Activity 2
Introduction
This report describes the CIPD 2013 Profession Map, the professional areas and competency bands that define the HR profession. It considers what it means to be a HR professional and the essential behaviours to being an effective HR professional.

The CIPD 2013 Profession Map
The 2013 Professional Map (hereafter referred to as ‘the Map’) sets out the knowledge and behaviours required for the HR profession. It encompasses 10 professional specialisms (CIPD, p8) that are the responsibility of all HR employees from practitioners through to strategists.
Figure 1 – CIPD 2013 Profession Map
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To adapt to changes in the profession, a refresh of the 2013 Profession Map, The new Profession Map has been launched. The new map provides a tool for HR professionals to focus on their continuing professional development. CIPD advocate the continued use of the 2013 Profession Map for individuals who are studying with them.
Barker (2010) defines ‘professions’ as ‘categories of people from whom we seek advice and services because they have knowledge and skills that we do not’. That said then, HR professionals are specialists in their field, to whom others defer to for advice on HR matters. Taylor and Woodhams (2016, p75) suggest that a profession is often overseen by a Professional Body of practicing members and is underpinned by a Code of Conduct, which outlines expected ethical behaviours. The CIPD (2020) act as the Governing Body for the HR profession and has a Code of Professional Conduct that it expects all its’ members to observe.
The first two professional areas defined in the Map are core to the profession, in that they apply to all HR functions:
· Insights, Strategy and Solutions means learning about your organisation in detail, its’ aim, purpose and values, and to using this knowledge to identify and develop ideas that contribute to the delivery of its strategy. 
· Leading HR means demonstrating confidence and leadership, both in your own conduct and contribution and in supporting others to achieve their potential, using HR to positively influence the culture of the organisation.
The remaining professional areas are specialist functions that the HR profession use to discharge business and should be considered alongside the core areas.
· Organisation design is about ensuring that the organisation has the right people, in the right place at the right time.
· Organisation development means aligning strategy, workforce capability and processes to deliver objectives.
· Resourcing and talent planning means taking a strategic approach to recruitment and talent management.
· Learning and development is about developing sustained capability and knowledge for both individuals and the organisation.
· Performance and reward looks at designing and embedding a system that recognises and rewards performance and behaviours.
· Employee engagement focuses on fostering commitment and motivation from the workforce, actively engaging with employees and customers.
· Employee relations ensures a positive relationship with employees, treating individuals fairly and consistently.
· Service delivery and information is about fostering positive relationships with employees and supporting operational teams through the provision of specialist advice.
The four bands of competence define the levels of competence expected across each professional area. 
· One - generally administrative or ‘essential’ tasks;
· Two – acts in an advisory role, managing issues and problem-solving;
· Three – may lead a professional area, understands and addresses organisational level issues and considers the longer-term impact.
· Four – leads the organisation, instrumental in developing strategy and tackling challenging issues. 
This provides a framework for HR professions to design and develop their organisation’s capability. It is also a tool for individuals to use to identify their own development needs and provides a structure to map out the actions required to transition to the next level. 
The Map also sets out 8 behaviours that it expects all HR professionals to display; again, defined across the four bands of professional competence (see Figure 1). 
According to Taylor and Woodham (2016, p68) the HR profession is changing, shifting from a traditional administrative function to one that focuses on optimising the contribution that employees make to organisational success. Leadership behaviours are critical to employee motivation and, if right, will lead to better performance. 
Change management activities are often required for an organisation to deliver its’ strategy. Perkins (2019) suggests that influencers can ‘engage others, demonstrate the benefits of change and get people on board with organisational objectives’. Key to building trust amongst employees is credibility; HR professionals are often seen as being enforcers of policy rather than enablers of change or transformation. Roffey Park Institute (2014) outline the importance of HR professionals using “the ‘soft skills’ of influencing, interpersonal relationships, self-awareness, self-expression and presence”. 
HR professions need to work collaboratively; having a common goal and encouraging problem-solving will help to instil a sense of unity and empowerment amongst employees and lead to a sense of ownership of a problem or issue. 
HR professionals have a role in both being creative in their own thinking and using their influence to encourage employees to look at things differently and to find innovative ways to problem-solve. Gino (2018) suggests that many important breakthroughs and developments over the course of history have been as a result of curious thinking.
Problem-solving and analytical skills go hand-in-hand. HR professions need to be decisive thinkers, using data and information to identify solutions and back-up decisions. 
CIPD research on Transformational Change (2015, p25), identifies that in order to translate the organisation’s strategy into reality, managers should have the courage to challenge ‘behaviours and actions that are not vision-consistent’. Challenge needs to appropriate and respectful and delivered with self-assurance to instil confidence in others.
The CIPD Profession Map defines individuals who are driven to deliver as being determined and resourceful and who show purpose. It is essential that HR professionals believe that things can be achieved and are focused and motivated to deliver outcomes. 
Ultimately, HR professions should lead by example and demonstrate behaviours that align with the organisation’s values. As described by Melkonian in her article in People Management (2020), in these times of uncertainty, being a role model is more important now than it’s ever been.
Conclusion
The CIPD 2013 Profession Map sets out the key professional areas and competencies that define the HR profession. It also describes the essential behaviours to being an effective HR professional, behaviours that are not mutually exclusive but describe the critical factors of success for HR professionals.

