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Activity 2
How the CIPD HRPM professional areas and bands define the HR profession and why the behaviours are essential to be an HR professional


Executive summary


The CIPD professional map (CIPD, 2013) sets the standards for all HR professionals. It will give the knowledge and behaviours required to be a success in the HR industry.
During this report, we will discuss each of the10 professional areas, the four bands and three transitions required to progress through the bands. Also, how they define the profession. 
The report will also identify the eight behaviours that HR professionals need to carry out their day to day activities and how they portray themselves in their professional careers.

Main Body

Looking at the 10 professional areas first, they apply to all HR professionals at all levels of their careers. The professional areas detail knowledge and responsibilities that any HR professional will need, each professional area comes with 4 bands of professional competence that list the contribution needed to fulfil that band and move onto the next.

The ten Professional Areas:

· Organisational design
· Organisational development 
· Resourcing and talent management
· Learning and development
· Performance and reward
· Employee engagement
· Employee relations
· Service and delivery

Core Areas

· Insights
· Strategies and solutions

There are 4 bands, 1,2,3 and 4. Three transitions will assist the HR professional move between the four bands. The 4 bands define where you are with your career. Band 1 is the start of your HR journey and band 4 is for the most senior leaders.

They are designed to define the profession and were developed in collaboration with HR and L&D professionals alongside academics. The aim was to set a very high standard and identify what the best HR professionals were doing, what they know and understand. All this was completed to make a substantial difference in the performance of any organisation at any level.

In 2018 The CIPD released a new professional map (CIPD, 2018), this is broken down to 3 purpose and values at the centre. 6 core knowledge areas, 8 core behaviours, and 9 specialist knowledge areas. The new professional map states that it has moved on since the 2013 map with new specialisms and priorities. The CIPD State that the new map has people at the heart, it simplifies things and is a truly global standard for all HR professionals. 

Both of these maps are designed to make us professionals (Lester, 2010) defines a professional as:

Makes proficient use of expert or specialist knowledge, exercises autonomous thought and judgement, and makes a voluntary commitment to a set of principles.

Another school of thought suggests that a professional needs to be a member of a governing body which has a formal membership with admission barriers and membership criteria (Taylor, 2016)

The HR profession has a governing body in the form of the CIPD. It has a very high level of integrity and is the only professional body operating.
The CIPD has codes of conduct on professionalism (CIPD, 2020) 

· Professional Competence and Behaviour
Maintain Knowledge and competence
Provide a professional current service
Take responsibility of their actions
· Ethical standards
All relationships must be based on confidence, trust, and respect
Establish sensitivity for customers, practices, and culture
Safeguard all confidential data.
· Representative of the Profession
Act in a way that sustains the reputation of the profession
Comply with all laws
Be a role model and ethical
· Stewardship
Be fair and reasonable and encourage this in others
Challenge unlawful and unethical behaviour

According to (Taylor, 2016) the definition professional in HR is not one-dimensional. Many elements can be summarised in the following:

· Managing self
· Managing in groups or teams
· Managing upwards
· Managing across the organisation

To manage others, firstly we need to manage our skills, knowledge, and behaviours. When these are controlled only then can we move on to managing others. 



To be Professional the CIPD 2013 map (CIPD, 2013) talks about 8 behaviours:
(Armstrong, 2017) explains these behaviours in detail

1. Curious- shows an active interest in the internal and external environment and the continuous development of self and others.
2. Decisive thinker - demonstrates the ability to analyse and understand data quickly and can use the data to make judgments and decisions.
3. Skilled influencer – Demonstrates the ability to influence stakeholders across a complex environment.
4. Driven to deliver – demonstrates an ability to act and is willing to take accountability to deliver results.
5. Collaborative – Works effectively with colleagues, clients, and stakeholders.
6. Personally credible – Has a proven record of reliability and results even when facing difficult situations.
7. Courage to challenge – Shows confidence to speak up and challenge at all levels.
8. Role model – Leads by example, has integrity and sound personal judgements.



