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[bookmark: _Toc498261082]1. Evaluation of HR professionalism 

“joining a profession requires a commitment to acquiring its knowledge and skills and to adopting its ethos” (Lester, 2010)
HRM developed initially through twentieth century wartime economies and is a relative latecomer as a profession (CIPD, 2017). Unlike other professions such as the midwife or the solicitor, you don’t have to be registered with a professional body or licenced in order to practice Human Resource Management (Johns & Perkins, 2016). There is no legal requirement for organisations to employ a HRM professional. This is however entirely consistent with voluntarist traditions in the UK. There can be no disputing that the CIPD is the lead professional body for HRM professionals in the UK: established by a predecessor organisation in 1913, now representing 140,000 members and possessing a “royal charter” granted in 2000 (CIPD, 2017). And as a professional, the personal decision to affiliate voluntarily for the purpose of acquiring knowledge and skills and to adopt an ethos has a great motivational quality for me. 
The most clearly defined ethos of the profession can therefore largely be found within the CIPD. It’s membership are required to follow its professional code of conduct with regard to (i) professional competence and behaviour (ii) ethical standards and integrity, (iii) being representative of the profession and (iv) stewardship of human capital in organisations (CIPD, 2017). 
This latter point of stewardship is key to the CIPD’s “profession for the future” project. This is concerned with the “future role” of developing expertise on human and organisational behaviour to protect all stakeholder (employee, consumer etc.) interests  (CIPD, 2017) and helping prevent long term interests being superceded by short term profit gain, hence helping to avert the major crises for governance in recent years. One particular challenge is that of the profession needing to reverse the trend of organisational identity superseding professional identity when it comes to ethics (ibid) for fear of undermining reputations built on business “savviness”  (CIPD, 2015). 
This essentially describes a profession undergoing a major phase of development and as I reflect upon my own prior experiences as an official of a key stakeholder (trade unions) and postgraduate study of organisational behaviour, I realise that my experience and critical insights could make a significant contribution to an organisation. However, this does not negate the need for me to develop my skills in contributing to the strategic priorities of an organisation which may be inclusive of business returns. Therefore, I must be mindful and ready to apply what has been learnt from a previous phase of development for the profession. This is the move to develop from a risk averse compliance based administrative function to a strategic function that helps realise the best outcomes from its people whilst adhering to ethical and legal principles (Johns & Perkins, 2016).
Both of these developments essentially require the skills of a “thinking performer” (Johns & Perkins, 2016) who can contribute to the organisational objectives and challenge and deliver change to organisations. This makes it important for me to carefully consider how I build my knowledge, skills, employment relationships and networks so that I can contribute to my employer, profession and wider society (Woodhams, et al., 2016).
This is where the CIPD’s profession map (CIPD, 2015) is a very useful tool for considering the development of skills and knowledge needed for a career in the profession. The profession map has four bands representing different stages of a career and detailed criteria for behaviours and competence across professional areas. The online assessment tool enables individuals to measure themselves against objective criteria and to obtain some insight in to which skills and knowledge they need to develop.
[bookmark: _Toc498261083]  Figure 1: CIPD Profession Map (Source: CIPD, 2015)
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[bookmark: _Toc498261084]2. Group dynamics and conflict resolution

 ‘Group dynamics’ are affected by factors such as (Johns & Perkins, 2016):
· Individual personalities 
· Styles and effectiveness of leadership
· Structure of the group or team (e.g. organisation around roles, function and grades) 
· Power and status issues (eg longevity of service, relationships with senior  people)
· Communication structures or processes (eg use of technology, proximity of a team) 
According to Tuckman  (Mindtools, 2017) some resolving of conflicts are a normal part of team development: the inability to resolve such conflicts can cause long term difficulties and even organisational failure.  A team performing well will probably have reached a mature understanding of its constituent working styles (Belbin, 2017), thinking styles (De-Bono, 2017) or possess some useful characteristics  (Arnold, et al., 1998) such as shared knowledge, a clearly defined and inspiring goal, commitment to solving problems optimally and support and recognition from important people outside of the group. 
The following sections consider methods of managing conflict that are available to HRM professionals. There is quite a bit of overlap between the methods and only ‘negotiation’ has definitive outcomes whilst the others are less tangible. There is a limited academic evidence base with regard to the effectiveness of conflict management procedures (Roche & Teague, 2012). 
[bookmark: _Toc498261085]Influencing