The Map is a tool to help HR Professionals their own professional development. It is also a key resource for organisations to understand and develop their HR capability and to use this as an enabler to excellent performance and effective delivery of strategy.
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Introduction
This report looks at the concept of team dynamics and the fundamental characteristics of an effective team. It looks at conflict and political behaviour in organisations and how this can have both a positive and a negative impact.

Work teams
Work teams are a group of people that work together to achieve a shared goal (Watson, 2014, p210) and that, significantly, are accountable as a group for their delivery. This is different to work groups, who are individuals working to a shared goal but with each working to their own remit and whom are individually accountable for their delivery.

Work teams will share information, problem-solve and plan their contribution together; in a care setting this could be a multi-disciplinary clinical team, responsible for an episode of patient care working collectively to ensure the best possible outcome for the patient.

Team dynamics
As described by Myers (Team Technology, 2013) team dynamics are the factors, such as values, beliefs and emotional needs that drive behaviour. Team dynamics can influence performance; positive team dynamics facilitate trust and collaborative working, whereas negative dynamics can cause conflict and lead to a demoralised team.

Considerable research has been done on defining the characteristics of an effective team. Pentland (cited by Watson, 2014, p224) suggests that communication is more of a factor in determining team success than the contributions of individual team members. This is backed up by research commissioned by Google (re:Work, 2015), which concluded that a cohesive team is not about who is on the team, but more about team interaction. 

In a TED lecture, Edmonson (2018) talks about ‘psychological safety’ as a key factor in successful teams. That is, creating an environment in which team members feel able to challenge, make decisions and take risks without fear of rebuttal or reprisal.

The CIPD discuss diversity within a team in their podcast ‘Building the best team’ (2014). In this podcast, the speakers suggest that having people with different skill-sets and points of view on a team will provide challenge and enhance thinking. Forsyth (cited in Taylor and Woodhams, 2016, p84) identifies that differing interests and priorities amongst a team has the potential to cause conflict and that the manager’s role in helping the team to understand their differences and to facilitate resolution is critical to avoid conflict. 

Developing an effective team
It’s clear that building a successful team does not come without challenge. Tuckman’s 5-stage model (cited in Watson 2014, p215) describes the developmental stages of forming a team as forming, storming, norming, performing and adjourning. Tuckman’s model describes an end-to-end process, looking at the behaviours of teams at each stage from the initial uncertainty of members, potential conflict and resolution through to a fully functioning, collaborative team.

Belbin (2010) identified nine types of team roles and categorised these into task-related, team-related and individual or thinking roles. Belbin identifies both strengths and weaknesses in the behaviours of each team role although recognises that successful teams need to include a combination of roles. Furthermore, different team roles are necessary at different stages of team development. Belbin (2010, p157-180) identifies a number of case studies where the Team Model has been used successfully in organisations to help understand team differences, ultimately leading to improved effectiveness. In their article for Training Journal (2014), Miller highlights how managers can use the Belbin Team Role model to recognise when how they can adapt their management style to progress through each stage of Tuckman’s team development model.

HR professionals play a key role in promoting teamwork and helping leaders to understand the factors that influence team effectiveness and in encouraging; for example, supporting recruitment to a team, team-building activities or building incentive and reward systems to recognise good team performance.

Political behaviour in teams
Given the different types of team roles and behaviours, it is inevitable that there will be conflict and political behaviour within a team. 

Rodgers (2008) refers to conversations that take place outside of formal structures as ‘informal coalitions’. Rodgers states that research into change management shows that less than a third of organisations do not deliver the anticipated outcomes as managers fail to recognise and manage internal politics.

Harvard Business Review (2017) categorise political behaviour into four domains: the weeds, the rocks; the high ground; and the woods. These domains are defined by whether political activity takes place at an individual or organisational level and whether the source of power is formal or informal. Behaviour within each domain can be positive or negative. Leaders must understand the political landscape and associated characteristics of each domain and adapt their leadership style accordingly to manage behaviours.

Politics in the workplace is often perceived as negative; unsurprising, given that it refers to the use of influence as a means to achieving a personal or organisational goal (Harvard Business Review, 2017) and is often considered as the behaviour of those in powerful positions or with particular business interests. 

However, conflict can be positive and, managed appropriately, can encourage team members to think differently, bringing new perspectives and solutions. Rather than avoiding dealing with conflict, managers should embrace it as an opportunity to resolve issues and encourage alternative solutions (Watson, 2014, p228 and Armstrong, 2016, p311). Armstrong advocates dealing with conflict in an open and transparent way, facilitating healthy debate to seek a resolution. Left unmanaged, political behaviour can result in a negative environment within the workplace and lead to demotivated employees and increased stress (Management Study Guide).

Politics within the workplace can result in unethical behaviours. HR practitioners are inevitably involved in organisational politics and have a duty to ensure that such behaviour does not impact on employees, particularly when in making decisions and in ensuring that organisation policies, such as terms and conditions, remuneration and access to training, are applied fairly and consistently.  

Conclusion
Clearly, team dynamics are critical to team effectiveness and managers need to carefully consider team roles when identifying new teams. Conflict and internal politics can impede the delivery of organisational objectives if ignored. However, positive intervention from managers can transform negative energy into alternative thinking and positive action that can contribute to the delivery of an organisation’s objectives.
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