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[bookmark: _Toc498623009]Executive Summary

This report contains information analysed around what it is to be a HR professional.
I explore the means of what it is to be a ‘HR Professional’ and complete a self-assessment CPD Profession Map to see what stages and band I am currently at within the area of human resource. I also created a personal development plan which I will review at the end of the course in May 2018 and analyse my goals, what I have accomplished, or possibly re-evaluate the goals set but not accomplished. 
The report also contains theories used in HR including Honey and Mumford learning style questionnaire, Tuckman’s theory on group dynamics, Hurson’s production thinking model and more.


[bookmark: _Toc498623010]Activity 1
[bookmark: _Toc498623011]1.2 What is a HR Professional?
A HR Professional “consciously contributes to an organisation’s objectives and bringing about change by diplomatically challenging others” (Johns & Perkins, 2016). Johns & Perkins (2016) also discuss the importance of thinking critically within the workplace alongside developing effective presentation skills and managing difficult relationships. 
The leading body of professional development, CIPD (2017) suggest that being a member of the Chartered Institute of Personnel and Development improve career prospects and potential by allowing individuals to use the knowledge from continuing professional development and contributing to organisaiton success.
Although I am not currently employed in HR, I have seen HR in practice in previous employment at TUI Group and been involved in certain elements of HR including the merge of two practices within my current role as a Receptionist at Clydach Health Centre. 

[bookmark: _Toc498623012]1.2 Continuing Professional Development (CPD) Profession Map
HR professionals should ensure CPD is participated within their career as the wealth of information available and new information becoming available on a daily basis to these individuals can encourage learning and development in practice. 
The CPD cycle consists of 7 stages within the area of learning and development as seen in the diagram below:
[image: ]Diagram 1: The 7 stages of the CPD cycle (CIPD, The CPD Cycle, 2017)
CIPD, About CPD (2017) state they aren’t concerned with the amount of time spent focusing on learning and development including training courses, they focus on results from HR professionals.  Following the 7 staged cycle will allow individuals to understand weaknesses or areas that need developing and learn how to develop by putting strategies in place to improve on them. 
The CIPD Profesion Map is made up of four bands, eight behaviours and four bands of professional competence as seen in the snapshot diagram below.




Diagram 2: CIPD Profession Map (CIPD, The CIPD Profession Map, 2016)
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The professional areas describe what each individual professional needs to conduct activities and have the knowledge within a HR workplace.
I have identified myself as a band one due to the emerging knowledge and current situation of studying the CIPD level 5 HR management course in order to gain employment and explore a career down the HR route. Although I have little experience of HR in practice, I am keen to develop this and already identified myself to have some characteristics within band one including 1.7.1 “Help employees understand their role in change, the reason for it and the results that are expected” (CIPD, Bands and Transitions, 2017) with the practice undergoing a merge including a change of contract, working systems and services available.
[image: ]I chose to assess myself by participating in the CIPD profession map online assessment looking into three areas including; learning and development, curious and driven to deliver. To the right you will find a table containing my strengths, competencies and knowledge gap feedback collated upon completion of the online assessment.
Table 1: Collated results from my CPD Profession map online assessment

[bookmark: _Toc498623013]Activity 4
[bookmark: _Toc498623014]4.1 Self-Assessment Development Plan
Diagram 3: My Development Plan
[image: ]
[bookmark: _Toc498623015]4.2 Learning Style Questionnaires
Learning style questionnaires are commonly used in organisations to determine how an individual learns best. One of the most commonly used learning style questionnaires includes the Honey and Mumford. Based on David Kolb’s theory of particular individual learning styles developed in 1982  including; activist, theorist, pragmatist and reflector, Peter Honey and Alan Mumford created the ‘Honey and Mumford Learning Style Questionnaire’ giving employers the understanding of how each employee would benefit to learning and development within an organisation (Mobbs, 2017). 
Upon researching the (Honey & Mumford, 2003) learning style questionnaire, I thought to have displayed characteristics as being an ‘activist’ due to learning more through doing rather than classroom learning however, upon completion, I discovered I am a ‘reflector’ “by observing and thinking about what happened. They may avoid leaping in and prefer to watch from the side-lines.  Prefer to stand back and view experiences from a number of different perspectives, collecting data and taking the time to work towards an appropriate conclusion” (Honey & Mumford, 2003).
Below you will find a table created in order to evaluate the advantages and disadvantages of my preferred learning methods.




Table 2: Evaluation of three learning methods
[image: ]
The three learning methods above are how I would benefit from learning and development in an organisation. Understanding my preferred learning style and methods will allow me to gain the most knowledge in the most time effective manner and enable me to continue professional development in my career. I will ensure to use these methods of learning and learning style when working towards achieving my targets set in my development plan as seen in diagram 3.

