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[bookmark: _Toc498260990][bookmark: _Toc498364044]Introduction

This report will demonstrate my knowledge and understanding of what is means to be a HR Professional and apply CIPD techniques to construct and implement a Personal Development Plan (PDP) for review in May 2018. 
 (CIPD(d), 2015)

[bookmark: _Toc498260991][bookmark: _Toc498364045]1.1 What is a HR Professional?

Defining what it is to be a professional is difficult and is argued by many theorists. A commonly held belief is that a professional is someone who makes proficient use of expert or specialist knowledge, exercises autonomous though and judgement, and makes a voluntary commitment to a set of principles (Lester, 2015). There are four key areas which are identified as being the core areas of HR professionalism:
· Managing Self
· Managing in groups/teams
· Managing upwards
· Managing across the organisation


It is a widely held belief that HR practitioners should strive for excellence. This is achieved by the practitioner being an innovative decision maker, project manager, influencer and negotiator, leader, be professional and ethical (Nankervis, 2014) (Mcdonnell & Sikander, 2017). 
Professionalism, therefore is a commitment to excellence, combining professional knowledge and a sense of responsibility to arrive at an appropriate judgement. The profession is obliged to ensure that its members are worthy of the trust society places on them, by setting clear standards of conduct and competence (Khurana, et al., 2004) (CIPD(d), 2015)
The majority of HR practitioners in the UK are members of the CIPD which sets out the standard of conduct of the HR profession (Johns & Perkins, 2016). The CIPD Code of Professional Conduct, table 1, was developed to highlight the ethical and professional responsibilities of its members. Those professionals who embrace these standards use it as framework and the standards become a part of their normal working pattern (Alvesson & Willmott, 2000).













Table 1: CIPD Code of Professional Conduct (CIPD(a), 2016)
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This code of professional conduct is also used to preserve the integrity of the HR profession.  

An important aspect of being a HR professional is continuing professional development (CPD) as mentioned in the CIPD code of professional conduct. CPD is a process by which individuals take control of their own learning and development, by engaging in an on-going process of reflection and action.  CPD can be seen as a virtuous circle of improvement and can gain momentum through the individuals self interest in improving professional performance and capability (Megginson & Whitaker, 2007). 
   
The benefits of CPD for the professional is updating their knowledge, increasing competence and can further develop transferable skills (Sadler-Smith, et al., 2000); (Bradshaw, 1985). 

A key tool which is used by professionals to measure their professional and behavioural competence is the CIPD profession map. 






[bookmark: _Toc498260992][bookmark: _Toc498364046]1.2 The CIPD Profession Map

The CIPD Profession Map as shown in Figure 1 is the foundation of great HR capability regardless of role, location or stage of career (CIPD(c), 2017).

This map defines the knowledge and behaviour the CIPD expects HR professionals to demonstrate in order to meet the criteria of its membership. As seen in figure 1 the map shows effective people management across ten professional areas and eight fundamental behaviours. A breakdown of these areas and behaviours can be seen in the table 1. 

Figure 1: CIPD Profession Map (CIPD(b), 2015)
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Table 2: Professional Areas (CIPD(b), 2015)
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The knowledge and activities in the professional and behavioural areas are displayed in four bands. These bands clearly show the contribution the HR professional makes throughout their career and can be used to focus on developmental opportunities required to move bands.  The professional areas highlight the areas in which members are confident in and identify the areas important to the organisation and their career as it stands. The behaviours category looks at which behaviours make the most difference to the organisation and to the individual. (CIPD(b), 2015)

Eighteen months ago, I joined the HR department at The Magstim Company, a medical device manufacturer, based in West Wales. Prior to joining the HR department, I had no experience within the profession. 

By completing the CIPD Profession map I was able to discover that I currently work within Band 1 of the map which focuses on the delivering of the fundamentals of HR to the organisation. The results from this map, as shown in figure 2 and can be seen in further detail in Evidence XX, have shown me the areas which I need to develop in order to move up to band 2. 

The areas identified   requiring further learning and development can now be improved upon by the development of a Professional Development Plan.

Figure 2: CIPD Profession Map Assessment Results (CIPD(e), 2017)
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[bookmark: _Toc498260993][bookmark: _Toc498364047]2.0 Professional Development Plan


A Professional Develop plan (PDP), is a developmental tool used by Human Resource Departments to identify employees’ formal (e.g. training) and informal (e.g., peer feedback discussions) learning which in turn is assumed to improve performance (Beausaert, et al., 2011). 

