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[bookmark: _Toc29828521]Executive Summary

This report discusses what it means to be a professional and explains the importance of the Chartered Institute of Professional Development (CIPD) HR Profession Map in maintaining skills and knowledge to plan, develop and build HR capability. It also defines the Profession Map professional areas and bands and discusses why the eight behaviours are deemed essential for HR Professionals to carry out their role and make a contribution to organisational success. The report underpins the recommendation that HR Professionals should continue to use the Profession Map to maintain their skills and knowledge to plan their development and build their HR capability. 
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This report provides an overall explanation of how the CIPD HR Profession Map defines the HR profession and discusses why each of the behaviours are deemed essential for HR Professionals to contribute to organisational success. 
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Lester (2012 p2), defines a professional as someone who “makes proficient use of expert or specialist knowledge, exercises autonomous thought and judgement, and makes a voluntary commitment to a set of principles. Such a person need not be a member of an easily defined profession or of a professional association; it is possible to work as a professional from a set of expertise and skills that is relatively unique to the individual.” (Taylor & Woodhams, 2016, p. 75)

Considering Lester’s definition, it is justifiable that HR Professionals that observe and practice the standards and behaviours set out in the CIPD Code of Professional Conduct can legitimately be regarded as professionals. However, it is also important for HR Professionals to abide by to their own ethical values.

The CIPD is the professional body for HR Professionals. It sets high standards for its members and there is a requirement to adhere to the Code of Professional Conduct, which stipulates four overriding principles; professional competence and behavior; ethical standards and integrity; representative of the profession and stewardship. Whether a HR Professional is working at Technician level or Senior Leader level, these principles apply equally.  

Being a Professional means setting standards for yourself.  Taylor and Woodhams describe the “four concentric circles of HR Professionalism: Managing self, Managing in groups/teams, Managing upwards and Managing across the organisation”. (Taylor & Woodhams, 2016, p. 76). The ability to manage through all of these stages requires skills such as working with others, problem solving, communication, negotiation and influence. 
The CIPD launched the 2013 Profession Map in 2009.  Its purpose is to set the standards for HR professionals and how the activities, knowledge and behaviours are needed for success. It can be used by anyone working at any level in Human Resources (HR) or Learning and Development (L&D). The Map is used by HR Professionals to plan their development and build their HR capability. 

There are ten professional areas – two of these professional areas – ‘Insights, Strategy and Solution’ and ‘Leading HR’ are at the core of the Profession Map as they apply to all HR Professionals, regardless of the level they are working at. The Map outlines the professional areas which describe what HR Professionals need to do and know for each area, and defines the eight behaviours that are essential for HR Professionals to carry out their activities. The professional areas and behaviours are identified across the four bands of professional competence from band one, being customer focused and providing administrative support, through to band four, developing and delivering on HR strategy.  The four bands set the standards for the professional areas and behaviours. In order for HR Professionals to move through the bands, they need to develop themselves by committing to continuous professional development.

The HR Profession Map identifies the eight behaviours that are essential for HR Professionals to carry out their tasks. The first behaviour described in the Profession Map is curious. Having curious behaviours mean being focused on the future and having an inquisitive and open-mind. The Profession Map defines the eight behaviours at each band of competence. For example, at band one, being curious is defined as being interested in learning about the organisation, compared to band four which defines curious behaviour as being proactive and developing a deep insight into the organisations commercial and strategic context.  According to HR Magazine, curiosity will enable HR Professionals to “see the relevance of wider organisational issues, sector trends or contextual developments to your organisation and role.” (Moran, 2013)

The remaining behaviours include being a decisive thinker, which means having the ability to absorb and interpret data efficiently to inform and defend decision making. As a skilled influencer, HR Professionals are able to use their skills to influence and gain commitment from others. Being personally credible means always displaying professional behaviours, and adding value to the organisation.  Having collaborative behaviours means being able to build and maintain effective working relationships and work effectively with others. HR Professionals are driven to deliver, by displaying the behaviours of determination and resourcefulness in order to get the desired results.  By having confidence in their skills and knowledge, HR Professionals also have the courage to challenge others, even in confrontational situations. Finally, being a role model by consistently acting with integrity and transparency is an important behaviour for all HR Professionals working at any level.  

According to the CIPD, “The 2013 Map still retains its relevance and validity, but we've just evolved into a new Profession Map to guide our profession into the future.” (CIPD, 2019)

However, since the CIPD Profession Map was launched, the role of the HR profession has grown. In order to realign the Profession Map to changing priorities, the CIPD developed the New Profession Map in 2018, which focuses on the core knowledge and core behaviours that HR Professionals need to make a valuable contribution to the people and the organisation. The common purpose and core values set the professional standards for all HR Professionals. The new Map shows HR Professionals how being evidence-based, principles-led and outcomes-driven lead to making better decisions for the people, the organisation and the profession. Using the four impact levels, the Map defines the six core knowledge areas and eight core behaviours required to excel at each level.

The core knowledge areas are necessary to be an expert in people, work and change.  From culture and behavior to digital working, they represent everything HR Professionals need to know in order to be a specialist in their role. The core behaviours are necessary to be an effective people professional. From ethical practice to valuing people, they enable HR Professionals to create value for people, organisations, society and the HR profession. Finally, the Specialist knowledge areas exist to inform HR Professionals how to develop and apply their expertise to make a positive impact.






















