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Activity 1-Understand what is required to be an effective and efficient HR professional 
The HR Professional Map was devised and launched by CIPD in 2009, following collaborations and research with companies worldwide. The map sets out standards for HR professionals and highlights how Human Resources add the greatest value to organisations and its employees. Since its launch, a large range of HR professionals and organisations are using the map to benchmark and build their HR capability at all levels. The levels include 4 bands. From Band 1, which is the start of a HR career to Band 4, which is at the more senior levels and leaders. Along with the bands, the map is also made up of key components. These components are not only band and transitions but 8 behaviours and 10 professional areas. These 3 sections make up core principles of HR and its main principles. 
[image: C:\Users\Caru\Desktop\Profession-Map-844x475_tcm18-13966_w844_n.jpg]
Figure 1, The CPD Map


Three examples of these that I see as important are: Courage to Challenge, Employee Relations and Curious. The definition of ‘Courage to Challenge’ is: Showing courage and confidence to speak up, challenges others even when confronted with resistance or unfamiliar circumstances.  Having the courage to challenge is important within HR. In some organisations HR are seen as the mediators between the managers and/or stakeholders and the employees.  Having the courage to challenge allows HR to challenge decisions that may be detrimental to the employees and the organisation. Employee Relations is a very important professional area.  Employee Relations is the basis for building relationships with all employees in an organisation. The employees are HR’s customers and are at the forefront of HR’s purpose. Curious is another behaviour that sits within the HR structure. Being curious is to ‘show an active interest in the internal and external environment in continuous development and shows a willingness to learn. Human Resources are an ever changing field.  Therefore having the conviction to be curious and look for other options, sources and processes is a much needed behavioural trait within HR. Not taking what you are told at face value within HR and doing your own research and gaining other perspectives.

Activity 2-Group Dynamics and Conflict Resolution
A group is defined as a number of people or things that are located, gathered or classed together (Oxford Dictionary, 2018). There are many different types of groups both in our professional and personal lives. In work the following are considered groups: our department, our team, a project group and the company as a whole. Within our personal lives we can be a part of gym groups, exercises groups, reading club books, cooking class groups and so on. To be a part of a group is to be a part of a smaller society. The dynamics in the group can and cannot work. There are a few models of group work. One model being Bruce Tuckman’s ‘Stages of Group Development’, Tuckman (1965). Tuckman devised a model made up of 4 main phases. These phases are; ‘Forming-Storming-Norming-Performing’.  Theses phases are explained below: 

Figure 2, Tuckman’s (1965) Stages of Group Development


There is also an extra stage known as ‘Adjourning’. This is the end stage of the group; find it hard to leave strong relationships, uncertain about future. All of these stages, according to Tuckman, are inevitable and necessary in order for a group dynamic to work together to overcome challenges and tasks and more importantly, to thrive. The 5th and finally stage, ‘Adjourning’ was devised by Tuckman and Jensen (1977), is the ending of the stage of the group and feel uncertain about the future. Group dynamics can and do break down for a number of reasons such as lack of communication, lack of respect, time restraints and clashes of personalities.  Whilst these are reasons for break downs within groups, there are resolutions that can reverse these conflicts.  
Another model of group dynamics and how it works is Edwards De Bono’s (1985) ‘6 Thinking Hats’. It is a tool for group discussion and individual thinking involving 6 different coloured hats.  The hats can be used in both group meetings or individually. 6 different coloured hats represent 6 different ways of thinking and are encouraged to be used to see things from different perspectives. They consist of Process, Creativity, Facts, Benefits, Feelings and Cautions.  The 6 hats are explained in detail below:

[image: Image result for 6 THINKING HATS DE BONO]
Figure 3, Edward De Bono’s 6 Thinking Hats

