Activity 2 – CIPD profession Map
The CIPD Profession Map is an interactive set of standards to guide those who work in human resources to always be developing and improving the world of work. (CIPD 2020).   The CIPD map examined in this report is the 2013 version, however, the CIPD have revised the profession map in 2018.  
The profession map is made up of the following:
· 10 professional specialisms
· 8 behaviours
· 4 bands of professional competence
The first 2 professional specialisms listed are the core areas, they are:
· Insights, strategy and solutions
· Leading HR
These core areas enable the HR professional to understand the business they are involved in and set the groundwork to ensure that the correct HR strategies and procedures are put in place for the organisation to meet its objectives and to be the driving force within that sector.  The remaining 8 areas of the CIPD profession map as listed below are additional areas that HR professionals focus on depending on the role that HR has within the organisation:
· Organisation Design – this area allows the HR professional to ensure that the organisation is designed in a way to allow short and long-term objectives to be met and that any structural is effectively managed.  
· Organisation Development – allows the HR professional to examine the leadership on development, as well as any cultural or change activities 
· Resourcing and talent planning – allows the organisation to identify and attract key people.
· Learning and development - ensures that people at all levels of the organisation possess and develop the skills, knowledge and experience to fulfill the short and long-term ambitions of the organisation and that they are motivated to learn, grow and perform.
· Performance and reward - builds a high-performance culture by delivering programmes that recognise and reward critical skills, capabilities, experience and performance, and ensures that reward systems are market-based, equitable and cost-effective.
· Employee engagement - the emotional connection that all employees have with their work, colleagues and to their organisation (in particular line manager relationship) is positive and understood, and that it delivers greater discretionary effort in their work and the way they relate to their organisation.
· Employee relations - ensures that the relationship between an organisation and its staff is managed appropriately within a clear and transparent framework underpinned by organisation practices and policies and ultimately by relevant employment law.
· Service delivery and information - ensures that the delivery of HR service and information to leaders, managers and staff within the organisation is accurate, efficient, timely and cost-effective and that human resource data is managed professionally.
The 8 behaviours consist of:
· Decisive thinker
· Skilled influencer
· Personally credible
· Collaborative
· Driven to deliver
· Courage to challenge
· Role model 
· Curious
As well as proving to be an audit for HR professionals it also highlights how diverse the HR function is within an organisation and the range of knowledge required.  The CIPD profession map is crucial to aid the HR professional in designing their Profession Development Plan.
The Profession Map does not just consist of the 10 areas listed above, but is also made up of 4 bands of professional competence, Taylor & Woodhams (2016) describe them as:
· Band one – revolves around ‘delivering the fundamentals’, with a focus on supporting the immediate needs of the clients
· Band two – operate at an ‘advisor level’, where they are responsible for dealing with current or near-term priorities.
· Band three – professionals become ‘co-operative partners’.  They will be expected to lead the professional area and deal with the medium to long term challenges.
· Band four – professionals operate as ‘leadership colleagues’.  They lead the function as a whole and develop strategy.
Taylor & Woodhams (2016) state that ‘the key point to keep in mind is that the CIPD’s HR profession map not only defines activities in ten different functional areas,  but it also highlights the progression from junior to senior roles.
By using the CIPD professional map it will enable the HR specialists within the organisation to provide the best possible service to the organisation help them to achieve their aims and objectives.  The 10 professional specialisms will that the organisation has the best possible framework to be at the top of their field, ensuring that highly trained and motivated people are recruited to keep the organisation there, as well as looking to the future to ensure that they continue to recruit effectively and retain the workforce they have.  Continuous training and communication are essential and will help to provide an excellent employer brand.
The four bands provide the pathway that HR specialists follow throughout their career.
The 8 behaviours that have been identified above are essential in becoming an effective HR professional as they provide the skills and knowledge for the HR professional to provide effectively analyse information in a way that enables them to provide recommendations and solutions to areas in which the company may be failing, encourages them to retain an open mind and identify modern and new methods or ideas to keep the organisation at the forefront of their sector.  The behaviours provide the HR professional with the confidence and knowledge needed to gather the support and commitment from within the organisation, to know how to deliver professionalism, the ability to work effectively within internal and external customers to the organisation.  The ability to be resourceful to ensure the organisation meets targets and achieves its objectives, an important behaviour that will be required by a HR professional is the ability to be courageous and have the ability to challenge others that might be resistant to new ideas or methods that would help drive the organisation forward, and perhaps one of the most important behaviours is to lead by example and always remain impartial.  However, it is important to understand the contra-indicators which the CIPD state are the negative manifestations of each behaviour as developing these traits would have a severe impact on the organisation and would prevent them from reaching their aims, it would also destroy the reputation of the HR professional
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Activity 4 – Explain the concept of Group Dynamics
Group dynamics has been defined as “a set of behavioural and psychological processes that occur within a social group or between groups.  It refers to the nature of groups, the laws of their development and their inter relations with individuals, other groups and larger institutions” Cartwright and Zander 1968.