Good HRM practices that support managers in resolving conflicts before they escalate are  important (ACAS, 2014) but HRM professionals must have influence over managers and employees or HRM solutions can be bypassed (Human Resources Director, 2008: Guttman, 2009). Yemm (Johns & Perkins, 2016) discusses the attributes that HRM professionals will need to be effective influencers of how conflict is managed in organisations: they are
· friendliness
· being empowered
· vision
· ability to build alliances
· expertise and knowledge
· bargaining skill
HRM professionals should arguably be “role modelling” (Guttman, 2009) the above behaviours which might assume that they can always remain ‘above the fray’. This is unrealistic so HRM professionals will also need to positively and constructively engage on areas of disagreement with managers and employees  (Human Resources Director, 2008).
[bookmark: _Toc498261086]Negotiation

Models of HRM professionals leading negotiation in workplace conflict differ in their emphases and levels of prescription. However, there are the following consistent steps in three reviewed texts (ACAS, 2014: Berkeley, University Of California, 2017: University of Florida, 2017)
· Winning the trust of affected parties through
· talking and listening 
· empathy and courtesy
· hearing all points of view
· allowing emotions to be expressed
· Defining the problem
· understanding the problem from all points of view
· understanding the impact that the problem is having
· objectively defining the problem
· obtaining agreement on the nature of the problem
· Exploring solutions
· Brainstorming potential solutions
· Understanding outcomes that would be unacceptable to either party
· Finding agreement on ways forward
· Identifying areas where agreement can be reached (win:win scenarios)
· Securing agreement between all parties
· Embedding the change
· Agree monitoring and review arrangements
The levels of assertiveness and cooperativeness in the negotiation styles of participants can have a significant impact on whether this process is successful (Viaconflict, 2012) and HRM professionals may need to adapt their negotiation style accordingly.
[bookmark: _Toc498261087]Active listening

Active listening is an important component of negotiation, but it could take place outside of that process and could take place informally leading to an outcome by ‘persuasion’ (see below). A number of publications assert its effectiveness in tackling workplace conflict (CIPD, n.d.; Exploring HR Management, 2017). The most important function of active listening would appear to be it’s ability to defuse situations by releasing trapped emotions or enabling communication. The literature reviewed (ibid) emphasises the following aspects to active listening:
· it taking more effort than normal listening 
· the employment of empathy 
· being non judgemental
· making sure that the other person has full opportunity to express themselves uninterrupted 
· use of open questions
· effective paraphrasing of what has been said to demonstrate understanding 
[bookmark: _Toc498261088]Persuasion

Persuasion is the process of guiding an individual towards a change in behaviour (Chaeken, et al., 2000). The trust and understanding built through ‘active listening’ enables a HRM professional to make a proposal to the individual which they may choose to pursue because they identify the actions involved to be aligned with their personal interests (CIPD, 2012). There are risks that persuasion can be perceived as coercion (Chaeken, et al., 2000) which must be managed with great care.


[bookmark: _Toc498261089]3. Project management and problem solving techniques

Recently, I managed a team on a one year project to deliver Continued Professional Development opportunities to workers in maternity services across England. I had overall responsibility for planning and design, execution, monitoring and controlling and completion (Johns & Perkins, 2016). The project team had three members who had worked together before on related projects, three people who were recruited from within the organisation and two who were recruited externally. I had many more years experience in this field compared to other team members which I used to influence team members individually and collectively.
I assigned tasks and responsibilities and gave autonomy to team members to develop their own timescales and co-ordinate work between themselves, whilst monitoring delivery and intervening where necessary. Developing teamworking and communication were key challenges because of the geographical distribution of the team and the differing levels of skills, motivation and experience. I prioritised monthly team meetings, one to one meetings between myself and project team members (face to face and videoconferencing) to discuss project delivery and co-ordinated buddying relationships between team members. I also intervened in one key area of the project by developing a Gantt chart to help three team members working together with the sequencing of delivery and coached another team member to develop his own ‘critical path analysis’.
One early issue was an internally recruited team member who was sharing his time between my project and another and was showing low levels of motivation to deliver on either project. I met with the other project manager to discuss what we knew of his underperformance and motivational issues and I negotiated a co-ordinated approach to remotivating the team member. My  key argument was that we risked being seen to be unfair and coercive to an employee low on experience and confidence who may need support to adapt to working in two workstreams. We agreed that the other project manager who was a senior party to me and had an established reporting relationship with the team member, would provide the reprimand. Meanwhile, I met seperately with the team member to discuss ways in which I could support him to improve his performance and offered him a mentoring relationship which he accepted. The other project manager and myself met regularly to review progress and to agree key messages for the employee.
During this mentoring relationship I discovered that the team member had dyslexia and low levels of confidence with regard to career building. I persuaded him that he could learn career enhancing  skills and knowledge whilst delivering on the project. By providing him with lots of feedback, investing in his training and tapping in to his personal motivations (eg demonstrating his abilities to others, raising awareness of dyslexia in the workplace) my team member did improve his confidence and delivered on his responsibilities in both projects.
Another key area of team development was enhancing the quality of our CPD workshops so that team members progressed from merely disseminating information via powerpoint to adult learning teaching methods inclusive of new technologies and interactive methods of learning . I championed the value added by possession of some entry level teaching qualifications within the organisation. I also offered funding and time off for training which influenced three team members to take up the opportunity. In particular, two participants who were externally recruited valued the opportunity to enhance their skills and the training helped them to build their career in the organisation after the completion of the project. The other participant whilst initially reluctant to undertake the training then followed the lead of the other two.
[bookmark: _Toc498261090]4. Professional Development Plan