Conclusion



During this report, we have looked at the Profession map of 2013. The map defines the behaviours we should have as HR professionals. The types of work we should be involved in using the professional areas. It also gives us the road map of how to transition throughout an HR career with the 4 bands and 3 transitions. 
The report looked at what it means to be a professional. Simply put, we should either have the knowledge and skills or obtain them. Then those skills should be used in an ethical, competent, fair and appropriate way to manage people.
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Report on Teamwork/group Dynamics and political behaviour


Executive summary

This report will look into the concept of teamwork and group dynamics. Teamwork is a key factor for any organisation as all professionals at some point must work together. More so with HR as any Hr professional must interact with all levels of the organisation from the stakeholders to the shop floor employees.
If an organisation has poor teamworking practices that organisation will suffer large losses in productivity and also production.
This report will discuss positive team and how they work. 
In the second part of this paper we will discuss political behaviour in organisations and the impact from this type of behaviour.


Main Body

Let’s start with the different types of team (HUCZYNSKI and BUCHANAN, 2010) state that team can be in many forms:

· Advice teams (review teams or quality control team)
· Action Teams (negotiation teams)
· Project teams (planning or research team)
· Production teams (assembly or production teams)

All teams are different in size and function based on the need for the team and why they were created.
Teams go through four stages, these are defined by (Tuckman, 1965)

1. Forming – This is the stage at the beginnings of a team, most of the members are polite and positive. Others are Anxious and concerned about the work the team will produce. The Leader will play a very dominant role as work loads are not clear yet.
2. Storming - This is the stage when we first start to see personalities and boundary limits are pushed. This normally begins with confrontation between team members and may lead to a frustrated team. Many teams fail at this stage and never move past it.
3. Norming – if the team moves past storming, team issues are starting to be resolved and there is evident strengths and weakness for each member. The team may start to socialise and start to ask each other for assistance.
4. Performing – This is the peak of teamwork; the team goals are starting to be achieved. There is little friction and the team works.

There was one stages of this added at a later date – Adjourning, this is the stage when the team is disbanded, maybe due to organisational change. Most performing teams find this stage difficult due to close colleagues moving on or an uncertain future


Hr Professionals need to be members of many different teams all at once from stake holder teams to the production teams whilst still completing their day to day work.
Teams need 3 things to work efficiently (Cioca, 2017) states that effective teams need:

1. A mission, goals, and to formulate action plans.
2. To communicate and coordinate with each other
3. To problem solve, then adjust and assist each other

All this with someone then managing conflict, supporting the team in difficult times will keep the team on track and together.

Each team will be affected by a number of different factors (Taylor, 2016) the biggest factor being the individuals in that team, The leadership of the team, power and status issues and communication.
To work effectively with teams any HR professional will need to understand the dynamics of each team and that they will affect the balance of the group. The skills required from a HR professional to navigate these issues are collaborative working and conflict resolution.

 (Forsyth, 2009) Suggests a HR professional needs to be clear what all the individuals require, discuss the needs and then negotiate a solution that appeases all but does not benefit only part of the team. This will involve compromise from all parties.

Add politics into the Team dynamic and this can then really start problems. If the politics are dysfunctional this can really affect the organisation and impact the bottom line. Organisational politics according to (Mintzberg, 1983) Is just another influencing process and it is important for leaders to understand the forms it can take and how to use it for the good of the organisation.

The Harvard Business review (Jarrett, 2017) study shows that politics are a variety of activities associated with influence tactics to make a personal or organisation gain. The study also shows that people with good political skills gain more personal power and suffer less stress because of the power.
The people with good political skills often use the following approach outlined by (kakabadse, 1983):

· Identify the stakeholders
· Concentrate on their comfort zones
· Work on the comfort zones and align their image with the stakeholder
· Use the network – identify the people with the power
· Enter the network – adhere to the norms of the group
· Make deals – Agree to support others where there is mutual benefit 
· Withhold information as appropriate and withdraw when the going gets rough.

(kakabadse, 1983) also states that to be politically sensitive one needs to know how things are done in the organisation and who makes the decisions. She also states that to keep politics working for the organisation, it should manage its operations as transparent as possible and to ensure everything is debated fully and any difference are dealt with and are impersonal. 


In conclusion Teamwork is often a crucial part of an organisation, as it is often necessary for colleagues to work well together, trying their best in any circumstance. Teamwork means that people will try to cooperate, using their individual skills and providing constructive feedback, despite any personal conflict between individuals. As stated previously that when you add in a political sensitive team member, they tend to sway the balance of the group when aligning themselves with the perceived leader.
It is always important to remember if an Organisation is political that it needs to be transparent and all agendas are impersonal.
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