
Qualification: CIPD Diploma in Applied Human Resources

Module Name: CIPD level 5

Developing Professional Practice in Human Resources 
Activity 2

Word Count: 1039







Student Name: Claire Chambers
Student Number: 1905427	
CIPD Membership Number: 46918138



By signing below, I confirm that the work/evidence presented is my own, unaided work. I understand the regulations pertaining to candidate malpractice and the action that may be taken as a result.

Signed: 
Date: 



Executive Summary

This report provides an overview of the profession map outlined by the Chartered institute of Personal Development, how the map is constructed with areas of the HR, bands which enable to transition and develop underpinned with behaviours.
The term professional is described with various statements that define what it is to be professional and what behaviours HR professional attribute to enable them to work in organisations.
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Introduction
In this written report I will outline how the CIPD HR professional areas and bands define the HR profession and why the behaviors are essential to being an effective HR professional.



CIPD Professional Map
The profession map defined by CIPD in collaboration with HR professionals, both specialists and generalists from around the world working across the private sector, public and third sectors sets the professional benchmark for the HR professions by focusing on both the knowledge and behaviours required. Having changed from the profession map launched in 2013, the new profession map recognises that ways of working and priorities have emerged as roles have changed and diversified and with them the role of the people profession has changed. For the purpose of this activity the report will focus on the professional areas and bands set out in the previous professional map from 2013, this sets out standards for HR professionals around the world.
The architecture of the Profession Map consists of 10 professional areas, 8 behaviours and 4 bands
Professional areas 
Describes what you need to do (activities) and what you need to know for each area of the HR profession at four bands of professional competence. 

Behaviours 
Describes the behaviours and HR professional needs to carry out their activities. Each behaviour is described across four bands of professional competence. 

Bands and transitions 
The bands in the profession map describes the four bands of professional competence within the HR profession and the transition challenges faced when moving from one band to the next. I also interpret the bands to the level within the oganisation, Band 1 being your fundamental basics, as you transition through the bands the more senior the role and how their contribution and success is measured.


	Professional Areas
	Behaviours

	1. Insights, strategy and solutions
2. Leading HR
3. Organisation design 
4. Organisation development 
5. Resourcing and talent planning
6. Learning and development
7. Performance and reward 
8. Employee engagement 
9. Employee relations
10. Service delivery and information
	1. Curious 
2. Decisive thinker
3. Skilled influencer 
4. Personally credible 
5. Collaborative
6. Driven to deliver 
7. Courage to challenge
8. Role model


	
	



The map sets the standards for HR professions, Lester (Lester, 2010, p2) argues that a professional doesn’t not need to be member of a defined association.  From this a profession can be distinguished from 3 main characteristics:

1.  Is based on a body of knowledge (usually theory, knowledge and practice) that can be taught and learned
2.  Its practitioners possess appropriate expertise to which they apply their knowledge and judgement
3.  Is underpinned by a code of conduct.

Louisa Baczor (2015) describes that being a professional is not just about demonstrating expertise and skills, but knowing how and when to apply that knowledge. 

Elson (Elson, 1975, pg177) states that a distinguishing characteristic of any profession is that it has ethic.  It involves continuing up to date competence and knowledge and standards of behavior and performance.

The behaviours set out in the profession map, reinforce the requirements for HR professional in how to carry out their day to day activities, as Woodham & Taylor (Woodham & Taylor, 2016, pg68) state historically the HR function played a role that was more administrative than it is today.  Today there is more focus on HR to ‘add value’ either individually, (commercially and strategically) or through the HR functional areas ensuring employees are engaged and motivated throughout the employee cycle in turn delivering and adding value. Enabling and encouraging each employee to maximise their personal contribution, through application of Infrastructure factors (hygiene) and Differentiators (motivators). 

As described by Woodham and Taylor (Woodham & Taylor, 2016, pg70) adding value can be divided into 4 activities:
· Maintenenance 
· Crisis prevention
· Continuous improvement 
· Change management

With Continuous improvement and change management adding more value than maintenance and crisis prevention, the emphasis and need for behaviours such as being skilled influencers to gain commitment to change and less resistance is more importance.  As so is the courage to challenge behaviour, it is in most cases when going through any change in an organization unless you can bring people along with you, resistance will be high making this use of this behavior crucial to success. 

According to CIPD (CIPD, 2012) there is more requirement for HR professionals to be ‘Business savvy’, with four elements, (1) understanding the business model in depth, you can argue that the curious, personally credible and the driven to deliver behavior support the requirements these by looking for innovative ways to add value, being commercial and HR expertise  bringing value to the organization and stakeholders and being resourceful to deliver the best results. (2) Generating insight through evidence and data, being a decisive thinker and having the courage to challenge, being able to understand and use information to make decisions and having the courage to ask questions if information is unclear.  (3) Connecting with curiosity, purpose and impact, again being curious, collaborative and working as a role model, leading by example, working with a range of people and collaborating at all levels.  Finally (4) leading with integrity, consideration and challenge, acting as a role model with being driven to deliver, the courage to challenge and being a skilled influencer to challenge the pursuit of organisations goals.

The behavours also support the requirement for HR professionals to be thinking performers, where the expectation to display behaviours and attitudes such as consciously seeing to contribute to underlying organization purpose reinforcing legal and compliance, diplomatically challenge the way things are done and to find solutions.  Having contact with customers and reacting to feedback, development performance and looking both internally and externally to learn new ideas, practices, ways of working that can be adopted into the organisation.  The behavours set out in the profession map underpin the requirements of HR professional to be more than administrative and be more partnership and collaborative at all levels, whether that is as a technical or a senior leader are essential to being an effective HR professional.