After undertaking a self-assessment, using the CIPD Professional Map which is used to highlight competencies and highlight knowledge gaps, it was identified that the Learning and Development aspect of my job role required further development. 
The results from this assessment, which can be seen in Evidence XX, indicated that my knowledge and skills are developing and were typical of someone with a limited exposure to learning and development at my level. 

The development actions identified included:
· Researching different approaches to learning and development in a range of organisations. 
· Talk to an L&D specialist to understand how the different stages of the learning and development cycle are implemented, and the processes and tools that underpin them (including training needs analysis, learning design, learning delivery and learning evaluation). 
· Analyse an area of data relating to learning and development looking for specific trends (for example, access to learning, take- up of courses, delivery method, cost or evaluation) and share the results with your colleagues. 
· Find out how your organisation conducts training needs analysis. 
· Research traditional adult learning theories including learning styles and the importance of workplace and informal learning methods 

In order develop myself further in the most practical way, it was imperative that I identified my preferred learning style to ensure I created an effective learning and development programme for myself.

[bookmark: _Toc498260994][bookmark: _Toc498364048]2.1 Learning Styles

The learning styles questionnaire identifies four different learning styles or preferences – activists, reflectors, theorists and pragmatists (Honey & Mumford, 1986).
After completing the questionnaire, as seen in Evidence XX, I identified that I have three learning styles which are:
· Reflector
· Theorist 
· Pragmatist

The advantage and disadvantages of having these three learning styles can be seen in table 3. 


Table 3: Advantages and disadvantages of learning styles (Rosewell, 2005)
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In order to create a suitable PDP for myself it is imperative that the learning methods I use in order to improve my knowledge gaps identified by the CIPD professional map are suitable for my learning style. A breakdown of the learning style studying preferences can be seen in table 4.

Table 4: Learning style studying preferences (Beevers & Rea, 2010)
[image: ]

[bookmark: _Toc498260995][bookmark: _Toc498364049]2.2 Personal Development Plan

Evidence XX/ Table X


Following the completion of the learning styles questionnaire, which allowed me to understand the studying preferences of my learning style, and the CIPD Profession Map I have created a Personal Development Plan which details my knowledge gaps identified and the methods of learning I will use to reduce these gaps.

For the areas highlighted to me as my knowledge gaps I have chosen the following learning methods to aid my self-development:

[bookmark: _Toc498260996][bookmark: _Toc498364050]2.2.1. Coaching and Mentoring

Coaching and mentoring will allow me to have one to one access with a specialist within learning and development and the learning can be tailored to me needs rather than a set programme. Which fits my Pragmatist learning style of emulating a role model (Beevers & Rea, 2010).


[bookmark: _Toc498260997][bookmark: _Toc498364051]2.2.2 Self-Study

Self-studying such as e-learning and reading is an ideal learning style for a reflector as the studying can be undertaken in my own time without the need for deadlines and the learning can be self-managed through prepared modules (ibid).

[bookmark: _Toc498260998][bookmark: _Toc498364052]2.2.3 Project Work

A Theorist like myself relishes an opportunity to question and probe an idea or subject area. A learning need for myself which was identified by the professional map, and which is current requirement for my organisation is conducting a skills gap analysis. By carrying out this project it will need to have a clear purpose and structure. It will also require me to understand the complexities of the skill requirements of the organisation and the gaps within it.

[bookmark: _Toc498260999][bookmark: _Toc498364053]2.3 Reflective Summary 

Reflective Practice is the foundation of professional development; it makes meaning from experience and transforms insights into practical strategies for personal growth and organisational impact (Owen & Fletcher, n.d.). It means: 

· Learning to pay attention – listening to ourselves 
· Coming face to face with our assumptions 
· Noticing patterns 
· Changing what we see 
· Changing the way we see (ibid)

A key model used in reflection practice is David Kolb’s experiential learning theory. Kolb believed that learning is a cognitive process involving constant adaptation to, and engagement with, one’s environment (Bergsteiner, et al., 2010). 

In order to carry out CPD a number of factors need to be considered. Such as, practical factors; like cost, time and availability. The need for CPD arises because security for individuals no longer lies in the job or organisation we work for but in the skills, knowledge and experience that we have within ourselves (Megginson & Whitaker, 2007).

As HR professionals, it is imperative that we consider our development needs, performance requirements and personal aspirations. These factors can easily influence our personal development plans.  We also need to remember the impact our learning styles have on our ability to learn and develop. 

[bookmark: _Toc498261000][bookmark: _Toc498364054]3.0 Understanding Group Dynamics 

The term “group dynamics” refers to the interactions between people who are talking together in a group setting. Any time there are three or more individuals interacting or talking together, there are group dynamics (Nazzaro & Strazzabosco,, 2009).