The Professional Development Map (CIPD, 2015) is integral to skills and knowledge for a 21st century HRM career (Woodhams, et al., 2016).  In four stages, it maps the “core professional areas”, “professional areas” and the effectiveness of key “behaviours”. When I undertook the assessment, I probably underestimated my skill levels in some areas. However as a student, the place for discussing and winning acceptance for advancing skill levels is when experience has been successfully transferred in to a HRM working context and future opportunities with employers are being discussed (CIPD, 2015).
Two “core professional areas” underpin the effective conduct of a HRM professional. My assessment rating for “Leading HR” indicates that I am “meeting expectations”. However, my assessment for “Insights, strategy and solutions” indicates that I am “developing”, identifying some strengths and competences (see table 1) and gaps (see table 2). By developing my understanding of organisational context, and using these insights to develop strategies and solutions for the short and long term (CIPD, 2015), this would advance my skills as a “thinking performer” (Johns & Perkins, 2016). 
[bookmark: _Toc498261091]Table 1: My strengths and competences as generated by “My CIPD profession map student assessment” (CIPD, 2015) 


	Strength
	Competence

	Principles and practice of project management
	Developing an understanding of the organisation using information and own experience

	
	Using insights from data and good HR practice to spot potential trends and risks for the organisation

	
	Providing reports on relevant project and / or organisation information

	
	Supporting the evaluation of HR programmes and projects


	
	The HR plan for your own part of the business (and how this relates to the wider business strategy)




I need to network and develop my knowledge of HR and business trends, best practice and thought leadership. The assessment makes a number of recommendations for activity. This includes study for which I am already undertaking a recommended CIPD qualification. I plan to reflect on completion of the ‘Business Issues in a HR context’ module as to whether this has met my identified knowledge and skills gaps. The reading and research recommendations include the course text by Taylor & Woodhams but I can explore other recommended texts.

The table below lists the adopted “development actions” and my reasoning; the full list of recommended development actions are in appendix 1. My development plan (appendix 2) has the overall list that I am committing to. I considered (Mumford & Honey, 1986: see appendix) my “strong preference” for reflector and theorist styles and “moderate preference’ for “activist” and “pragmatist” styles of learning, personal and organisational practicality and covering each of my skills and knowledge gaps. 

[bookmark: _Toc498261092]Table 2: Adopted development actions and my reasonings


	· Skill or knowledge gap
	· Recommended development action
	· Learning style (Mumford & Honey, 1986)
	· Organisational and other considerations

	Collecting, analysing on data and metrics

	· Review recent CIPD survey results (such as Employee Outlook or Learning and Development Survey), and identify any trends or risks which may impact your organisation. 
	Pragmatist
	Easy to do 

Meets a knowledge gap 

‘Contemporary developments in employment relations’ module

	· 
	· Undertake some online research using the CIPD website on the principles of business and HR metrics, and how they can be used to benefit the organisation.
	· Theorist
	· 

	· Supporting the administration and delivery of HR programmes and projects
	· Seek feedback on the quality of your support to HR projects and programmes, and how they support the HR strategy. Where could you improve?
	· Pragmatist
	· Reflective discussion on line manager role last year.
·  
· HR Officer is London based but could make use of the exit interview

	Specific external factors that impact the organisation (eg, legal, financial, market factors)

Significant issues currently affecting the organisation
	· Make time in your week to read the major business and news publications and understand how these external factors can impact your organisation.
	Theorist
	Easy to do 

Meets a knowledge gap.

