


Contents 
1.0 Executive Summary ………………………………………………….. 3
2.0 Main Body ……………………………………………………………….6
· 2.1 Introduction ……………………6
· 2.2 Activity 1………………………..7
· 2.3 Activity 2 ………………………10
· 2.4 Activity 3……………………….15
· 2.5 Activity 4……………………….18
3.0 References ……………………………………………………………20
4.0 Appendices ……………………………………………………………24

List of Figures 
1. Figure 1 – Belbin’s 9 Team Roles
2. Figure 2- Five Conflict Modes
3. Figure 3 – Top Management Phases





Evidence Matrix 
	
	Activity 1
	Activity 2
	Activity 3
	Activity 4

	Appendix A1
	· 
	
	
	

	Appendix A2
	
	· 
	
	

	Appendix A3
	
	
	· 
	

	Appendix A4
	
	
	· 
	

	Appendix A5
	
	
	
	· 




1.0 Executive Summary
The purpose of this report is to create a professional development portfolio analysing the meaning of a professional, the relevance of group dynamics and conflict resolution. The report reflects on a previous project to show evidence of project management and problem-solving skills along with evidence of self-assessment using the CPD profession model and the CIPD profession map.
Within activity one, the definition of the professional is discussed as well as their code of conduct. CIPD sets a code of conduct for HR professionals under four headings; Professional Competence and Behaviour, Ethical Standards and Integrity, Representative of the Profession and Stewardship. These combined, cover areas such as the importance of continued professional development (CPD), equality, professional reputation and prevention of unethical practice. These ensure professionals provide expert services for customers and operate a fair, ethical workplace where employees feel respected. The four concentric circles of HR are explained, demonstrating how professionals manage themselves, others, across and up. Finally, in activity one, the use of the CIPD profession map to aid professionals is described.
Activity two discussed group dynamics and factors which affect this including leadership and group size. It was found that a good leader must emphasise goals to the team. Size also proved to affect dynamics as it was found that smaller teams often perform better as everyone has high responsibility limiting the number of non-contributors. Team-working skills such as reliability and listening are described alongside the benefits these have for the professional including improved communication and trust. The use of Belbin's 9 roles appears helpful for groups as it sets out every skill a group needs to be successful which allows the manager to allocate jobs to the most suitable people. The importance of conflict resolution is discussed with examples of models to overcome this. The iPeace model is one way to overcome this as it lists five steps which should be taken to resolve a problem. It was found to be effective as it covers steps from identifying the conflict to evaluating the best solution. The Thomas Kilmann model was found effective as it analyses two behaviours during conflict; assertiveness and cooperativeness, to create five modes making resolution easier as members will know to how to approach each other.
Activity three explained The Five Stages of Project Management Model which is linked to my level four project. The model was proved useful as it displayed what tasks were required throughout the project. The use of a Gantt chart is discussed including benefits such as being an easy to interpret visual representation. The use of brainstorming as a problem-solving skill is explained. Brainstorming was used during my project task and was an effective method to problem-solving as it allowed all team members to note project ideas to be discussed. The use of influencing, persuading and negotiating is discussed and I explained how I used these in my group project which resulted in a win-win agreement for my team.
The importance of CPD for the professional is explained within activity four in the report including benefits such as keeping skills relevant which can lead to better job opportunities. The CPD Reflection Model is discussed which allows the creation of specific goals for each area of improvement. Lastly, the CIPD profession map is discussed along with how I used it to develop one core knowledge, one specialist knowledge and one core behaviour area. 
2.0 Main Body
2.1 Introduction
This report will discuss professional development through four aspects, supported by a digital portfolio. Firstly, the meaning of a professional will be evaluated along with the professional's code of conduct, linked to HR and CIPD. Secondly, group dynamics and what influences this will be discussed alongside relevant teamwork and conflict resolution theories. Thirdly, project management will be discussed with problem-solving techniques and the importance of influencing, persuading and negotiating. Finally, the importance of continuing professional development will be explained alongside a self-assessment using the CIPD profession map and a professional development plan. All past experiences discussed throughout the report are linked to a Level Four group task to set up lifestyle business and provide advertisement for this through social media pages and a website.
Professionalism is important within workplaces as it maintains ethical behaviour, increases workforce productivity and portrays a reputable, trustworthy individual (Auerbach, 2018). To reap the benefits of professionalism, professionals must display a wide range of skills including communication, self-awareness and desire to learn. These not only allow a professional to develop and manage others but also themselves. To continue displaying these skills and self-improve, professional development required. This allows an individual to add value to their role and ensures organisations are optimising employee performance (Educare, 2017).