It is important to remember that the dynamics of group environments are affected by a number of factors. These include:
· the nature of the individuals in the group
· leadership
· the group structures
· the group members’ individual power and status issues
· communication structures or processes (Johns & Perkins, 2016)

[bookmark: _Toc498261001][bookmark: _Toc498364055]3.1 Group formation

It is imperative that organisations understand the fundamentals of group formations. A widely used model of understanding the stages of group formation is that of Bruce Tuckman. He hypothesized a four- stage model in which each stage needed to be successfully navigated in order to reach effective group functioning: forming, storming, norming and performing (Tuckman, 1984). 

Figure 3: Bruce Tuckman's 'Forming Storming' Team Development Stages Model (Tuckman, 1965)
[image: /Users/rebeccahowells/Desktop/Screen Shot 2017-11-12 at 10.44.59.png]


Table 5: Features of each phase (Tuckman, 1965)
[image: ]


The benefits of understanding this model within Magstim is that businesses are recognising the types of situations for which cohesive teams can provide a key competitive advantage (Miller, 2003). If organisations fail to understand these group formations this opens teams to conflict. 





[bookmark: _Toc498261002][bookmark: _Toc498364056]3.2 Conflict Resolution

It is essential for HR professionals to understand and identify conflict within the workplace and effectively resolve any underlying issues. If conflict resolution is conducted well it can aid productivity and can help projects towards their completion. 

There are a variety of approaches HR professionals can take to resolve issues. These include:

1. Setting the scene
2. Gathering of information- Identifying the issue
3. Agreeing to the problem – Reliant on the putting aside of individual goals and agree to a beneficial solution
4. Brainstorming possible solutions- Involve other parties to help resolve the problem quickly
5. Negotiating a solution- all parties have a better understanding of each other’s position and have resolved the problem (Effective Education University of Florida, 2017)

Another technique of conflict resolution is Active listening. Active listening is the act of hearing a speaker, avoiding premature judgment, reflecting understanding, clarifying information and asking questions (Hoppe, 2006). 

This skill can be extremely effective when mastered. Listening allows the conflict to take its natural course by giving individuals the opportunity to disagree, express strong opinions, and show passion for ideas. Listening is helpful in achieving a winning resolution (Van Slyke, 1999).

[bookmark: _Toc498261003][bookmark: _Toc498364057]4.0 Project Management 

I was recently involved the project which implemented the redundancies of 17 employees. This had a short time frame as the Senior Management Team required its completion by the organisations financial year end of March 2017.
This required time management skills and effective communication due to the sensitive nature of the project. With clear objectives set by the Managing Director and shareholders a team which consisted of the entire Senior Management Team was formed. 

The initial meetings although difficult at times due to the subject matter was focused on getting the project completed. Following the initial meeting I along with other members of the HR department set out the project objectives, task allocation and the deadlines for completion. This was done with the use of a Gantt chart I devised which can be seen in Evidence XX. 
The use of the Senior Management Sharepoint system also allowed the use of sharing documentation and all members could clearly see the deadline dates. These methods of communication enabled all team members understood their roles and completion dates.
As part of my role within the team I was responsible for the organising of the At-risk letters, Evidence XX, and the voluntary redundancies. A checklist I devised can be seen in Evidence XX. 
In order to support those employees who were being made redundant I created a factsheet, Evidence XX, with useful contacts and support networks.
What held the project back was the resistance on the part of the Senior Management who struggled with the emotional aspect of the redundancies. If I was to be a part of a project of this nature again I would include time for the managers to be able to talk about the feelings they have.

Project management refers to the creation of a group of individual specialists from different parts of the organisation that are brought together for a limited time to contribute towards a specific project (Winch, 1994). It is common for HR professionals to be involved in more than one project at a time. 
A project can be split into five phases that must be completed:
1. Initiation
2. Planning and design
3. Execution
4. Monitoring and controlling
5. Completion


Understanding the purpose and the expected outcomes of each phase of the project allows the team member to achieve their responsibility.  



[bookmark: _Toc498364058]4.1 Problem Solving

Problem solving within a project can be time consuming and could be complex depending on the nature of the project. 
A fishbone diagram, as seen in figure 4, is a tool used to identify the cause and the root cause of a problem. 



