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Executive Summary
The aim of the following report is to define and explore the CIPD HR Profession Map and how it defines the HR Profession and assists HR practitioners with their professional development. The report will also identify key areas that HR Professionals should consider and adhere to in order to progress within their career. The report will conclude with recommendations for HR professionals.
Introduction
The CIPD HR Profession Map details competencies that HR practitioners require both now and in the future. It should be used to encourage HR Professionals to recognise their own professional requirements and build on their skills and knowledge to progress It is also a robust guide on what it means to be a professional within the field of HR.
The Profession Map and its Role in HR
HR should work to deliver organisational performance and should be thought of as an applied business discipline. It is important that HR professionals have “deep business contextual and organisational understanding” delivering solutions and strategy to move the business forward, whilst also understanding wider business issues and how they fit with the overall organisational strategy (CIPD, 2015, P9).
The Profession Map was developed firstly in 2009, but for the purpose of this report, the 2015 version of the map will be referred to. The map is made up of ten HR specialisms and eight essential behaviours that “…underpin good practice regardless of specialism.” (CIPD, 2015). Within the map, there are also two ‘core’ professional areas which are Insights, Strategies and Solutions and Leading HR which all HR professionals should adhere to, irrespective of level. These principles link HR to the wider business and underpin HR’s ability to deliver people centred commercial solutions.
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The behaviours within the map are deemed as essential “for a HR professional to carry out their activities.” (CIPD, 2015) and ensure a level of competency is met. 
The eight behaviours are as follows:
· Curious – focuses on long term goals, open minded and looks to add value to the organisation. A good example would be developing organisational strategy. 
· Decisive Thinker – able to analyse data to make recommendations and robust decisions. For example, analysing sickness absence and influencing managers to support a robust RTW procedure to improve absence. 
· Skilled Influencer – able to get buy-in and trust from stakeholders throughout the business. For example, it is noted within an article in Personnel today (2018) that HR should “partner with senior leaders and effectively communicate with all levels of the organisation. It has to ensure senior leaders and all employees are aligned on the strategy and purpose of the organisation.” This can be prudent when working on strategic change and buy-in is required from several parties.
· Personally Credible – leads with professionalism and utilises HR expertise and commercialism to add value. 
· Collaborative – able to work collectively and inclusively with others inside and outside an organisation, building strong relationships.
· Driven to Deliver – resourceful and delivers results.
· Courage to Challenge – able to challenge others confidently with robust knowledge, resilient when changes occur or new challenges arise. 
· Role Model – leads by example and has an ethical approach. Acts as an impartial party, showing integrity always.
Accompanying the professional areas, the map includes four competency ‘bands’ which (generally) associate with career stages. The map advises at each band what the individual should focus on and how to enhance skills at each level. Below is an example of an area of competence and how at each band, an individual should be operating in a professional area:
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The CIPD developed a new profession map in 2018, and there are some distinct differences. The knowledge and behaviour sections of the map are now linked to CIPD membership levels, and at the centre of the map is the CIPD’s continuing purpose which is “to champion better work and working lives” (CIPD, 2014) which the CIPD has advised needs to be at the centre of HR. The values at the core of the map are to be principles-led, evidence-based and outcomes-driven which underpins the role of HR within organisations. 
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The CIPD developed the new map to ensure the profession can adapt and be innovative in the future, particularly with changes in all aspects of working lives, the law and the external business environment. 
How do we define a HR Professional?
There are many aspects of being a HR professional, but it can be said that it is difficult to define exactly what a HR professional is. Lester (2010, pg2) defines a professional as:
· Someone who uses expert or specialist knowledge
· Exercises autonomous thought
· Commits voluntarily to a set of principles
· Isn’t necessarily a member of a defined profession or professional association
This differs from the CIPD’s most recent profession map guidance, as the map now links exclusively to membership bands. It can therefore be argued that to be regarded as a professional, an individual should be aligned with a professional association, as usually there are certain criteria to be met. Such organisations uphold high ethical standards, and should these not be met, an appropriate disciplinary procedure is in place to require members to leave (Johns and Perkins, 2016). 
The CIPD is the only HR professional body in the UK, however, it is not compulsory to hold membership. To conclude, many HR practitioners within the UK are CIPD members so it could be said that due to its credibility, to be deemed a HR professional an individual should hold CIPD membership.  However, a professional can also be someone who maintains core principles according to the earlier citation of Lester (2010). Therefore, the definition can be more than one dimensional, and professionalism can be based on knowledge and behaviours, as well as membership of an organisation. Such membership should be used to underpin the aforementioned points, rather than replace them. 

Conclusion
The role of the HR Profession Map is to ensure practitioners are competent and underpins how HR professionals should be operating. It should aid development and ensure pathways into different stages of a HR career are defined and supported. Madden and Mitchell (1993) refer to the “maintenance and enhancement of knowledge, expertise and competence” and it can be said that the profession map should be consistently referred to and used throughout an individuals’ career. Finally, to achieve professionalism within HR, individuals should be prepared to understand how to manage themselves appropriately at work. This includes managing difficult relationships, time management and communication skills. 
Recommendations
Continuous Professional Development (CPD) is essential to be a HR professional and is central to development within the profession. It can be said that “knowledge, skills and continuing professional development are at the top of the twenty-first century agenda.” (Watson and Reissner, 2014). Therefore, CPD should be encouraged as a core part of development; professionals should maintain a development plan and also demonstrate behaviours that align with the profession map. HR practitioners should strongly consider membership of the CIPD to gain professional status, but firstly ensure their own credibility and understanding of the principles set out by the CIPD.