It is important to recognise and understand how different groups of people work together in order to ensure they can function together to achieve the desired outcome.  Kurt Lewin identified that people tend to take on distinct roles and behaviours when working in groups.  Ideally a team with a positive dynamic is required as research has established this group is more creative and will work well together.
Bruce Tuckman identified 5 stages of group development, which are:
· Forming – this stage tends to involve a lot of uncertainty and confusion.  The nature of the task or leadership of the group has not been determined (Luthans, 2005).
· Storming – there tends to be a high level of disagreement and conflict whilst members battle for leadership and to establish their position in the group.
· Norming – at this stage the group should be established and roles identified.
· Performing – by this stage the group will have become cohesive, rational thought processes have been established to resolve any issues that may arise.
· Adjourning – not all groups experience this stage of development because it is characterised by the disbandment of the group, some groups are relatively permanent (Luthans, 2005).
Organisations will need to rely on individuals within the company to form groups for certain tasks or roles that the organisation needs to undertake to achieve a desired outcome, ensuring that the right people are put together in the group is essential in order for the group to have a positive impact.
There are generally 4 roles that make up the group, they are:
· Leader/facilitator –  the main aim of this role is to keep the group focused on the task in order to achieve the desired outcome
· Arbitrator/monitor – deals and resolves any conflict that may be rising within the group and gives praise to group members when necessary.  Ensures that all group members are being involved with the discussions.
· Notetaker/time keeper – keeps records of all meetings conducted within the group, ensures that the meetings run smoothly and that the time is used well and that the group do not spend excessive amounts of time on a particular topic.
· Devils advocate – needs to remain open minded throughout the whole process in order to identify any possible “groupthink” scenarios.  The individual in this role will need to look for any holes in the proposals/ideas that the group suggest.  This role also performs quality control.
These roles are crucial for the smooth running of the group, therefore, it is essential that the roles are assigned to the best possible candidates to prevent the group failing to achieve the desired result. 
However, according to Taylor and Woodhams (2016) there are a number of factors that can affect the smooth running of a group, they are:
· The nature of the individuals in the group
· Leadership
· The structure of the group or team
· Power and status issues
· Communication structures or processes
All of these factors need to be considered when putting a group together.
Political behaviour influences organisations and how they operate on a daily basis, by examining this behaviour it is possible to identify how it can impact the organisation in achieving its goals.  Roffey Park 2003 Management Agenda survey states “office politics can damage organisational performance.  The negative effects of politics, such as the lack of trust and game playing are seen as triggering risk-averse, compliant behaviour, as well as preventing employees from giving their best”.
An article in People Management by Linda Holbeche states that “some people may use a disturbance in the status quo to enhance their own position, often at the expense of someone else; other people appear to use political behaviour to defend their patch”.
The aim is to use politics within the organisation to influence rather than use direct authority, known as positive politics, unfortunately, if those in positions of power have negative views and methods, the likelihood is that these traits will filter down throughout the organisation thus hindering the organisation from achieving their goals.
Organisational politics seems to become more prominent when an organisation strives for more and better resources. (Vigoda, 2000).
There are a number of disadvantages to organisational politics that can in turn prevent the organisation from achieving its objectives, they are:
· Decrease in overall productivity – employees put too much time and effort concentrating on office politics that they are unable to meet targets and deadlines set by the organisation therefore having an impact on the service the organisation offers.
· Affects concentration – mistakes are likely to occur as the employee is focused on the politics rather than the job they are required to carry out.
· Spoils the ambience – this creates a negative working environment which will result in poor productivity.
· Changes the attitudes of employees – this will affect all employees within the organisation even the most hardworking, as a politically driven working environment fails to notice hard work that some employees put in.
· Demotivated employees – this causes a lot of conflict within an organisation, as employees feel that employees who may not work as hard as them tend to get rewarded more often.
· Increase stress – employees feel undervalued and unable to trust colleagues which can lead to increased levels of stress.
Organisations need to ensure that they can identify when organisational politics are impacting the business in order for them to put strategies in place to prevent the above from occurring as if left to continue, the damage done to the organisation may be irreversible.  These can be done by using some of the following:
· Job satisfaction
· Transparency
· Team work
· Discussions
· Communication
· Maintain the decorum of the workplace
· Partiality
· Positivity
Whilst it is important to understand that politics needs to be within the workplace senior management must ensure that this does not create a negative attitude, instead is used to enhance the working environment and achieve the objectives of the organisation.
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