Developing Professional Practice in Human Resources – 5CDPP – Assessment Activity 2 (word count: 1070)
The purpose of this report is to establish how the CIPD HR Profession Map is used amongst HR professionals, and how the set standards and principles are fundamental in achieving effectiveness and success in the HR profession.
The first consideration must therefore be: ‘what is a professional?’ According to Lester (2010), it would be someone who “makes proficient use of expert of specialist knowledge, exercises autonomous thought and judgement, and makes a voluntary commitment to a set of principles. Such a person need not be a member of an easily defined profession or of a professional association; it is possible to work as a professional from a set of expertise and skills that is relatively unique to the individual”. A ‘profession’ is then defined as an occupation with the following characteristics: it is typically built upon both theoretical and practical knowledge; the knowledge gained is used by the practitioners to provide expertise; and it has a code of conduct or ethics. (Taylor and Woodhams, 2016). 
The first CIPD HR Profession Map was launched in 2009 as a tool to set professional competencies for HR Professionals. It has since been developed and redesigned in line with their research and development of organisations and the roles and career progressions of HR professionals themselves, at all capability levels both as individuals and in teams. The 2013 CIPD HRPM identifies stages of effective management of people across ten professional specialisms, and eight fundamental behaviours are described which strengthen and support good practice, irrespective of specialism (www.CIPD.co.uk). The new 2018 CIPD HRPM was designed to direct HR professionals in the transitioning through the changing nature of their roles, with the goal to further outline the professional standards CIPD Members should adhere to (Woolnough, 2017). 
The 2013 CIPD HRPM outlines four bands of professional competence which are used to define a HR Professional and the contribution they make at each stage of their career; through their client relationships and services provided, activities they perform, where their time is spent and how their contribution and success is gauged. 
The HRPM ten professional areas define specific activities that need to be carried out at each stage of the four professional competence bands. These are:-
· Core: Insights strategy and solutions: The development of knowledge and understanding of the organisation and business strategy to play a critical role in the organisation viability and relative performance (Boxall and Purcell, 2015). 
· Core: Leading HR: Acting as a role model and to lead people through inspiration, influence and guidance; whilst also developing employees in the organisation to enable them to acquire the knowledge and skills required to effectively carry out their job roles (Amrstrong, 2016). 
· Organisation design: Ensuring the organisation is designed adequately to provide maximum, durable and continuing impact (www.CIPD.co.uk).
· Organisation development: Designing of HR policies and practices which prompt and stimulate employees’ behaviour and attitudes which align the business strategy (Torrington, D. Et Al, 2017).
· Resourcing and talent planning: Ensuring the organisation is properly equipped with appropriate tools and resources to manage talent, thereby ensuring HR and organisation strategies can be reached both short and long term (Armstrong, 2016).
· Learning and development: [image: https://d.adroll.com/cm/aol/out?adroll_fpc=97f5769d48321d9dc2d040e1041c945f-1576334393378&xid_ch=f&advertisable=SMC44Y5OEBA2FEBZ3XQDX2][image: https://d.adroll.com/cm/index/out?adroll_fpc=97f5769d48321d9dc2d040e1041c945f-1576334393378&xid_ch=f&advertisable=SMC44Y5OEBA2FEBZ3XQDX2]Building upon the knowledge of employees to meet strategic requirements. Providing opportunities to employees to improve their skills and knowledge can increase their engagement and also be a useful tool in retaining staff (Sharp – www.xperthr.co.uk). 
· Performance and reward: Helping in the maintenance and delivery of a cost-effective recognition and reward system; the purpose of which being to attract, retain and motivate staff whist simultaneously considering the commercial and financial feasibility of the organisation (Torrington, D. Et Al, 2017).
· Employee engagement: Strengthening the fulfilment employees have in their roles and with their work to improve retention rates and improve the employees contribution towards the organisational goals and objectives. Engagement remains as an important consideration for HR professionals (Nolan, 2011). 
· Employee relations: Ensuring the best interests of the employees, with relationships between them and the organisation being suitably managed, with such relationships being strengthened and reinforced by clear and consistent policies and procedures and compliance with all appropriate laws (www.CIPD.co.uk) 
· Service delivery and information:  Ensuring the full workforce is customer focused, driving from a cost-effective and competent HR service.  The organisation’s HR strategy should be in line with the customer experience strategy, and employees should be the inner customers (www.hrmagazine.co.uk). 
The HRPM eight behaviours HR Professionals require to carry out their activities at each stage of the four bands of professional competence are:-
· Curious: Evolving and future thinking, HR professionals should be curious what is happening within their organisation as well as developments in the industries in which they work (Meisinger, 2005) to enable their contribution to the enhancement of the organisational value.
· Decisive thinker: Making dependable reliable decisions based on knowledge, experience and available information. Armstong (2016) states decision making should be a “systematic and evidence based process”.
· Skilled influencer: Influencing others through knowledge, trustworthiness and assertiveness to gain support from a diverse variety of stakeholders (Taylor and Woodhams, 2016). 
· Personally credible: Building and delivering professionalism to have an impact on business performance, through effective inter-personal skills and flexibility in developing positive chemistry with stakeholders and peers (Ulrich, 2012) - www.personneltoday.com).
· Collaborative: Working efficiently and successfully with a variety of people, both inside and outside of the organisation. Goman, CK (2017) states: “collaboration is an essential ingredient for organisational survival”. 
· Driven to deliver: Delivering the best results for the organisation and employees through ingenuity, determination, purpose and commitment (www.CIPD.co.uk).
· Courage to challenge: Having the courage to draw upon competence, self-confidence, modelling of ethical behaviour and knowledge, even when faced with unfamiliar situations or conflict (Meisinger, 2005).
· Role model:  Leaders will model what followers interpret to be appropriate behaviour through their own behaviours (Nishii and Paluch 2018), so HR Professionals should consistently lead by example; acting with integrity, impartiality non-judgementally and independently (www.CIPD.co.uk).
CIPD is best suited and well equipped to provide HR professionals with the guidance required for the demands the HR profession will face in the future. (Orme, 2009). The 2013 HRPM is the foundation of all CIPD qualifications and Continual Professional Development Tools, with the new Profession Map providing additional guidance in career development and planning (www.CIPD.co.uk). The CIPD HRPM is dynamic and flexible; evolving with the profession over time and should be used by all HR professionals as they plan and develop their careers, no matter which level or band they are operating at or working towards. 
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This report will look to establish how a HR professional can work collaboratively with others, as an effective and proactive team member to achieve both individual and organisational success. 