[bookmark: _Toc498623016]Activity 2
[bookmark: _Toc498623017]2.1 Group Dynamics
[image: http://www.scholarslab.org/wp-content/uploads/2013/10/tuckman-model.jpg]Group performance and dynamics can be affected by the different learning styles, personalities and approaches each individual has. Bruce Tuckman created a model in 1965 commonly known as ‘Tuckman’s Theory’ later refining the model by adding a fifth stage in 1975. The theory consists of four stages; forming, storming, norming, performing all of which relate to a groups development. (Chapman, 2013)
Diagram 4: Tuckman’s Theory (Tripodi, 2013)
Different personalities and goals within a group can cause a variation of dynamics and cause some team members to clash which can be demotivation for the whole team. This would be considered as the storming stage and would need managers input for conflict resolution.

[bookmark: _Toc498623018]2.2 Conflict Resolution
Conflict within an organisation and team can be caused by numerous reasons as seen below;
· Misunderstandings or lack of information
· Changes in the workplace
· Actions taken by a supervisor
· Evaluation of work performance
· Personal situations that affect work performance (University of California, 2016). 
It is important for HR professionals to deal with conflict in a calm and professional manner. CIPD conducted a survey with employers which confirmed conflict within a workplace has significantly increased in the recession. Nearly half of the survey participants said they use mediation when conflict arises in the organisation (CIPD, Conflict Management Survey, 2011). 
One tool commonly used by mediators in HR is the Thomas-Kilmann Conflict Mode Instrument (TKI). It is designed to measure a person's behavior in conflict situations and assesses typical individual’s behavior which can help professionals deal with conflict in the workplace (Thomas & Kilmann, 2015). 

[bookmark: _Toc498623019]2.2.1 Active Listening
Active listening is important for professionals as it allows them to effectively understand what message the individual is trying to get across. There are several techniques used by HR professionals to actively listen to an individual’s relayed message including;
· Make eye contact
· Avoid Distracting Actions or Gestures
· Paraphrase
· Avoid interrupting the speaker
· Don’t over-talk
· Exhibit Affirmative Nods and Appropriate Facial Expressions (HR, 2017).
Due to the GP practice merging with another practice in January 2018, all staff have been involved in a lot of meetings recently. We recently informed patients about the merge and upon reading the letter sent out to patients from the local health board, we realised several mistakes and staff had many misinterpretations of what changes would be put in place one including the facility to order prescriptions online. Several members of staff picked up on that it could be misread and misunderstood that you could only order prescriptions online as of January 2018. Along with several other issues raised, a meeting was held by the practice manager where he spoke and listened to all employees issues and clarified any concern or confusion in order to supply patients with the correct information if approached reception staff with. 

[bookmark: _Toc498623020]Activity 3
[bookmark: _Toc498623021]3.1 Project Management
“Project management is chiefly associated with planning and managing change in an organisation” (Balls, 2017). It is crucial for HR professionals as they would need to form and analyse a plan for the objectives, outputs, outcomes and benefits.
There are four key stages to project management in an organisation as seen in the diagram below.
[image: Image result for stages of project management]Diagram 5: Project management stages (Associates)








It is important for HR professionals to be willing to adapt to change as businesses are continuously developing and expanding. Clydach health centre is currently undergoing a structural change where two practices will merge becoming a ‘super practice’ in order to deal with rising rates of GP retirement and patient demand. I have been involved in a small area of the merge where a communication method had to be introduced to ensure information was successfully delivered across both sites at the same time. The only way of communicating change or updates was through word of mouth and not always was the message passed onto all staff due to different working stations and patterns. The only quick and cost effective way this would have been accomplished was online. As all NHS staff are set up with emails upon induction, it seemed reasonable and the most cost effective way to introduce mass communication through work emails. Although this seems simple, the majority of reception and back office staff working at both practices have been employees there for 15+ years and introducing change can seem daunting. Many were reluctant to the change however, the emails have been trialled to deliver briefs regarding the merge and staff are warming to the idea due to them having a record of the information to look back at, and fewer mistakes will be made as all staff conduct day to day activities using a computer so have easy access to this information. 

[bookmark: _Toc498623022]3.2 Problem Solving
The implementation of a new communication method at Clydach health centre arose from a problem being identified and the need to resolve it. Not only was it implemented due to a restructure in the organisation, but mistakes were being made on a daily basis due to a lack of a solid communication method where staff could refer back to information that was delivered to them. 
Staff have different working patterns, stations, and information would get delivered from managers to administrators/receptionists by mouth and not as a whole team. This caused major demotivation and frustration within the teams as staff would often relay the incorrect information to patients for example, there is a physiotherapist at the practice every Tuesday and Thursday, a patient presented at reception on a Wednesday saying they had an appointment with the physio but this particular employee immediately said they weren’t here on that day. The patient was frustrated as he thought he had been told the wrong information when it was a member of staff that hadn’t been informed in the change of service. This was conflict that could easily have been avoided if there had been a solid communication ground like, emails. 
[image: Image result for hursons model]A commonly used theory in HR is Hurson’s Productive Thinking Model. The elements to the model are found in diagram 6 and can be used to re-evaluate a situation if a problem arises or prior to project enforcement.
Diagram 6: Hurson’s Productive Thinking Model (Hurson, 2007)