My style of handling conflict according to Thomas Kilmans Conflict Mode Instrument’s Questionnaire (1974) is compromising. The uses of this style of conflict resolution are:
· When goals are moderately important, but not worth the effort or potential disruption of more assertive modes.
· When two opponents with equal power are strongly committed to mutually exclusive goals-are in labour-management bargaining.
· To achieve temporary settlements to complex issues.
· To arrive at expedient solutions under time pressures.
· As a backup mode when collaborations or competition fails to be successful. 
Compromising is a useful tool in conflict handling, especially within HR where all members of staff from Directors, Hiring Managers and floor staff are our clients. When disputes or disciplinary’s take place the HR member of staff can act as a “go between” or mediator therefore compromising is an important tool within HR. An example of when compromising was used a conflict handling tool, was when a member of staff came to HR with a complaint about their current manager and shift pattern. HR and the employee came to a compromise that we would keep him on the same shift pattern due to business needs however have him reporting to another manager. When we caught up with him a few weeks later, he advised that he was a lot happier due to the new manager move and was more than happy to stay on his current shift. 
Form of conflict resolution is Active Listening. Active listening is a technique used in counselling and a form of conflict resolution. It involves listening not only with your ears but body. Positioning your body to face the personal talking, whilst taking on open body language, listening, understanding and confirming what they are saying are all traits of active listening. Active listening has been used in things from elementary school disputes to Hostage negotiations. It is a vital tool in showing people that you are listening. Whilst undertaking my project Active Listening was used when attending consultations on redundancies and pay cuts. Many members of staff were understandably irate and feelings were high.  By using Active Listening the employees felt that the HR team were listening to them and taking all of their concerns and feelings on-board (Mind Tools, 2018).

Activity 3: Project Management, Problem Solving, Influence, Persuading and Negotiating.
Successful projects should follow the following basic steps (Johns and Perkins, 2016 p.79):
· Initiation
· Planning and design
· Execution
· Monitoring and Controlling
· Completion
 The project I had been working on is the staff survey. The staff survey was compiled and sent out at a time when major changes were happening within the business, staff saw cuts in hours and redundancies were being made. Within the company there was over 800 staff members placed at 7 different sites. Some staff had computer access so could access the staff survey online and those that did not got given paper copies. Our stance in HR was to target our members of staff when the morale was low in order to gain real, non-censored responses thus allowing the monitoring of change and improvement easier when re-conducting the staff survey 12 months later. The main objective set within this project was to obtain over 50% response rates from employees, topping the previous surveys response of 30%. Prior to the staff surveys being sent out I organised and participated in face to face Q and A’s, both in departmental and individually. The deliverables for this project was not only to produce the initial staff survey but to produce a report of the findings in order to deliver them to the GM and the Unions. Once the results were collected and collated, changes could then be put in place throughout the organisations. The results were evaluated using such methods as Pivot tables and graph analysis. The timeline from start to finish was 12 months. This was from the start whereby questionnaire questions needed to be agreed upon to collecting and collating the data and presenting it to the General Manager, board and Unions. Once questions were agreed they were taking the design board. Fortnightly meetings were arranged between myself, IT and Design and Hiring Mangers to keep them abreast of the process and to discuss any problems occurred through the process. To confirm, IT and Design were responsible for the production and visuals of the survey whilst HR were responsible for the context and wording of the questions. Due to the staff survey being sent out at a time of high emotion and redundancies, it was taken on board that answering questions based on the staff’s current experience of the museum may leave them with feelings of upset, anger and so on. As part of the risk assessments it was my role to arrange sessions such as Yoga, Mindfulness and arranging staff from the mental health charity MIND to come and conduct sessions on how to deal with stress and anxiety.  The results from the survey were then published on Wales Online (2014).