2.2 Activity 1 
Hoyle and John (1995) describe a professional as someone who holds expert and specialist knowledge in a specific area, can create judgements and opinions independently and commits to a code of conduct. 
Many HR professionals are members of The Chartered Institute of Personnel and Development (CIPD). CIPD allows HR professionals to gain accreditation and high-quality training to enhance leadership (CIPD, 2019a). HR professionals must adhere to CIPD’s strict code of conduct. CIPD (2019b) explains the four standards in the code, starting with 'Professional Competence and Behaviour'. This requires demonstration of continuing professional development to provide relevant services based on high levels of expertise. It also requires professionals to hold accountability for their actions. This ensures that members are competent in their job role and understand the consequences that come with authority. The second obligation is 'Ethical Standards and Integrity' which refers to the acceptance of those who hold different beliefs, promoting equality and protecting data to guarantee confidentiality. This means that all members will be acting fair and lawfully, preventing unethical behaviour within a workplace which could cause conflict. The third obligation is 'Representative of the Profession'. This means that members must not harm the reputation of the profession by acting inappropriately and must always act professionally regardless of personal relationships. This protects the status of professionals ensuring member’s behaviour and attitude is that of a professional. The final obligation is 'Stewardship' which ensures that action will be taken if any unethical practices are taking place and states that members must carry their judgements which are not subject to favouritism. This creates a fair workplace whereby staff feel confident that managers are appropriately using their authority.
Since HR professionals hold high levels of knowledge and responsibility, they must undertake various roles described as the four concentric circles of HR professionalism. Taylor & Woodhams (2012) lists these four circles as; 'managing self, managing in groups, managing upwards and managing across the organisation'. The first circle, managing self, is important for managers to undertake as it is difficult to manage others without understanding how you think and perform as an individual. This improves individual productivity, increasing the efficiency of your employees. People are at the core of HR making it important for HR Professionals to manage groups. Hill & Lineback (2011) explain how managers find it easier to influence employees through a group dynamic by using team goals to improve performance. Rousmaniere (2015) states the importance of managing up, explaining that by understanding your manager's needs, you can tailor your work to the business’ requirements. This improves business productivity and creates strong managerial relationships. Finally, managing across is important to HR professionalism. To reach milestones, goals must be aligned across the organisation to ensure everyone is working towards the same aim (SAP, 2019).  Therefore, HR professionals should use their proficient communication skills to state business objectives throughout an organisation.
The CIPD profession map allows professionals to focus on the knowledge and behaviours required to excel within a job role. It includes six core knowledge areas eight-core behaviours and eight specialist knowledge areas (CIPD, 2019c). The profession map can be found in Appendix A1. This enables the professional to identify areas for improvement so that they can continue to demonstrate high levels of knowledge and expertise.

















