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[bookmark: _Toc498547555]1. Introduction 

This assignment focuses on a range of aspects relating to the development of professional practice.  It evaluates what is required to be a successful HR professional and how to develop your career with reference to the CIPD Profession Map.

It provides an overview of group dynamics with reference to Tuckman’s theory model and the types of conflict resolution methods which are commonly used by HR professionals.  The content of the assignment provides a mixture of narrative and illustrations to aid the understanding of the topics discussed.  The assignment provides evidence of project management used in an HR context and refers to problem-solving techniques encountered during the project.

As part of the assignment, a personal development plan has been produced based on outcomes of a self-assessment of the CIPD profession map.  The plan details areas for improvement and the outcomes required in order to achieve this.  The PDP will be reviewed in May 2018 to reflect progress throughout the length of the CIPD course.

Evidence has been provided in an e-portfolio to support some of the topics discussed – references have been used where applicable.  In addition to this, citations have been used appropriately throughout the assignment and a reference list has been provided.



[bookmark: _Toc498547556]2. Activity 1

[bookmark: _Toc498547557]2.1. What is an HR Professional?

There are many different opinions on the general definition of a ‘professional’ with one common viewpoint being “someone who claims to possess knowledge of something and has a commitment to a particular code or set of values” (Lester, 2010, p. 1).  Conflicting this definition, according to John & Perkins (2016), a professional is someone who carries out their job to a high standard, regardless of what their job is.  Supporting the viewpoint of Lester (2010), HR Professionals should ideally obtain membership of the CIPD to demonstrate that they have knowledge within this field as human resource management plays a critical role in the success of the organisation.  

The CIPD is seen to be a governing body for the HR profession throughout the UK and Ireland who set a standard for HR professionals and those obtaining membership are required to adhere to the CIPDs Code of Conduct (Johns & Perkins, 2016) and continuously strive for personal development within their HR careers. 

In order to be an HR professional, you must obtain specific qualities and characteristics as well skills and knowledge. Some of the key aspects of being an HR professional include;

· Being CIPD Qualified
· Obtaining CIPD membership
· Continuous professional development – updating knowledge
· Maintain knowledge and expertise within HR
· Experience of working in the field 
· Being an excellent communicator 
· Gaining trust 

Whilst there are various job roles within the HR profession ranging from administrators to managers and directors of HR, there is a requirement to maintain a level of professionalism.  Supporting this, there are four concentric circles detailed in Figure 1. 

Figure 1 – Four Concentric Circles 
















According to Johns & Perkins (2016), the core of this concentric circle is the ability to manage one’s own skills, knowledge and behaviours moving onto the managing of groups and teams.  Managing upwards is the ability to work closely with managers, referring to the ability to implement plans across the organisation.  Combining the ‘four concentric circles’ clearly defines what is required to be an HR professional.
[bookmark: _Toc498547558]2.1.1 CIPD Professional Code of Conduct 

In addition to the ‘four concentric circles’, those who are members of the CIPD are required to adhere to the CIPD’s ‘Code of Professional Conduct’ regardless of their job roles.  These apply to all levels of membership – the obligations include;

· Professional Competence and Behaviour
· Ethical Standards and Integrity
· Representative of the Profession
· Stewardship

Whilst not all HR professionals are members of the CIPD, obtaining this membership demonstrates that the professional meets the standards required for good practice in HR and L&D as well as access to professional development tools to help enhance CPD and show commitment to personal development (CIPD, 2017).  Obtaining CIPD membership also helps the organisation to trust your capability to challenge and show you obtain expert knowledge (CIPD, 2015) as well as your ability to undertake the role.  

[bookmark: _Toc498547559]2.2. CIPD Profession Map 

The CIPD Profession Map has been designed to set a high standard in which HR and L&D professionals within various sectors throughout the world can use demonstrate and align themselves with a competency framework. (CIPD, 2017; Woodhams, et al., 2016).  The map is also used as a tool to identify how individuals can progress throughout their HR or L&D career by identifying their current skills and knowledge and what areas of their profession they need to improve, either in their current role or a role they aspire to.