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Executive Summary
The aim of the following report is to define and explore the Team Dynamics within an organisation, and how teams can impact the effectiveness of a business as a whole. The report will set out examples of how teams can work successfully, and how to manage conflict which is vital to an effective team. The report will also explore political behaviour and how this can be both a positive and a negative for both HR and the wider organisation. The report will conclude with recommendations on how both Team Dynamics and Political Behaviour can be utilised to support an organisation’s success. 
Introduction
Team dynamics are very important within an organisation, and it can be said that teams are influenced by who they are made up of. It is important that HR Professionals can work within a team, as often they either operate as part of a wider team and/or with other individuals and groups. There are many dynamics that influence a team; power, leadership, structure and the individuals in it, however, it is important for HR to develop resilience and skills related to conflict resolution and working collaboratively. 
To work successfully in a team, it is important to understand how to work collaboratively and how to manage conflict. In a group, it can be impossible to work harmoniously at all times, particularly when individuals within a team have different agendas or needs. Conflict can then occur. (Forsyth, 2009). This can impact a team’s effectiveness and can lead to a breakdown. 
Group Dynamics
Group Dynamics is a term established by Kurt Lewin, a social psychologist in the early 1940’s. He wrote that team members will usually take on different roles and behaviours when working within a group. The term describes the impact of the roles and behaviours on the other individuals within the group, and the group in its entirety. This can bring positives and negatives, and any conflicts should be highlighted and worked on as a group with all individuals contributing to the result. Levi (2001) built on Lewis’ theory and other research around Group Dynamics to support individuals to become better leaders and better team members themselves. His work, Group Dynamics for Teams, was organised into four sections; characteristics of teams, processes of teamwork, issues teams face and teams at work. His work enables group dynamics to be taught and underpins the principles that Lewin and others set out, but more practically. 
Other Team/Group Theories
It is also important to realise that teams go through a number of stages before they work effectively. Tuckman’s Team Development Model (1965) was developed as a five-stage process to describe how a team develops over time. The Forming, Storming, Norming, Performing, Adjourning stages are all inevitable for the team to form, face challenges, overcome conflict, find solutions, plan and finally deliver results. The final stage, adjourning, describes the team’s eventual break up. HR can use the model to establish at what stage a manager and their team is at, and how to advise appropriate management. 
In comparison to Tuckman, Belbin’s Nine Team Roles Model (1981) identifies what role individuals take within a team. The model is made up of nine roles; Co-Ordinator, Plant, Resource Investigator, Shaper, Completer/Finisher, Implementer, Monitor/Evaluator, Team Worker and Specialist.  The model can be used to build the best team to align with a certain project or task, and it is thought that high performing teams contain all of the nine roles within the model. Exploring Belbin’s theory could assist a team with identifying individual roles and aid its success. 
Political Behaviour 
As briefly mentioned earlier in the report, individuals within a team can act on their own self-interest which can ultimately lead to conflicts. Horn (2009) defined politics as “taking a particular view or position with the intention of personally gaining from that position” which links to the view that individuals may have their own agenda within a team setting. Acting politically can be seen both positively and negatively, as when working in HR it is very important to develop relationships and influence others to get things done. However, this could be seen as HR working in their own interest.
In organisations, it is prudent to be aware of political agendas, but not be involved in them. Politics in an organisation can be detrimental to overall performance if not managed effectively. Mintzberg (1989:72) viewed political behaviour negatively stating that “political activity is usually divisive and conflictive, pitting individuals or groups against the more legitimate systems of influence and… against each other.” However, if justified, political behaviour can be reasonable as long as there is good reason behind it from the organisations point of view (Kakabadse, 1983). Organisations should manage political behaviour by managing its operations transparently and ensuring disagreements are not ‘personal’, whilst remembering that when used to influence, it can sometimes be a useful tool.
Examples of Successful and Unsuccessful teams  
Within an organisation, there will always be examples of successful teams and unsuccessful teams. An infamously successful team is Barcelona Football Club, and Pep Guardiola, their former manager was quoted as saying “A team’s culture is about the conduct and behaviour of everyone involved, it’s working together towards shared objectives and, as such, is an immediately identifiable part of the group’s identity.” (Guardiola, 2001) which shares a similar viewpoint to Lewin’s Group Dynamics theory.
Within my own organisation, there are examples of successful and unsuccessful teams. One example of a successful team was a project team working on moving equipment abroad. They were successful as each individual took on a role that was clearly defined and timescales were planned appropriately. Team members were also given sufficient control over their own actions which meant responsibility and accountability were factors in the success of the team. 
An unsuccessful example within my organisation was a team that was quickly formed to deal with a complex contractual issue. Many of the people who needed to be communicated with were not from the UK, so language barriers were an issue as no team members spoke an appropriate language. The key issue was that team members did not understand their roles, and also at the ‘forming’ stage, management rushed the process and team members were not selected based on what was best for the long-term goal of the team.
Conclusion
Team working is vital for an organisation to succeed. By identifying roles and planning effectively for success and failures, teams should be able to reach their goals. Conflict should always be managed early on, and it is important for HR to utilise conflict management and resilience to overcome challenges. HR should also advise when a team requires more (or less) support from managers. Political behaviour should be challenged appropriately, and an organisation can utilise it positively as long as there are legitimate reasons to do so.
Recommendations 
· Group dynamics should be understood, and HR should develop skills to ensure they are prepared for conflict and how to overcome this.
· Theories and models such as Tuckman and Belbin can be used to support HR and should be referred to when managing teams. 
· Political behaviour should only be used when developing relationships or when influence is required on a genuine business issue or strategy.
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