2.3 Activity 2
 Lewin 1945 created the term group dynamics which refers to behaviours shown by people working within a group (Kameda, Vugt & Tindale, 2015). All groups function differently due to factors influencing the dynamics of groups, such as leadership. Forsythe (2017) states that good leaders should guide group members to their end goal by directing focus to objectives. Without clear direction, groups can struggle to obtain their goal decreasing motivation and productivity, proving that leadership influences group dynamics. Another influencing factor is group size. Tanuja (2019) believes that smaller groups perform better as members have increased responsibility reducing the risk of members failing to contribute. Additionally, Tanuja states that large groups can form subgroups, resulting in tension and lowering productivity. Therefore, member's capabilities should be checked to see if they have the knowledge to hold high levels of responsibility or would be better in a large team where responsibility is spread. 
 Professionals are expected to work alongside others, making team-working skills important. Doyle (2019) discusses the importance of listening in teamwork as good ideas may go unheard as well as member’s concerns. Therefore, professionals should demonstrate this to improve communication skills between themselves and their employees, to build relationships and respect in the workplace. Doyle also considers reliability as an important teamwork skill. Reliability is vital for professionals as they carry high responsibility so are expected to deliver results. Failure to perform what is required can result in a lack of trust, hindering the 'professional' reputation.
Belbin’s 9 Team Roles is a theory to help understand group dynamics.
[image: ]Figure 1: The 9 Team Roles. (Source: Smartt Strategies, 2019)).
Figure 1 shows the nine team roles created by Belbin. Belbin (2019) explains how these are essential for a successful team as each team role includes strengths and weaknesses, creating a diverse team. Belbin identifies characteristics of members and what role is best suited to each based on these, which is useful for new groups with limited knowledge of each other. Ultimately, this increases productivity as each member is responsible for a different role, giving each member a purpose within the team, improving motivation. It also reduces time spent on allocating roles and tasks, meaning work is completed faster.  
Groups consist of multiple people, often with different personalities, so conflict will inevitably arise. Nordmeyer (2017) discusses how conflict can occur due to clashing goals as well as different values. This can result in poor employee relationships, resulting in lower productivity levels and a potential rise in absenteeism. Therefore, professionals need to understand conflict resolution by using methods such as iPeace. Cremin & Bevington (2017) explain how this model considers that there is no one way to approach conflict, the best approach is dependent on the type of situation. They further explain that iPeace is an acronym for:
· Identify conflict
· Pick the right strategy
· Enable voices to be heard
· Attack the problems, not the people
· Create options
· Evaluate. 
This method is useful for teams who have had little exposure to conflict as it lays out six specific steps to take ensuring all possibilities are considered before coming to a solution, increasing the likelihood of all team members being satisfied with the outcome. I used this method in my lifestyle business group task. We conflicted over what sector we should target with our business. Once identified we opted for a negotiation strategy, which seemed fairest as we were all able to voice opinions on which business industry would best fit our interests. No team member ended up attacking another, as we were focused on the problem alone. After listening to everyone's thoughts we created a concise list of mutually agreed business sectors, and from this discussed the advantages and disadvantages of each to select the most suitable idea.
[image: ]The Thomas Kilmann Conflict Model is another resolution method. This analyses member’s behaviour during a conflict by assessing two components; assertiveness which is the individual's response to conflict and cooperativeness which is the extent the individual is willing to understand others concerns, to create five modes of responding to conflict (Jordan & Troth 2002).
                                  Figure 2: Five Conflict Modes. (Source: Fine Points Leadership, 2019)).                                                                 
Figure 2 shows this model which useful for new groups, who can undertake the questionnaire to find out how each member uses the five modes. This will aid groups during conflict as they know how each individual responds and acts, creating a quicker resolution. However, the model only identifies the mode each member relates to most, not steps to resolve conflict, unlike iPeace model. Appendix A2 shows my questionnaire results where I had most points for compromise and least for competition. My results proved accurate to previous personal group conflicts, as although I have yielded good ideas, I would rather compromise so each member is satisfied as competing my ideas would leave members dissatisfied, reducing morale. When creating a lifestyle business, half of the group wanted to target the food industry while half wanted to target travel, so I compromised my initial idea and created a business which sold travel packages to food festivals worldwide, satisfying each member. 
















