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Activity 2 – Understand the range of HR roles and behavioural requirements of HR professionals
Introduction 
The HR roles have changed over the years from being the standard administrator into more about investing in what is best for the person and the organisation (Taylor and Woodhams (2016), p.68.
The CIPD Map continues to advance to enable the HR role to continue with the professional development (CPD) (CIPD, 2020).
The Professional map will conclude how the bands define the HR profession together with the behaviours. 
The CIPD HR Profession Map is a way to identify areas for development, to make change happen, to benchmark and build capability at all levels. With benefits to the individual as well as the organisation. It sets out standards for HR Professionals this being activities, knowledge and behaviours needed for success (CIPD, 2015).
The map contains ten professional different areas in four bands of professional competence. The two professional areas at the centre are Insights, Strategy and Solutions and Leading HR, and are applicable to all HR professionals regardless of their role. Insights, Strategy and Solutions develop understanding of the organisation and its settings, with Leading HR being a role model; taking the lead, achieving goals, building trust and gauging results (CIPD, 2015).
 There other eight Professional areas are as follows:-
· Organisation design
· Organisation development
· Resourcing and talent planning
· Learning and development
· Performance and reward
· Employee engagement
· Employee relations
· Service delivery and information
The four development bands are from band 1 to band 4, each banding increasing the relationship, focus, time, service, measures and relative skill balance, this at band 1 is 30.70, increased to band 4 is 80.20. Band 1, Delivering fundamentals, band 2, Adviser, issues-led, band 3, Consultant co-operative partner and band 4 Leadership colleague, client and confidante and coach. The key areas that professionals make are; relationship with client, focus on activities performed, where time is spent, what services they provide, and how their contribution and success is measured. (CIPD, 2015). 
The eight behaviours are
· Curious - Having curiosity for how people learn and develop (CIPD, 2015). 
· Decisive thinker – The ‘thinking performer’ is the person who not only performs operationally, but the person who also thinks about what they are doing (Taylor & Woodhams, (2016), p71.
· Skilled influencer – Yemm (2008) (Taylor and Woodhams (2016), p.84. argues that in order to successfully influence others, HR professionals must spend time thinking about their broad message and how they wish to convey it.
· Personally credible - need to actively promote its value and develop its credibility (CIPD, 2015).
· Collaborative – Business and commercial awareness and the ability to work collaboratively are the key to success in L&D (CIPD, 2015).
· Driven to deliver - demonstrating ‘conformist innovation’ and offering solutions that align with the status quo could have positive outcomes when organisational practice is driven by strong ethical values (CIPD, 2017).
· Courage to challenge - Developing a strong sense of purpose and identification with the people profession can equip practitioners with the courage to challenge unethical organisational practice (CIPD, 2015). 
· Role model – Ability to act as a role mode and lead others (CIPD, 2015).

The new Profession Map identifies four different impact levels and details the knowledge and behaviours required to excel at each of them. The levels are relevant to all people professionals, regardless of role or specialism, CIPD member or not, an employee, a consultant or self-employed. 

The Standards help you understand the knowledge and behaviours that will enable you to be your best, regardless of whether you move through the levels, or develop and excel at one particular level.
[image: ]
Being ‘business savvy’ is a term used for HR Professionals this enhances credibility and the ability to influence. The ‘thinking performer’ is very much promoted by the CIPD. Explanation of being a professional is down to the individuals thought of what a professional is? Being a professional does not just mean that you hold a qualification it can mean that you do your job professionally (Taylor and Woodhams (2016), p68-76.
Usually a wealth of knowledge, practice and literally being taught or teaching yourself counts towards the explanation of being a professional. (Taylor and Woodhams (2016), p.75. Other Governing bodies who hold professional memberships e.g. NMC, GDC, GMC, these are professionals who meet the required standards, within their profession and who hold a pin registration.
HR professionals are with the governing body of the CIPD, and they have to adhere to the Code of Conduct. Unlike other practices such as NMC, and others noted above, the CIPD membership does not require a formal ‘Licence to Practice’. The CIPD is the only professional body that functions in the HR setting. (Taylor and Woodhams (2016), p.75.
As work is forever evolving and becoming more diverse, HR Professionals cannot adhere to any ‘golden rule’ or ‘best practice’ that enables them to operate effectively in this rapidly changing environment (CIPD, 2020).
Conclusions
The CIPD Professional map describes areas of success and improvement. It provides clear pathways from the professional areas and behaviours. It is flexible and you can choose what to focus on (CIPD, 2020).
The map shows how HR adds value to people and organisations currently and in the future and it expresses what HR people do and deliver. It can be used to develop yourself or your team members. It can you spot the knowledge and skills needed to accomplish you or your teams HR career goals (CIPD, 2020).
The professional map is constantly being updated to provide development for the organisation or for yourself. It is an excellent source to develop your CPD, to build on your interview techniques whether trying for promotion or developing your expertise (CIPD, 2020).
The value for employers is it can increase your usefulness and significance. It can build role outlines. ‘Work matters, People matter, Professionalism matters (CIPD, 2020).
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Activity 4 – Concept of Group and/or team dynamics, political behaviour and how it can impact on the achievement of organisations objectives