	Relevant law for own role (or where to access legal information if required)
	· Find out from your HR colleagues and networks where to source relevant and up-to-date employment law – consider websites, organisations and publications.
	Reflector
	Easy to do 

Meets a knowledge gap. 

‘Contemporary developments in employment relations’ module

CIPD branch workshop on this subject

	· The organisation’s performance (including basic financial performance)
	· Obtain the people strategy for your organisation and understand how it aligns with the organisation strategy.
	Reflector
	· Reflective discussion 
· 
· May be difficult to obtain. Need to arrange discussion.
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[bookmark: _Toc498261097]Full recommended development actions and my reasonings

Green = exercise to be taken forward
Red = exercise not to be taken forward


	· Recommendation
	· Learning style Considerations
	· Organisational and other considerations
	· Skill or knowledge gap recommendation will address

	· Consider who the stakeholders are in the projects you work on (consider stakeholders who are both directly and indirectly involved), and think about what you can do in your role to best support them [Consolidation of two recommendations]
	· Reflector
	· This would be easy to do 
· May not represent my greatest development need
	· Supporting the administration and delivery of HR programmes and projects

	· Review recent CIPD survey results (such as Employee Outlook or Learning and Development Survey), and identify any trends or risks which may impact your organisation. 
	Pragmatist
	This would be easy to do and meet a knowledge gap 

May do more work in this area in ‘Contemporary developments in employment relations’ module
	Collecting, analysing on data and metrics


	· Undertake some online research using the CIPD website on the principles of business and HR metrics, and how they can be used to benefit the organisation.
	· Theorist
	· This would definitely meet a knowledge gap
	Collecting, analysing on data and metrics
· 

	· Identify meetings or forums where you can share your insights and views on organisational projects with your peers and line manager.
	· Activist
	· Project steering group, Organisers Meetings 
· 
· May not represent my greatest development need
	· Supporting the administration and delivery of HR programmes and projects

	· Seek feedback on the quality of your support to HR projects and programmes, and how they support the HR strategy. Where could you improve?
	· Pragmatist
	· Reflective discussion on line manager role last year 
· May be difficult to find the time as HR Officer is London based but could make use of the exit interview
	· Supporting the administration and delivery of HR programmes and projects

	· Locate the most recent annual review or report for your organisation, or find out someone who knows about the organisation's performance. 
· 
	· Reflector
	· Easy to do. Would be consistent with previous assignment. 
· 
· May not represent my greatest development need
	· The organisation’s performance (including basic financial performance)

	· Find out what things the organisation measures its performance by (eg, turnover, profit, production, customer satisfaction etc.). Compare last year's performance with the previous three years.
· 
	· Pragmatist
	· Easy to do. Would be consistent with previous assignment. 
· 
· May not represent my greatest development need
	· The organisation’s performance (including basic financial performance)

	· Participate in regular market / customer / product updates and understand how these affect the organisation.
· 
	· Reflector
	Take part in ‘tea time briefings’, Organising Meetings 

May not represent my greatest development need
	Specific external factors that impact the organisation (eg, legal, financial, market factors)

Significant issues currently affecting the organisation


	· Make time in your week to read the major business and news publications and understand how these external factors can impact your organisation.
	Theorist
	This would be easy to do.
	Specific external factors that impact the organisation (eg, legal, financial, market factors)

Significant issues currently affecting the organisation


	· Find out from your HR colleagues and networks where to source relevant and up-to-date employment law – consider websites, organisations and publications.
	Reflector
	This would be easy to do. 

May do more work in this area in ‘Contemporary developments in employment relations’ module

Will be attending CIPD branch workshop on this subject
	Relevant law for own role (or where to access legal information if required)

	· Read some overview documents on your organisation's strategy, and discuss with your manager the links with your own / the team’s responsibilities. 
	Reflector
	· Easy to do. Would be consistent with previous assignment. 
· 
· May not represent my greatest development need
	· The organisation’s performance (including basic financial performance)

	· Obtain the people strategy for your organisation and understand how it aligns with the organisation strategy.
	Reflector
	· Reflective discussion 
· 
· May be difficult to find the time as HR Officer is London based.
	· The organisation’s performance (including basic financial performance)




[bookmark: _Toc498261098]NB Appendix 2: My development plan (submitted separately for format reasons)
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