Whilst undertaking my project the HR department foresaw the need to communicate regularly with other departments alongside The Unions in order to prevent arising issues. This was due to the timing of the staff survey being sent out and the coinciding redundancies and pay cuts. It was therefore my role to set up weekly meetings for HR to discuss potential problems. And further meetings with the Unions to ensure they were kept updated on all the changes and consultation outcomes. Below is a screenshot from the weekly calendar invites;
[image: ][image: ]
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Figure 4, Calendar Invites


Persuading- The hiring managers required some persuading when it came to the time period in which HR wanted to send out the survey for the above project. The managers required persuading on the benefits of capturing data at such a highly tensed time. With 45 heads of departments throughout the organisation- meetings were arranged whereby HR would sit in and start the process of persuading, negotiating and influencing. 
Negotiating- During my HR career there have been times when Hiring Managers have wanted to instantly end an employee’s contract due to clash of personalities and so forth.  I have therefore been involved in negotiating time frames in order for the HM and HR to monitor said employee’s progress. The end result of this negotiating was that it allowed the employee time to settle into the role and deliver the results therefore resulting in the building of a strong ongoing relationship with the manager. The manager then trusted my advice and guidance going forward. 
Influencing- Throughout the years I have been informed I have been an influencer even when not being consciously aware of doing so. To influence is to have an effect on the character, behaviour or development on someone or something (Oxford Dictionary, 2018). During my time working career I have studied a Criminology degree part time, during that period 2 of my work colleagues informed me that I influenced them to take up part-time studying to further develop their careers.

Activity 4: Self-Assessment, PDPs & Reflection
 Below is the self-assessment I undertook on the CIPD Map. The map aims to identify areas and behaviours in which I am lacking and can develop for the future. The results in the darkest colours are where I am exceeding whilst the lightest colour is my developmental areas. 
[image: C:\Users\Caru\Desktop\CIPD\Capture.My CPD Results.PNG]
Figure 5, My Assessment Results



My current role is as Internal Recruitment Co-ordinator in one of the largest Steel producers in Europe. I work alongside Hiring Managers to draft adverts and candidates who apply. My role within recruitment is rather widespread as I liaise with other departments within the company such as HR, IT, Shared Services, Finance and Procurement. Given my current employment in internal recruitment, and by taking the assessment on the map, I would place myself in the professional area of Resourcing and Talent Planning and within Band 1. Despite working a few years under the umbrella theme of HR and Recruitment, I do feel as though I am just starting out in my HR career.  It is my goal to be working as an HR Assistant within the coming 12months therefore rising to a band 2. 
From the map I have identified the 3 following areas that I could improve on. These being: Employee relations, Resource and Talent Planning and Driven to Deliver. I have chosen the below three as they are related to my area of work and will widen my knowledge whilst continuously improving my skills and cementing my role within HR.  
Employee Relations- My action plan for this area is to immerse myself with more of our on-site employees. Within the Steel works we have many different areas and sites, it is my continual goal to familiarise myself with more business areas and being seen around site. By being seen, this allows employees to ask recruitment queries face to face rather than having to have access to a phone or email, both of which are difficult when you are working outside on a steel plant. To be seconded to work on plant would allow me access to all level of employees and really hear what they have to say. 
[image: https://screenshotscdn.firefoxusercontent.com/images/38891482-6d4f-4a1b-9d8e-7ada54962e07.png]
Figure 6 Employee Relations- The CPD Map

Resource and Talent Planning- I can improve in this area by searching for more advanced skillsets when searching for external candidates to join our organisation. Being fully aware of the company’s needs and niches would be of great value to not only the company but as my role in recruitment. One of the ways that this can be done is by spending more time with hiring managers and heads of departments to understand their needs and knowledge. To shadow my colleagues whilst they conduct their talent research would allow me to understand what they are looking for and how they go about finding the right candidates. 
[image: https://screenshotscdn.firefoxusercontent.com/images/56deb28e-e1f3-4fe7-b552-66397b59728f.png]
Figure 7 Resourcing and Talent Planning, The CPD Map