Teams can be described as groups of individuals who share a common goal, achieved through individual input and social interaction. A team is dependent upon the individual contributions and collective team contributions equally, as responsibility is evenly shared for results produced (Watson G, 2010). Poor team working can ultimately lead to substantial losses both for motivation and performance of individuals, as well as the organisational productivity (Taylor and Woodhams, 2016).

In most organisations, team work and being a team player is a fundamental attribute when succeeding and progressing in a job role. The role of management will be to allow individual team members to work together as one cohesive, productive unit (Buchanan and Huczynski, 2017).

There are a number of theories surrounding team dynamics.

Belbin, M (www.belbin.com) developed a framework to understand 9 distinctive team roles existing within a high performing team, each of which having strengths and weaknesses but each being equally important.  Each role is grouped under three headings: 

1. Action roles: Shaper (moulds team members ideas, turning thoughts into action), Implementer (practical thinker, processes theory into practice), Completer-Finisher (ensures deadlines are met whilst safeguarding quality). 
1. Social roles: Coordinator (collaborates ideas of team members, delegates tasks, ensures all viewpoints are considered), Team worker (considers interpersonal relationships and ensures cohesion of team members), Resource Investigator (shares information from external sources and considers opportunities).
1. Thinking roles: Plant (offers creative and imaginative thinking), Monitor-Evaluator (provides a strategic, critical, conscientious approach), Specialist (delivers input which is expert, technical and specific). 