Summary & Conclusion
In summary the CIPD Profession Map identified the roles and behaviours of a HR Professional and can be used as a assessment for both an individual or a team, it is an enabler to understanding career paths and creating development plans and can contribute to a profession development plan.
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Executive Summary

This report provides an overview of theories that are associated with team and group working and the dynamics that are associated within teams.  
Outlined are the different types of roles that comprise within teams through models widely known such as Belbin and understanding the stages that teams may go through to become effective and normalised such as Tuckman.
Understanding what is meant by organisation politics is described and how the effect of politics within an organisation can have impact and the issues surrounding teams such conflict resolution and communication have on team performance and to organisation objectives and productivity.
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[bookmark: Introduction]Introduction
In this activity I outline the concepts of group and team dynamics, political behaviour in organisations and how it can impact on organization objectives


Team and group working is part of every organisation day to day life and effective team working is important to achieve organisation objectives.  Greenberg and Baron (Greenberg and Baron, 1997, p270) states that teams can be defined as ‘a group whose members have complementary skills and are committed to a common purpose or set of performance goals for which they hold themselves accountable’.  Watson (Watson, 2014, p210) summarises that both groups and teams have similarities in that they are formed from different members that ideally complement each other, perform different tasks and roles and they can contribute to organisational effectiveness.

Allcorn (Allcorn, 1985) identified 3 types of roles whilst working in groups: group task roles, group maintenance roles and self orientated roles.  When referring to team roles Belbin (Belbin, 2020) identified 9 roles that are clusters of behaviours  which party depend on their personality that contribute to high performing teams. There are 3 action / task oriented roles - Shaper, Implementer and Completer Finisher; 3 people oriented roles - Co-ordinator, Teamworker and Resource Investigator and 3 thinking roles - Plant, Monitor Evaluator and Specialist
Whilst Allcorn (Allcorn, 1985) states that the 3 groups are exclusive and each team should comprise of each role, Belbins team roles outlines that all roles are not required at the same time and individuals can play the part of different roles throughout various activities and situations during a teams existence.
As HR professionals we can be members of many different teams at the same time, working as part of the team and working with various stakeholders.  So as HR professional it is important to understand how teams are formed and also how teams are composed both skills and behaviours.
According to Mindtools Ltd (1996-2020) Bruce Tuckman first came up with the memorable phrase "forming, storming, norming, and performing" in his 1965 article, "Developmental Sequence in Small Groups." Where he used it to describe the path that most teams follow on their way to high performance.

	Stage
	Overview

	Forming
	Teams are new to one another, remain polite

	Storming
	Individuals push against boundaries, conflict between natural working styles leading to frustration

	Norming
	Resolution of differences, may ask for help and develop stronger commitment to the goals

	Performing
	No friction, stable team, achievement of goals



Maintaining relationship within team / group dynamics is critical to team cohesion where high performing teams are more likely to be productive.  Aranda et al (1998) identified three types of skills that enhance productivity, these being Problem solving, team interpretation skills and task problem solving skills.

Other issues that may impact productivity is conflict within teams, it is estimates that this can take up approximately 20% of a manager / team leader in resolving and has an impact on how focussed and how motivated individuals within team can be.  However conflict as stated by Watson (Watson, 2014, pg229) state that conflict can be used to create a cohesive team by using mechanisms to jointly identify the problem and find solutions.
Communication is a key to ensuring effective teams, (Pentland, 2012) argues that successful communication patterns contribute much to the achievement of a team.  As HR professional being able to communicate effectively and be comfortable engaging with others through various mechanism enables teams to be successful. Watson (Watson, 2014, pg 225)  depicts that that communication can be employed through, the process considers the source of communication, the methods we use to understand the message, the channel employed, the manner in which we decode the message and  the reflection of how a person receives.

Organisation politics as stated by Farnham (Farnham, 2015, p107) is the process of mobilising power within organisations where authoritative power rest with management who are agents of the owners.  Pettigrew (2002, pg45) suggest power is central to the strategy process because decisions about what strategy are always political.  Organisations politics are generated by structural cleavages, complexity and degree of uncertainty, salience of the issue, external pressures from stakeholders and history of past politics.  Harvard Business Review (2017) outline that organisation polities relates to activities associated with use of influence tactics to improve personal or organisational interest.  

To enable leaders to influence they must first understand the political landscape, this can help them feel comfortable with making political moves, the landscape consisting of political terrains being the weeds, the rocks, the high ground and the woods have different skills sets where the power is ‘informal or formal.

Taylor and Woodham (Taylor and Woodham, 2016, pg83) state that poor teamworking can lead to serious loses in both organisational productivity and individual motivation which is why it is critical to understand team dynamics.  

Summary
As leaders and HR professionals being aware of how teams are composed, the behaviours within them and the impact on performance can contribute to effective and high performing teams.  The selection of individuals for roles can be considered not only on skills but on behaviours, development plans both for individuals and teams can be created and the delivery and overall contribution to organisation goals achieved. As HR professional using the theory outlined throughout the report it is useful to reflect on our own behaviours, what role we play within a team and how we operate across hierarchies and other teams.
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