Driven to Deliver- This area can be improved by pre-planning. By my drawing up detailed plans prior to implementation of new ideas allows me and my colleague’s time for contingency planning. It also allows clear, straightforward goals and aims with a consistent drive behind it. A possible training course on pre-planning would be useful to help me learn what needs to be put in place prior to undertaking a project.
[image: https://screenshotscdn.firefoxusercontent.com/images/4f3f3f4e-d9cb-4174-93c1-bc6c9fd6bb65.png]
Figure 8 Driven to Deliver, the CPD Map


	Types of Learning Styles
	Advantage
	Disadvantage

	Seconded to other parts of organisation
	Being seconded allows you to work alongside colleagues you would not normally have the opportunity of doing so. You get to learn their different skill sets and how their part of the company works.
	It is not guaranteed that the colleagues you will end up working aside shall be behaving as usual. They may well indeed “be on their best behaviour” or not discuss how they really feel about issues as they may feel I have been positioned there to spy on them or something along those lines. 

	Shadowing Colleagues

	Shadowing colleagues can be classed as on the job training. You get to see how your colleagues not only do their day to day roles but how they react to ad hoc queries too.
	Whilst shadowing colleagues, it is possible and common to pick up on their bad habits. Someone who has been doing the role for 15+ years may not take on board new, easier and quicker processes because they are set in their ways of doing things. 

	Training Courses 

	By undertaking the Honey & Mumford (1986) Learning Style Questionnaire, it resulted in my learning style as being a Pragmatist.  A training course may suit me as “They are the sort of people who return from management courses brimming with new ideas”
	A disadvantage is that most training courses are set in classrooms, therefore may not transfer into the working environment. Training courses tend to also be more theory than practical so may be lost in translation. 


Figure 9, Advantages and Disadvantages of Learning Styles


Please see my Appendix for evidence of my Personal Development Plan which shall include the following:
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


Word Count
2767

[bookmark: _GoBack]References 
CIPD (2018), ‘My CPD Map’ (Online) Available at  https://www.cipd.co.uk/ Accessed on 5 November 2018
CIPD (2018), ‘My CPD Map’ (Online) Available at http://mycpdmap.cipd.co.uk/results Accessed on 6 November 2018
English Oxford Living Dictionaries (Online) Available at https://en.oxforddictionaries.com/definition/group Accessed 7 November 2018
English Oxford Living Dictionaries (Online) Available at https://en.oxforddictionaries.com/definition/influence Accessed 7 November 2018
Johns, E. and Perkins, G. (2016) “Developing Professional Practice”, in Taylor, S and Woodham’s, C. (ed) Studying Human Resource Management. London: The Chartered Institute for Personnel and Development.
Mind Tools (2018) Communication Skills/ Communicating in Person/Active Listening (Online) Available at https://www.mindtools.com/CommSkll/ActiveListening.htm  Accessed on 6 November 2018
Mind Tools (2018) Decision Making/Improving Decision Making/Six Thinking Hats (Online) Available at https://www.mindtools.com/pages/article/newTED_07.htm Accessed on 7 November 2018
Mind Tools (2018) Team Member/Improving Team Effectiveness/Forming, Storming, Norming and Performing Video (Online) Available at https://www.mindtools.com/pages/videos/fsnp.htm  Accessed on 10 November 2018
Wales Online (2015), News, Wales News, National Museum Wales ‘National Museum Wales staff survey reveals lack of confidence in directors’ decisions’ (Online) Available at https://www.walesonline.co.uk/news/wales-news/national-museum-wales-staff-survey-9440304 Accessed on 5 November 2018








Forming


 Range of emotions experienced as people start to get to know each other in a group. 


Storming	


Conflict, struggle for power push boundaries set up in the forming stage. 


Norming


People come together- resolve differences, roles taking up, see the goal move towards it. 


Performing


Adjourning


Achieving the goal, team working smoothly, no friction. 


End stage of the group, find it hard to leave strong relationships, uncertain about future
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