Belbin considered that individuals tend to consistently adopt one or two team roles, generally identified through a ‘Team Role Questionnaire’. In using the Belbin approach, team members are able to consider their individual assets, thereby leading to more effective communication amongst the team and management (Buchanan and Huczynski, 2017).

Tuckman (1965) identified a theory of team development, which considers the 5 somewhat predictable different stages which teams go through over time:

1. Forming: Oriental stage of development process, where individuals seek direction, guidance, purpose, structure and leadership. 
1. Storming: Duties and roles are negotiated, usually involving conflict and confrontation.
1. Norming: Team members settle into allocated roles through collaboration and cooperation. 
1. Performing: Team is fully functional and members have a clear understanding of individual responsibilities to achieve common team goal. 
1. Adjourning: Final stage of process where objective is achieved and team disbands to recommence the process. 
(Watson, 2010). 

Tuckman’s model is still a relevant illustration of team development, where each stage can be effectively managed by a leader who has the knowledge, understanding and tolerance to provide support and guidance throughout the process (Miller, 2014). 

A variety of teams will exist within an organisation, and HR Professionals will often work amongst teams to include fellow HR professionals as well as other groups of people entirely.  Buchanan and Huczynski (2017) have considered the various forms of teams within an organisation: 

1. Advice Team: created by the management team to receive information they require in order to assist in decision making.
1. Action Team: a team comprising of individuals specialised in terms of their knowledge and skill set, coordinated amongst all members.
1. Project Team: a collection of individuals who have united for a limited time period to complete a specific task.
1. Production Team: consisting of individuals performing specific core operations with common production goals.

Each of these forms of teams can have performance levels affected by the following “Big Five” teamwork activities, as identified by Salas Et al (2005):-

1. Team Leadership (providing guidance and motivation of team members)
1. Mutual Performance Monitoring (ensuring all team members stay on track to prevent or correct mistakes)
1. Backup Behaviour (providing support and ensuring even distribution of workloads)
1. Adaptability (identifying a change in situations and adjusting accordingly)
1. Team Orientation (cooperation and coordination amongst team members). 

Furthermore, it should be considered how political behaviour can be a factor in organisational success.  Politics within an organisation is the process where influential tactics are used towards individuals and groups to improve personal or organisational interests. Individuals with political skills tend to progress further in their roles, as well as improving upon organisational successes (Jarrett, 2017).  A political approach can be a legitimate one as long as the end goal is reasonable and permissible in so far as the organisation is concerned. Kakabadse (1983) highlights the following approaches adopted by organisational politicians: 

· Stakeholders are identified
· Comfort zones are recognised and focused on so that image alignment can be achieved to those in senior and powerful positions    
· Interest groups and people of influence are identified through efficient use of the network
· Gatekeepers are identified through entry to the network, and norms are adhered to
· Where a mutually beneficial situation arises, deals are made and support is provided to other parties
· Information is cautiously withheld as and when required.

As suggested by Horn, 2009, political behaviour is described as “taking a particular view or position with the intention of personally gaining from that position”. Therefore, from an organisational perspective, political agendas could potentially be considered as a damaging strength when not aligned to organisational goals and values. 

However, it can also be thought that political activity within an organisation may not be dysfunctional when considering organisational effectiveness. Many managers can in fact feel that their political actions are on behalf of their departments or teams, and generally in the best interest of their organisations overall. It should also be noted that political behavior within an organisation is not inherently bad, and in many instances the success of departments will be inherent to the longevity of a company, which is the reason why an understanding of both power and organisational politics will be an integral skill for managers (www.openstax.org).

In summary, through the correct approach in practicing politics, the interests of both individual and organisations on the whole can be met fairly and appropriately (www.mindtools.com).  When it comes to team dynamics, there are a number of theories surrounding team roles and their development, yet the most positive and successful teams will consist of members who trust each other, are working towards united decision making and are each accountable for outcomes (www.deakinco.com).
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