The map compromises of – refer to Figure 2;
· 8 behaviours
· 10 professional areas
·  4 bands

[image: ]Figure 2 –The CIPD Profession Map (CIPD, 2017)

According to Woodhams, et al.(2016) all areas of the map are applicable to all HR professionals regardless of their level role, whether at HR consultant and HR Director level.  The below table – Table 1 illustrates what each part of the map interprets; 

Table 1 

	Area of Map
	Definition 

	Professional Areas
(including 2 core areas)
	Indicates each area of the HR profession and the knowledge/skills required in order to provide HR support.


	Behaviours 
	Indicates how professionals need to behave in order to carry out their activities.

	Bands 
	Defines the current level of profession and what is required in order to progress.



Employee Relations 

Referring to the employee relations professional area, the CIPD map indicates professionals in this area are responsible for the relationship between employees and the organisations.  Tasks undertaken by Band 1 (e.g. Administrators) would include supporting line managers with paperwork whilst tasks transitioning into Band 2 (e.g. HR Officer) would require building relationships with managers.  The map indicates that both of these roles are different due to the level of work required.  They both, however, require individuals to adopt the behaviour of ‘personally credible’ adding value to the organisation and building trust with managers (CIPD, 2017). 


[bookmark: _Toc498547560]3. Activity 4

[bookmark: _Toc498547561]3.1 Self-Assessment – The CIPD Profession Map

To demonstrate how the profession map works as a tool of measurement, I have undertaken a self-assessment on all areas of the map, to identify my development needs, with reference to my current role as HR Administrator.  Based on the outcomes of my self-assessment in Figure 3, the map indicates that there are particular professional areas and behaviours in which I am least emerging in and therefore further development is required – the areas for particular development are;

Professional Areas
· Organisational Development
· [image: ]Learning and Development

Behaviours
· Skilled Influencer 



           Figure 3 – My CIPD Map
           (CIPD, 2017)













Following the outcome of the results, I have based my professional development plan on the key area ‘Learning and Development’ as I feel that this area is more beneficial to my current role and I have a keen interest in progressing my knowledge and skills within this area.  As identified, I have not yet experienced much exposure to this area as identified in my development needs (CIPD, 2017).  

Learning and Development is an important key area within HR as it ensures that individuals at all levels of the organisation possess the knowledge and skills to fulfill the organisation's goals (CIPD, 2017).  There is a wide range of skills and knowledge required to exceed in this professional area of expertise.

According to the outcomes of the CIPD (2017), it indicates that at my current level (Band 1), I typically need to manage all of the administrative processes relating to L&D, and support the delivery of learning interventions whilst helping employees understand their development needs.  Summarising the results from this exercise, the current gaps that I will be focusing on within this area are – refer to Table 2 (CIPD, 2017);



Table 2 – Areas of Development

	Areas of Focus 

	Supporting the delivery of learning and training events and programmes (eg, joining instructions, training materials, evaluation)


	Different methods for delivering training/learning interventions


	How to undertake training needs analysis


	Maintaining accurate records of training and learning, making use of appropriate technology (eg, personal development plans, delegates for training events)



     
After analysing and summarising my development needs within this area, my PDP will compromise of objectives focusing on the above highlighted key areas which support the fundamentals required ensuring learning opportunities are relevant and effective (CIPD, 2017).

[bookmark: _Toc498547562]3.2 Learning Styles – Honey and Mumford 1986

To support a successful outcome of the proposed objectives set out in my PDP, I have undertaken a Honey and Mumford 1986 questionnaire (refer to Evidence 2) which identifies my preferred learning style.  The questionnaire is based on four learning styles identified in Figure 4 and comprises of 80 questions which are scored to align preferred learning styles. 
Figure 4 – Honey and Mumford Learning Styles (Google, 2015)
[image: ]








The above figure illustrates what each of the learning styles represents.   The outcome of the questionnaire indicated that my strong preferred learning style is ‘Activist’ which are described as individuals who learn by ‘doing’ and need to ‘get their hands dirty’ with preferred learning activities such as; group discussions, brainstorming and problem-solving (network, 2017).  Whilst my low preference is ‘Pragmatist’ the activities involved in this learning style also include problem-solving techniques and they are described as those who learn by ‘doing’ which also best describes my style of learning (Cockerton, et al., 2002).  