2.4 Activity 3
[image: ]It is common for professionals to undertake the role of a project manager during group-work. 
                                                           Figure 2: Top 5 Project Management Phases. (Source: Pathak, 2018))
As figure 2 shows, a project manager will progress through five stages during a task. Richman (2011) discusses this process. The first stage; project initiation refers to defining the project idea. During the lifestyle business project that I led, I found this stage quick as we were given an abundance of information about the project. The second stage is where objectives are set and how the project will be carried out. As project manager, I had to create a business idea that the group was passionate about, SMART objectives and a course of action. I found this challenging as everyone had different ideas for the business, and with clashing schedules, it was difficult to plan meetings. Execution marks the start of actions towards accomplishing objectives. For this, I created social media pages and a website and overlooked posts made to these to ensure everyone was contributing and that posts were relevant to our business. The fourth stage Richman discusses includes monitoring the performance of the project to check for changes. As project manager, I decided to change the location of one travel package following negative market research. The final stage is completion which Richman describes as the project end. During this stage, I ensured all tasks were completed before submission and compared our work to the objectives to measure success. This model is useful for first-time project managers as it gives an indication of what to expect and roles to complete throughout the project.
A Gantt chart was used to plan our project tasks. A Gantt chart is a bar chart which shows tasks to be completed over time (Team Gantt, 2019). Using this, I was able to note tasks to be completed and their deadlines, an example of this is shown in Appendix A3. The visual representation allowed for easy communication to the team. The chart also ensured we did not fall behind on deadlines, thus helping our time management.
To be a successful project manager, problem-solving skills are required. CMI (2019) describes problem-solving as the solution between the current state of something versus how it should be. To overcome problems, a project manager can use problem-solving techniques, such as brainstorming. Steps for effective brainstorming include preparing a group meeting, identifying the problem, creating a discussion and taking action (Mind Tools, 2019a). During the project, we struggled to pick destinations for our package holidays. To overcome this, we each brainstormed two UK, two European and two International locations which can be found in Appendix A4. We then discussed each option based on our knowledge of the locations and their attractions and from this chose three suitable locations. I found brainstorming an effective problem-solving technique as it allowed every team member to note their ideas so we could identify trends and gave us ample options for discussion.
As a professional and project manager, it is important to be able to influence, persuade and negotiate with team members. Armstrong & Taylor (2017) describe influencing as using status to affect something, persuading as convincing people to believe in your ideas and negotiating as reaching an agreement between multiple people about a specific proposal. During my project, the group struggled to agree on a social media platform for advertising. From a business perspective, I believed Facebook was the best option, however, some group members only used Instagram so believed it was most appropriate. I used a rationalising style which uses logic and facts to influence my team (Alievo, 2019). This allowed me to present features a business page on Facebook has including reviews and default messenger replies. From this, I persuaded the team to use Facebook by showing a comparison between an Instagram and Facebook business page, and from viewing these side by side, the team agreed that Facebook was most suitable. Once completed, we negotiated content for the page's posts. I thought the best content would surround information on destinations we offered, along with package details for advertisement, however, some thought posts on founders of the business was best. Most negotiations aim to reach a win-win scenario. A win-win negotiation means that each party has received what they wanted from the negotiation (Mindtools, 2019b). To achieve this, we discussed the task goal of raising awareness, considered each other's views and maintained a level of respect throughout. After negotiating, we decided that half of the group would be responsible for 'meet the team' posts while the rest focused on advertising posts, resulting in a win-win scenario. This approach built team respect and set a standard for future negotiations, improving our cohesiveness as a team, leading to better productivity.
2.5 Activity 4
Professionals are expected to perform continuing professional development (CPD) which is a process that ensures the maintenance and progress of skills required for the profession through further learning (CPD, 2019). (CIPD, 2016) explains that due to industries continually changing, it is important to keep skills relevant. Failure to do so could result in not being able to perform a job role to a high standard, damaging work relationships. CIPD further explains that employers look for evidence of CPD as it shows the individual is highly skilled and motivated. This can set individuals aside from competition and increase the likelihood of getting promotions.
Reflection can be used to perform CPD, as it identifies individual strengths and weaknesses, which helps direct focus to areas where knowledge needs improving. Schon (1983) believed that reflection is what differentiates the professional from others, proving its importance for professionals looking to excel. Taylor and Woodhams (2012) advise a learning log to conduct reflection which considers learning experience, conclusion, action and deadline. Another tool is the CPD reflective model which uses four steps; assess which plans what you need to learn, act which is completing your learning, reflect which looks at your success compared to goals and evaluation which assesses what you would change about the process (ICRS, 2019). Both tools are beneficial to professionals as they create specific goals for each area of improvement rather than one overall aim. Additionally, and as they are recorded, they can be looked over in the future if required.
To discover areas for reflection, the CIPD profession map can be used. By using the map, one core knowledge area I need to focus on is people practice, as I have limited knowledge of workplace laws and need to build confidence to train and mentor people. I aim to develop this area through my HR placement where I hold training sessions for student ambassadors and have insight into workplace laws. I learn best by doing so this will be effective for me to enhance development. One core behaviour that needs developing is passion for learning as I find it difficult to learn beyond the minimum requirements. To develop this, I will complete extra reading throughout my degree, not just core text. This goal can be incorporated into my current university routine. A specialist knowledge area that needs developing is resourcing as I have little knowledge of recruitment processes. To achieve this, I will engage in literature and articles to better understand the recruitment process. I have chosen this method as there is an abundance of literature within the library making it easy to source. Further personal developments are also included within my professional development plan, found in Appendix A5.
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4.0 Appendices
A1 – The CIPD Profession Map[image: ]
Explore the New Profession Map (Source: CIPD, 2019c)





  A2 – Thomas Kilmann Questionnaire
My Scores:
Competing - 3
Collaborating - 8
Compromising - 9
Avoiding - 6
Accommodating – 4












A3- Gantt Chart
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A4- Brainstorming Map
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A5- My professional development plan
	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
 


	Focus on time management when completing assignments 
	I will create a planner where I state all of my assignments which are due and create a timetable for when to start each. 
	I will require a paper book annual planner and module handbooks to get assignment deadlines. 
	To start assignments two weeks early. 
	April 2020

	To improve presentation techniques 
	Practice public speaking such as presenting to family/friends. 
Watch Ted Talks on presenting tips. 
	Feedback from friends and family after presentations to make improvements. 
	To improve my presentation marks in assignments. To feel less stress/pressure during presenting. 
	May 2020

	To do more independent learning and extra reading
	Set aside an extra amount of learning to do regularly to complete
	Core text chapters. Read the monthly HR magazine I receive from family. 
	To create a folder dedicated to independent learning 
	May 2020
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