Introduction
In order for a group/team to be successful, they need to work together and want to achieve the same goal. Each person has different abilities, and some may be stronger than others may but together they can reach the essential objective. Explanation below will be on academic theory and models, political behaviour and how it can affect positive or negative achievements in organisations reaching their aims.
There is no set rule of what a group is made up of, each individual being of a different age, gender, background and who have different views, skills and the way that they work. However, as not all people are the same this can cause conflict and misunderstanding between them (Watson and Reissner et al. 2014, p.210).
Group dynamics is a huge factor and is used in organisations as well as schools, social groups, sports etc, and being able to understand how groups intermingle and what problems may be caused in a group can help us progress group implementation, communication and cohesiveness. Each person’s dynamics within the group, can be frame of mind, inside thoughts, gestures, and body language and these make up the processes that occur between them Dion (2000).
Groups are considered as systems and the system theory relays how people perform within a system. Systems theory helps us begin to understand group dynamics. It is not just a case of judging each person’s nature; it is a more difficult procedure. Group dynamics is greatly understood by joining the characteristics of each group member, how each member’s actions upset the group, and how these group connections affect each group member Hogg (2000).
This generates a recurring and a give and take response, which all together influences all group members and all group members bond.
Factors of consideration for team efficiency are emotional safety - believing in the team members enough to take chances, not uncomfortable in putting forward an idea. Loyalty towards your team and other individuals. Organisation and explain - making sure everyone is aware of the aims set for the team or individual. Value - feeling as if you belong, being successful. Control - what you bring to the task as an individual can have a great feeling knowing it can make a difference, re:work (2020).
There are four types of teams, which are management, task, work and parallel teams, and there are rewards and drawbacks (Aranda et al 1998) in (Watson and Reissner et al. 2014, p.212).	
Tuckman (1965) five-stage model of Forming, Storming, Norming, Performing and Adjourning, are one of the best-known models of group and team development. Forming – understanding what the purpose is, each person wondering what another member is capable of. Storming – conveying characters and what their job entails, development of leadership, hostility possible. Norming – teams settle with each other, form a partnership, individual assistances are being matched, and rivalry is depressed. Performing – with group or team being well designed, with strong understanding of evidence sharing structure, assurance of mutual objective, and shared accountability. Adjourning – new purpose achieved, with group or team transforming into a new unit to start the procedure over Study.com (2003-2020).
In order for a team to become successful, it is for colleagues to think about the advantages of being in a team. Group attitude is one of the key stages to get the group employees thinking as a team, and by coming together as one, e.g. “we can achieve”. Using Belbin Team Roles can be a significant way to unlock talks around the power that people propose in a team situation. Meredith Belbin discovered teams which are made up of lots of people with the same strength, actually do not perform well and his study has recognised nine roles. These are split into three types; Action-Oriented roles which consist of Shaper, Implementer, Completer Finisher who concentrate on the aim. People-Oriented Roles are co-ordinator, Team Worker and Resource Investigator focusing on the people. Thought-Oriented Roles are Plant, Monitor-Evaluator and Specialist who brings imaginative, independence and expert skills (Moodle UWTSD, 2012).
[bookmark: _GoBack]Political behaviour in organisations is important for leaders to know the methods it can take, and how to use it for the good of the establishment. It can help the company meet its strategic goals especially during an organisational change. Organisational objectives can be achieved by managers using their professional position to put pressure on a team, or for employees to build partnerships of followers in a new idea to sway others. Recent studies that people with political skills have a tendency to do better in achieving more individual influence, as well as dealing with pressure and job demands, than their electorally innocent equals. They also have a larger control on organisational conclusions. The 4 metaphors of Organisational politics the weeds, the rocks, the woods, the high ground and once leaders use their skills to support broader structural areas will find it easier to get more skilled engaging in positive political behaviours at all levels Harvard Business Review (2017).
Effects of changing aspects of tranquil partnerships raise a number of issues for Leaders such as untidiness is unavoidable in companies, and can be creative. Finally, management is not about being ‘right’ but about being able to impact others to see, understand, assess and do things differently, and building partnerships of support for wanted changes. These characteristics need to be recognised by HR Professionals, as these can be task full and difficult (Rodgers, 2016, p.6). Acting politically means fetching with the unavoidable political changing sides of the establishment (Rodgers, 2016, p.7). Getting things done, sealing agreements, being dirty, can be seen as political approaches. Organisations should be transparent when handling its actions (Armstrong).

Findings in the People Management article - Brexit in the workplace; could employees face discrimination claims? If they brought their views to work https://www.peoplemanagement.co.uk/experts/legal/brexit-at-work-could-employers-face-discrimination-claims is an example of political behaviour, and the impact this has on their private views CIPD (2020).
	
Conclusion 
Belbin provides excellent team role objectives. Different people bring different strengths. Political behaviours helps success within a team. 	
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