Following the outcomes of the questionnaire, I have a very low preference for Reflector and Theorist learning styles which could identify potential gaps in learning outcomes in my PDP.  Table 3 summarises the strengths and weaknesses of being an Activist (Physics, 2017);

Table 3 – Strengths and Weaknesses of an Activist 

	Strengths
	Weaknesses

	Flexible approach
	Tenancy not to delegate – do too much themselves

	Open minded 
	Rush into things without little preparation 

	Open to change and happy to try new things / hands-on approach and optimistic 
	Easily bored with implementation 



Focusing on my preferred learning styles, and in line with recommendations set out in my CIPD self-assessment which indicates that; to improve skills and knowledge within my chosen professional area, I will need to consider the courses, reading materials and practical development actions (CIPD, 2017).  Therefore, my PDP will reflect a mix of learning styles in order for me to progress.

2 of 17
Jadey James 
[bookmark: _Toc498547563]3.3 Professional Development Plan (PDP)

	[bookmark: _Hlk498546880]PERSONAL DEVELOPMENT PLAN


	NAME: Jadey James 

	MEMBERSHIP NO: 4658206X
	Covering Period (Dates)
	FROM: November 2017           
	TO: May 2018



	[bookmark: _Hlk498546925]Learning Needs
	What will I do to achieve this?
	What resources or support will I need?
	What will my success criteria be? 
	Target dates for review and completion

	General understanding of L&D and the importance within the organisation
	Research and learning tools about L&D

Look at the approach the organisation takes to L&D

	CIPD factsheets
Attend any events on L&D – i.e. CIPD events 
Familiarise self with aspects of CPD policy 

	Clearer understanding of the importance of L&D and the input required from HR 
	Dec 2017

	Understanding of individual training needs – how to offer suitable training opportunities to staff 
	Monitor and record training needs of individuals following completion of probation and appraisal paperwork

Liaise with CPD department to arrange suitable training 
	Creation of a spreadsheet/database to monitor

Research successful monitoring mechanisms

Provide training to managers – ensuring that they complete paperwork fully
	Ongoing system which records individual training needs and interfaces with the CPD department 

Managers are compliant with training requirements of staff
	Feb 2018 – implementation

Ongoing – monitoring 

	Support the delivery of learning and training events and programmes particularly mandatory training

	Review current training materials for mandatory induction programme and make potential suggestions for change 
	Undertake a review of successful induction programmes and the fundamentals required – research such as online videos to aid understanding

Meet with HR team to look at current training materials and identify what can be changed in line with other successful programmes 
	Effective implementation of new induction materials
	Jan 2018

	Understand and suggest different elements of learning and talent development activity 
	Approach the CPD department about being involved in the planning of institutional planning days (training days for staff)

	Shadow CPD department in the organisation of IP days to understand how training activities have been identified 
	Understanding of how training opportunities are identified for staff across the organisation  
	April 2018



[bookmark: _Toc498547564]4. Activity 2 

[bookmark: _Toc498547565]4.1 What is Group Dynamics? 	

Group dynamics is described as the behaviours and attitudes of individuals when they are grouped together known as ‘intragroup dynamics’ and how one group of individuals interact with another group known as ‘intergroup dynamics’ (HRZone, 2017).  According to Haynes (2016) members of a group participating in group activities are there to achieve the same goals.  Having good group dynamics is crucial to organisations, to ensure that there are no loses with productivity or motivation of individuals (Johns & Perkins, 2016).  There are many elements to group dynamics and theories to support the development of how groups form.       

[bookmark: _Toc498547566]4.2 Bruce Tuckman’s 1965 Theory

Dr. Bruce Tuckman introduced a team development model in 1965, known as the ‘Forming, Storming, Norming, and Performing’ model which was revisited in 1970 to incorporate an add-on of ‘Adjourning’ (Chapman, 2013) - outlined in Figure 5.

[image: ]Figure 5 – Stages of Tuckman’s 1965 Theory (Hillary, 2017)



















The sequence of this theory focuses on the elements of team dynamics with the initial stages of the team forming through to the completion of a project (‘Forming’ through to ‘Adjourning’).  According to (Levi, 2007), a team can go through good and bad stages and teamwork is not a smooth process.  Theories such as Tuckman’s 1965 have been created to define the stages that teams are likely to go through during group development.

Throughout the elements outlined in Tuckman’s 1965 theory, the dynamics of the team change.  In the initial stages, there is a lot of uncertainty between individuals and the potential for conflict, as outlined in Figure 5.  It is evident and that once individuals are clear about their roles and responsibilities (in the norming stage) they then start performing as they are concentrating on getting on getting the job done (Leadership Foundation for Higher Education, 2015).  The adjourning stage is where the task has been completed and individuals recognise their hard work. 