[bookmark: _Toc498623023]3.3 Negotiating, Persuading and Influencing
These are all skills required as a HR professional in order to conduct day to day activities as well as manage projects.  Associates C.  (2014) suggests that “influencing others to achieve your goal or objective, reaching an agreement, bargaining, persuading, gaining an advantage, getting what you want from a given situation” is what can be gained through using these skills. The project did involve some negotiation and persuasion due to the staff members being relatively comfortable with the way they work and reluctant to change however, by influencing and encouraging them to change, they developed the understanding that there was a positive outcome including fewer errors which can be avoided.

[bookmark: _Toc498623024]Activity 4
[bookmark: _Toc498623025]4.3 Reflective Practice
[image: ]It is important for businesses to continue evaluation and reflective practice, not only at the beginning or end of a project, but also throughout. Evaluating throughout projects can be done by using the SWOT analysis tool invented by Albert Humphrey used to identify why corporate planning had failed (Morrison, 2016), or as seen in diagram 3 below:
Diagram 7: Gibbs reflective cycle (Gibbs, 1998)
Gibbs (1998) model allows HR professionals to create a critical analysis of day to day activities or projects in order to move forward. It allows professionals to learn from experiences that often occur and can give them the knowledge to prevent this. It allows them to identify where change is needed and implement new policies, structures or minor adjustments to the workplace.
Reflective practice will enable HR professionals to continuously evaluate organisation tasks and projects improving problem solving skills alongside the continued professional development. 
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DELIVER

Completing this area of assessment indicated
that my knowledge and skills in this area are
emerging. This usually applies to someone who
has just started out in HR or has not yet had
much exposure to Learning and Development at
this level.

o Being open to trying new ideas, even if
they're not always successful

o Being inquisitive: looking below the
surface to understand the causes of
problems

e Keeping track of own progress,
completing work to deadlines or
informing others when targets can’t be
met

o Consistently delivering what is expected,
meeting or exceeding agreed standards

e Demonstrating a desire to take action
and deliver

Maintaining accurate records of training
and learning, making use of appropriate
technology (eg, personal development
plans, delegates for training events)

Supporting the delivery of learning and
training events and programmes (g,
joining instructions, training materials,
evaluation)

Finding out about the connections
between wider organisational issues and
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Analysing information and testing out
ideas with others

Identifying the steps to achieve agreed
tasks and objectives in the immediate
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NAME: Corinne Sloley
COVERING THE September 2017 — May 2018
PERIOD FROM:

Planned outcome

What do | want/need to learn?

To graduate the Level 5
Intermediate Certificate in HR
Management with a pass grade.
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Improve my knowledge on HR in
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Achieve employment within a HR
department

What will | do to achieve this?

Ensure | continue developing my
skills and knowledge by completing
assignments to the best of my
abilty.

Ensure | am actively improving my.
knowiedge of HR through attending
CIPD events.

Develop more of an understanding
of HR in practice in order to put
theories into practice and gain
workplace experience for future.
‘employment.

Ensure | have gained the relevant
knowledge and skils nesded to
begin employment in HR.

Development plan

MEMBERSHIP 48698866
NUMBER:
T0: Julie Thomas

What resources or support will I need?

1 will use resources such as books and
online forums/factsheets to improve HR
knowledge and ask lecturers for advice
where needed.

Monitor CIPD and ‘Eventbrite’ for any
upcoming relevant events

Negotiate and discuss with the practice:
manager at the health centre to allow
me to have an insight in some HR.
projects in the upcoming merge of 2
practices in January 2018.

Using knowledge from the CIPD level 5
qualiication, CIPD events, and
experience through observation of HR
in practice at my current workslace.

What will my success criteria be?

In order to graduate from the course,
1will need to pass al assignments by
May 2017.

To have attended at least 2 CIPD
events by April 2017.

Observe and participate in HR.
projects within the health centre
mainly during the merge in January
2018 but also throughout the year.

To pass all assignments, gained
workplace experience of HR, and
have attended a minimum of 2 CIPD
events by May 2018,

Target dates for review and
completion

May 2018,

April 2018,

March 2018,

May 2015,
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Identify: Understand where you've come from, where you are and where you want to be.

Plan: Plan how you can get to where you want to be, with clear outcomes and milestone to track progress.
Act: Act upon your plan, and be open to learning experiences.

Reflect: Make the most of your day-to-day learning by routinely reflecting upon experience.

Apply: Create opportunities where you can translate theory into practice and put your learning to work.

Share: Share your learning in communities of practice to generate greater insight and benefit from the support of your
community.

Impact: Measure the overall impact your learning has had on the work you do.
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