[bookmark: _Toc29828524]Conclusion

The aim of this report was to provide an overall explanation of how the CIPD Profession Map defines the HR profession and discusses why each of the behaviours are deemed essential for HR Professionals to contribute to organisational success.  The report highlights the need for HR Professionals to use the Profession Map to maintain their skills and knowledge to plan their development and build their HR capability. 
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HR Professionals should continue to use the Profession Map to it is important to maintain their skills and knowledge to plan their development and build their HR capability. 
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This report explains why HR Professionals need teamwork skills and discusses the concept of group dynamics and the characteristics of effective teams. It also explains political behavior in organisations and how it can impact positively and negatively on the achievement of organisational objectives. The report underpins the recommendation that HR Professionals need to be aware of how team work skills and political behavior in organisations can impact positively and negatively on the achievement of organisational objectives.










[bookmark: _Toc27849109]



































[bookmark: _Toc29839612]Introduction 

This report provides an overall explanation of the concept of group dynamics and explains how political behavior in organisations can impact the achievement of organisational objectives. 
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HR Professionals need good teamwork skills as they need to work effectively with colleagues, the wider organisation and external stakeholders. It is important for HR Professionals to understand the dynamics of group situations in order to avoid “losses in both organisational productivity and individual motivation.” (Taylor & Woodhams, 2016, p. 83). 

In the 1970s, Belbin carried out research which revealed that the success of a team was dependent on the behaviours displayed by the team members. This led to the identification of nine clusters of behaviour, now known as 'Belbin Team Roles'. A Team Role came to be defined as: “A tendency to behave, contribute and interrelate with others in a particular way.” (Belbin, 2016) A team can be made up of any number of individuals, but the following Belbin Team Roles must be present for a team to be successful.

The Plant is the team role with a creative flair and innovative ideas. With a talent for challenging the norm and solving complex problems, their contribution to the team is usually more valuable at the initiation stage or when the project reaches a plateau. They can become preoccupied easily, meaning that their communication skills are compromised. Every team needs a Plant, but too many in one team means they can compete with each other to promote their own ideas which can be counterproductive.

The Resource Investigator is the outgoing and enthusiastic team role.  With a natural flair for negotiation and communication, they are the ideal person to make connections with internal and external stakeholders. While they don’t have the creativity to provide original ideas themselves, they are effective at supporting other people’s ideas. However, they can lose their interest and enthusiasm quickly if they are not kept motivated by others

The Coordinator is the team role that coordinates to the team and the task. They understand the aims and objectives of the team well and are good as organising the team to work towards a common goal. They have a talent for identifying strengths and weaknesses in other team members, which makes them good at delegation. However, their need to delegate can sometimes be interpreted as manipulative as it is seen as offloading work to others.    

The Shaper is driven by goals and focused on meeting deadlines. Whilst they are dynamic and courageous individuals always pushing themselves to overcome barriers and deliver results, their assertive manner combined with their competitive and argumentative nature can often offend other people’s feelings.    

The Monitor Evaluator is the sensible team role. Their strengths lie in analysing problems and evaluating ideas, with an aptitude for critical thinking. Dealing predominantly with the facts, they like to consider all factors carefully to inform consistent decision making. Their lack of enthusiasm and somewhat serious nature, can make them seem boring to other team members.  

The Implementer is the role that team members rely on for practicality and efficiency. Their self-disciplined, reliable and hard-working ethos make them an asset to any team. They have a methodical, logical and realistic approach to problem-solving. However, they but don’t like change which can make them reluctant to consider new ways of doing things.    

The Teamworker is the underappreciated team role. Their social and interpersonal skills set them apart from other team members, with their mild and caring temperament and good listening skills. They excel in a harmonious environment and go out of their way to avoid conflict and confrontational situations. 

The Completer-Finisher is the perfectionist of the team, striving to meet strict deadlines while maintaining an exceptional standard of work. Their contribution to the team is invaluable when tasks require attention to detail and a high degree of accuracy. Completer-Finishers are not natural delegators as their overriding need for perfection and precision can make them reluctant trust anyone to work to their own high standards.

The Specialist has a thirst for knowledge and is the ‘go to’ person for expert advice. Their in-depth knowledge make them an invaluable contributor in a team setting. They take their learning seriously and can become defensive and even offended when questioned or challenged on their knowledge or expertise. 

It’s important to understand that no team role is better or worse than another. Each team role has its strengths that contribute to the success of the team. HR Professionals also need to recognise that many factors can affect the dynamics of a team. From the nature of the team members and the structure of the team, to the power and status issues and leadership influence. 

Huczynski and Buchanan (2010) highlight that powerplays and the negative use of political activity can hamper a group’s effectiveness. (Armstrong & Taylor, 2017) While Kakabadse (1983) suggests that “Politics in an organization is a process of influencing individuals and groups of people to your point of view, where you cannot rely on authority. In this sense a political approach can be legitimate as long as the ends are justifiable from the viewpoint of the organization.” (Armstrong & Taylor, 2017)

Political behaviour exists in all organisations, and it can have a positive impact on the achievement of organisational objectives when it is used legitimately and with good intentions. 
However, in order to avoid a negative impact on the achievement of organisational objectives, Political behaviour must be managed and controlled.  Organisational politics should not be about power manipulation, hidden agendas or winning at the expense of others as this will simply encourage a counter-productive and negative working environment that lacks trust and promotes self-interest.  Political behaviour should be about providing the basis for competitive advantage, through the use of ethical and well-balanced negotiation and influence to promote a productive and positive working environment. 
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The aim of this report was to provide an overall explanation of why HR Professionals need teamwork skills, the characteristics of effective teams and how political behavior in organisations can impact on the achievement of organisational objectives.  The report highlights the concept of group dynamics and explains the positive and negative impact of political behavior on achieving organisational objectives.

















































[bookmark: _Toc27849111][bookmark: _Toc29839615]Recommendations

HR Professionals need to be aware of how team work skills and political behavior in organisations can impact positively and negatively on the achievement of organisational objectives.
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