Leadership Foundation for Higher Education (2015) indicate that Tuckman had highlighted some key points following his research where he believed that unless the norming stage is fully completed, teams may find themselves back at the storming stage which would indicate a breakdown in the dynamics of the group. 

[bookmark: _Toc498547567]4.3 Conflict Resolution Methods 

HR professionals can be a member of different teams all at the same time as they work with a variety of stakeholders and individuals throughout the organisation and must be aware of factors that could affect group dynamics (Johns & Perkins, 2016).  It is crucial for HR professionals to be aware of various conflict resolution methods to deal with any potential conflicting situations. 

Group dynamics can break down at any point in relation to factors such as personality clashes, power and status issues or method and process issues (Johns & Perkins, 2016) which can affect the performance of the entire team.  There are many conflict resolution methods which should be familiar to all HR professionals, some of these methods include;

· Negotiation 
· Influencing
· Persuading 
· Active Listening

[bookmark: _Toc498547568]4.3.1 Conflict within a Group 

A breakdown of group dynamics due to an individuals’ behaviour can influence how the rest of the team perform.  A recent conflict within an I.T. team led to one member of staff refusing to work in the office due to temperature conditions (being too hot).  Whilst the rest of the team did not have an issue with the temperature, the behaviours of the individual towards the others in the team had led to a conflict which impacted the dynamics of the group – the individual had then decided to separate themselves from the group to work in a more suitable environment. 

Whilst the team are fully formed and at the ‘performing stage’ of the Tuckman’s theory, this conflict has led to them being back at the ‘storming stage’ as the breakdown in the group has had an impact on the tasks being carried out in order to perform (Hillary, 2017).  The manager responsible for the team had met with HR to seek advice on how to resolve this issue. 

[bookmark: _Toc498547569]4.3.2 Active Listening

Listening forms part of the communication skills individuals use daily which is very important within the HR profession, as poor listening skills can have an impact on your relationship with others within the organisation (MindTools, 2017).  Active listening is important for gathering information and giving individuals encouragement to speak in order gather their feelings and their perception of the situation, to summarise the occurring issues (University of Lowa, 2017). 

Active listening techniques were applied to help resolve the conflict within the I.T. team, it involved meeting with the individual who was experiencing the issue, and the rest of the team separately, to gain an understanding of both conflicting points of view about the situation.  The behaviour of the distressed individual could have been influenced by many other factors and it was important to encourage them to emphasise what could have been causing this by showing empathy to the way in which they were feeling.  Using active listening allowed the HR professional to build a rapport with both parties by showing concern about the breakdown in the dynamics of the team which gave them trust that the issue would be resolved. 

[bookmark: _Toc498547570]4.3.3 Negotiation

To resolve the conflict and gain a successful outcome, HR had to adopt negotiation skills to ensure both parties felt they had achieved a satisfactory outcome (Johns & Perkins, 2016).  HR had to take a positive and constructive approach with recommendations for ‘fixing’ the problem, which led to the parties mutually agreeing to a beneficial outcome (Johns & Perkins, 2016).  The recommendations included asking the Estates and Facilities Department to look at the working environment to identify solutions for reducing the heat.  As the individuals in the team had to continue working together, the aim of the conflict was to achieve a ‘win-win’ situation.  By offering the individual a solution to the problem, it engaged them back into the group as the underlying problem was being dealt with and they had been listened to.  The rest of the team were happy that they were able to continue with their work, as the member of the team were concerned was able to continue contributing to the work, which left both parties satisfied.  

[bookmark: _Toc498547571]5. Activity 3

[bookmark: _Toc498547572]5.1 Project Management 

HR professionals are required to manage specific projects of which may cross over all sections of the organisation.  Project management is believed to be a useful skill to possess within the role of HR  (Kriessl, 2014).  The main scope of a project is to define the beginning and end, regardless of the size of the project whilst aiming to stay within budget (ibid).  There are many project management methodologies used, with most common methods containing five stages as defined in Figure 6 (Johns & Perkins, 2016; Kerzner, 2013).

