestone was reached new milestones were set to make sure that the organisation kept focused on the project in hand. Currently the organisation has a system which has been rolled out to the vehicles side of the organisation and they are evaluating on how to improve the processes/ difficulty and size of completing Computer Telephony Integration on the driver’s Side of the organisation.
3.2 Problem Solving Techniques
Whilst there are several problem-solving techniques, we implemented ‘Six Thinking Hats’ which was created by Edward De Bono in 1985. 
It is suggested that the best decisions come from changing the way that you think about problems, and examining them from different view points (Mindtools, 2017). 
We, the project management team came together for a meeting where brainstorming techniques were used to see what was the most efficient and best solution. We used the ‘Six Thinking Hats’ technique which helped us look at problems from a different perspective, but one at a time. It allowed everyone in the team to explore the situation from each perspective at the same time and it forced us to move outside of our habitual thinking style. This technique allowed us to identify and analyse the problems that we the advisors were having with the CTI system.
Training and support was provided by competent employees to overcome the problems, this was deemed the best option as it kept the time scale down and meant that the training didn’t have to outsourced, which also saved us money. The result was that as more employees became competent in providing support the problem was reduced dramatically in time.




Activity 4
4.1 Honey and Mumford 
[image: ][image: ]In order to complete my Continued Professional Development plan, I undertook the Honey and Mumford questionnaire.  The Honey and Mumford questionnaire gave me idea of my preferred learning style.  Learning styles were developed by Peter Honey and Alan Mumford, based upon the work of Kolb, and they identified four distinct learning styles or preferences: Activist, Theorist; Pragmatist and Reflector. (University of Leicester, 2017) 

Figure 4: Results from Honey & Mumford questionnaire (2017)
The results of my questionnaire was that my learning style was a ‘reflector’.  This means I learn by observing and thinking about what happened. It means I may avoid leaping in and I prefer to watch from the side lines. It also means that I like to stand back and view experiences from a number of different perspectives, collecting data and taking time to work on an appropriate conclusion. 

	Learning Method
	Advantages
	Disadvantages

	Coaching
	· One-to-one 
· Ability to learn from others and ask questions
· Share knowledge

	· Reliant on a coach to be available 
· Restricted amount of time for coaching

	Reading
	· Expand my knowledge in a certain area
· I can create learning logs and track my progress 
	· No one to ask questions to 
· I have to be self-motivated to read and create learning logs 

	E-Learning
	· Flexible, I will be able to learn in my own time 
	· Self-motivation 
· No one to ask questions to.



Table 5: shows advantages and disadvantages of learning methods for a reflector. 
The learning method table above shows the best methods in order for me to expand my knowledge in certain areas. It shows the disadvantages and advantages of each method. 
The results from the Honey and Mumford questionnaire will now help me create my Personal Development Plan. 
4.2 Reflective practices 
(Schon 1983) expresses the view that many professionals seem to stop learning as soon as they leave graduate school, but those who become life time learners practice what he called “reflection in action”. 
Reflective Learning is a key factor in HR Professionals being successful as it takes previous experiences and evaluates why and how they were a success or maybe what may have needed to be managed in a better manner.  This is a key process into learning from these experiences and nurturing the growth in talent.
There are many examples of how reflective practice can be methodised such as:
· Writing a Reflective Journal – This a way to reflect by documenting ideas, feelings and observations. Using a journal can help in such ways as being able to focus your thoughts and develop your ideas or become aware of your actions and strategies.
· Peer Groups – This is a when a group of peers meet on a regular basis and learn and reflect on experiences. The groups are also useful for deciding together how to organise the time effectively and discuss work related issues.
[image: Image result for reflective practice cycle]As a HR professional there is always a need be able to manage and respond to questions in a highly professional manner. As shown the “Gibbs Reflective Cycle” (1988). This model will allow a HR Professional to work through the 6 stages, to document and advise what their response will be on the issue arisen.

Figure 5:  Gibbs Reflective Cycle (1988)

I believe that to be a successful HR Professional you must work through this process subconsciously remembering each stage and their importance. This will allow any issues or questions that may arise to be answered credibly and professionally. This model shown of “Gibbs Reflective Cycle” (1988) will then allow the HR Professional to carry out “Best Practice”. 
By using Reflective Practice or learning you can then ask yourself “What did I get out of this?”. The experiences you can learn and use your new knowledge and skills in future activities. It is always best to find out how HR Professionals learn best, this may be from some of the methods shown above (Reflective Journal, Peer Groups) or Formal Courses.
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