Figure 4: Fishbone diagram (Ishikawa, 1968)
[image: /Users/rebeccahowells/Desktop/Screen Shot 2017-11-12 at 14.20.54.png]

The fishbone diagram is created in six stages:

1. Draw Problem Statement – defining the problem
2. Draw Major Cause Categories- such as people, equipment, policies and procedures
3. Brainstorm Causes of the problem
4. Categorise Causes- 
5. Determine Deeper Causes- identify any fundamental issues impacting the project
6. Identify Root Causes- look at causes that repeatedly appear


During this recent project, I regularly had to influence, persuade and negotiate with members of the project team.
I did this my creating a supportive environment for the Senior managers and became influential in the knowledge I gathered on the subject matter. 
I had to regularly listen to their concerns and had to emphasise the importance of the tasks and the impact of missing the set deadline would have on the project and organisation.  
Evidence XX
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•      Skilled influencer •      Resourcing and talent planning
•      Personally credible •      Learning and development
•      Collaborative •      Performance and reward
•      Driven to deliver •      Employee Engagement



•      Employee relations
•      Service delivery and information
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They are shown techniques with clear practical advantages; There are no clear guidelines on how to do it; 
They can copy an example, or emulate a role model. It appears to be ‘all theory’. 
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Discussions in small groups
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Project management refers to the creation of a group of individual specialists from different
parts of the organisation that are brought together for a limited time to contribute towards a
specific project (Winch, 1994). It is common for HR professionals to be involved in more than
one project at a time.

A project can be split into five phases that must be completed:

Initiation

Planning and design

Execution

Monitoring and controlling

Completion

wa e e

Understanding the purpose and the expected outcomes of each phase of the project allows
the team member to achieve their responsibility.

4.1 Problem Solving

Problem solving within a project can be time consuming and could be complex depending
on the nature of the project.
Afishbone diagram is a tool used to identify the cause and the root cause of a problem.
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Fishbone Diagram: Cause and Effect Analysis Using Ishikawa Diagrams Ishikawa diagram - Google Search +

Cause and Effect Diagram - Major Cause Categories

Brainstorm Causes
Brainstorming the causes of the problem is where most of the effort in
creating your Ishikawa diagram takes place.

Some people prefar {0 generatea st of causes befor th previous sleps in
order to allow ideas to flow without being constrained by the major
categories.

However, sometimes the major cause categories can be used as catalysts to
generate ideas. This is especially helpful when the flow of ideas starts to
slow down.

Categorize Causes

Once your list of causes has been generated, you can start to place them in
the appropriate category on the diagram.

Ideally, each cause should only be placed in one category. However, some of

e "People" causes may belong in multiple categories. For example, Lack of
Training may be a legitimate cause for incorrect usage of Machinery as well
as ignorance about a specific Method.

Machinery People

Methods Materials

Ishikawa Diagram - Categorize Causes

Determine Deeper Causes

Each cause on the chart is then analyzed further to determine if there is a
more fundamental cause for that aspect. This can be done by asking the
question, "Why does it happen?"

This step can also be done for the deeper causes that are identified.
Generally, you can stop going deeper when a cause is controlled one level of
management removed from your group. Use your judgment to decide when

Machinery People
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Maintain professional knowledge and 
competence through continuing professional 
development, to ensure they provide a 
professional, up to date and insightful service  



Always act in a way which supports and 
upholds the reputation and values of the 
profession. 



Seek appropriate support if business needs 
require involvement in new areas of activity 



Uphold their responsibilities as professional 
people towards the wider community 



Accept responsibility for their own professional 
actions and decisions  



Comply with prevailing laws and not 
encourage, assist or collude with others who 
may be engaged in unlawful conduct, taking 
action as appropriate. 



Apply professional high standards of relevance, 
accuracy and timeliness in the information and 
advice they provide to stakeholders.  



Exhibit personal leadership as a role model for 
maintaining the highest standards of ethical 
conduct 



Be mindful of the distinction between acting in 
a personal and professional capacity. 



Establish, maintain and develop business 
relationships based on confidence, trust and 
respect  



Demonstrate and promote fair and reasonable 
standards in the treatment of people who are 
operating within their sphere of influence 



Exhibit and role model professional and 
personal integrity and honesty at all times  



Challenge others if they suspect unlawful or 
unethical conduct or behaviour, taking action 
as appropriate 



Demonstrate and promote sensitivity for the 
customs, practices, culture and personal beliefs 
of others  



Ensure that their professional judgement is not 
compromised nor could be perceived as being 
compromised because of bias, or the undue 
influence of others 



Champion employment and business practices 
that promote equality of opportunity, diversity 
and inclusion and support human rights and 
dignity  



Promote appropriate people management and 
development practices to influence and enable 
the achievement of business objectives 



Safeguard all confidential, commercially 
sensitive and personal data acquired as a result 
of business relationships and not use it for 
personal advantage or the benefit or detriment 
of third parties.  



Ensure those working for them have the 
appropriate level of competence, supervision 
and support. 



StewardshipEthical Standards and Integrity



Representative of the professionProfessional Competence and Behaviour
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