Figure 6 – 5 Steps within Project Management 






Referencing this preferred method, each stage is critical for ensuring a successful project.  I am currently working on a project which involves ensuring that the Welsh language is treated no less favourably than the English language throughout Wales, the Welsh Language Commissioner has set the Welsh Language Standards which are legally binding requirements that apply to public sector organisations, such as my current employer Pembrokeshire College (Welsh Government, 2017).  There are a total of 171 standards and the College must comply with 158 of these by 1 April 2018.  The standards have been split out into relevant focus groups whereby key staff within each section of the organisation will take a lead on implementing the standards.  I am leading the focus group for implementing the standards applicable to HR – 24 standards in total (refer to Evidence 3).

Whilst this is only an element of a larger project, this has had a significant impact on the HR team due to the short timescale and necessary actions involved to ensure compliance.  To ensure that the project is a success and the required changes are implemented, I have captured the actions for each standard and set up a monitoring spreadsheet containing deadline dates (refer to Evidence 4 for a brief snapshot of this).  

In line with the common five-stage method shown - above, I have adopted this approach to this project.  Although not all stages are yet complete, I am able to visualise each stage of the project.  Table 4 provides a brief definition of what each stage of the process entails and how my project currently reflects each stage (Kerzner, 2013).  At present, the project is currently in progress on
stage 3 – the planned actions for the next stages are indicated in the table.

Table 4 – What is required at each stage of the project
	Stages 
	Requirements at each stage
	Measurement of my project

	Stage 1
Initiation

	· Research and benefits of project
· Preparation
· Identifying project manager

	· Research and preparation undertook – i.e. attended Welsh Language events & Welsh Language update meetings (refer to evidence 3 & 5)
· Project Manager for HR – designated (Me)

	Stage 2
Planning & Design
	· Identifying work to be carried out
· Identifying resources required 
· Activities involved 

	· Standards published – key standards applicable to HR identified
· Objectives set – actions specified against each standard and resources required i.e. updating HR paperwork/database 

	Stage 3
Execution

	· Drawing conclusions 
· Managing the work
· Working with project team members 

	· Met with team to discuss the impact on the team and input from them - also with Welsh Language Co-ordinator to finalise standards
· Met with some managers to explain the impact of the standards i.e. analysing Welsh Language levels for new vacancies 
· Timelines set to achieve each standard – monitoring spreadsheet
· Plan to - attend further team meetings to discuss

	Stage 4
Monitoring & Controlling

	· Monitoring progress
· Identifying potential issues 
· Making adjustments 

	· Plan to - undertake ongoing monitoring of progress against each standard (keep the spreadsheet updated)
· Identify issues such as not meeting deadlines i.e. adjusting unrealistic targets

	Stage 5
Completion
	· Verifying work is completed
· Closure of administration paperwork
· Closure of budget – finances 

	· Plan to - Ensure all standards have been met – report back to Welsh Language Group
· Monitoring spreadsheet completed ensuring all paperwork relating to each standard has been done
· Provide hours spent on project to Welsh Language Co-ordinator 



   


[bookmark: _Toc498547573]5.2 Problem Solving 

One of the key problems I have faced with the implementation of the project is the non-engagement of staff and how they are not appearing to see the purpose or benefit of the standards being implemented, neither the impact of non-compliance.

I had to meet with managers to explain the reasons for the standards being implemented and how their engagement was important for implementing the changes (refer to Evidence 7).  This required a lot of influencing and I had to approach the discussions in a friendly and assertive manner to gain trust and ‘buy-in’ from them (Johns & Perkins, 2016).  To help aid solving the problem, I applied active listening skills to identify the reasons for them not engaging in the project and the outcome was that they did not understand how to identify the level of Welsh required for new vacancies.  To address this issue, I had to negotiate with them to agree on a satisfactory outcome by compromising, for example; I suggested that the HR department would create a matrix which would help managers easily identify the skills required.  By doing this, it helped the managers feel supported with what they were expected to do (Evidence 6).  I had to consider factors such as, what my aim of compromising with them was and potential alternatives should they not agree with my suggestions (Johns & Perkins, 2016).

Whilst I already have a rapport with managers, getting them to buy into a new project can be very difficult and, as an HR practitioner, it is key that you adopt many problem-solving techniques to ensure outcomes are achieved.  The implementation of the project has taken a lot of persuasions and I had to hold a solid argument by defining their roles and responsibilities and the consequences if they did not wish to undertake what was required of them.  By listening and understanding their concerns I could build collaboration with them (University of Kent, 2017). 
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