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Executive Summary and Introduction

The Profession Map of the CIPD outlines the standards for HR professionals all over the world. It can be used to define great HR, diagnose areas of success and improvement, build on HR capacity and to recognise achievement through professional qualifications and membership.

The aim of this report is to provide an overview of what it is to be a professional in a HR Context, how the CIPD Profession Map is made up and how it can be used in individual HR Professionals, Teams and Organisational Development. 








































In order to understand the CIPD Profession Map, we must first understand this Question. What is a Professional?

Lester (2010, p2) sums up a commonly held point of view when he argues that a professional is 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”. 

What makes HR a “Profession” rather than an “Occupation”?

The following 3 Characteristics broadly suggest a profession:-
1. It is based on a body of knowledge, which can be taught and learned.
2. It’s practitioner’s possess appropriate expertise to which they apply their knowledge and judgement.
3. It is underpinned by a code of conduct or ethics.

The CIPD does act as a governing body in the UK for HR professionals but unlike professions such as Law and Medicine, it is not compulsory to be a member to practice. However, more and more HR Professionals are becoming members of the CIPD and it should be noted that the CIPD is the only professional body acting in the HR Profession at the moment. 

Helpfully the CIPD has a Code of Conduct and Ethics by which it’s members can observe high standards of work. If you are a member of the CIPD failure to adhere can result in membership revocation. The Code of Conduct has four major parts:

· Professional competence and behaviour – members will remain professional, ensure that they are up to date with the service and accept responsibility for their own personal actions.
· Ethical standards and integrity – member’s will act with honesty, sensitivity, dignity, confidentiality, ethically and promote equality etc  
· Representation of the profession – members will act in a way that upholds the profession; comply with Law and role model ethical standards.
· Stewardship – member’s will promote fairness, Challenge others conduct or behaviour and promote appropriate people management and development practices.

Source :- CIPD – Code of Conduct 2012









The CIPD has produced what is known as the Profession Map. See Fig 1 below

For the purpose of this study we are looking at the 2013 Profession Map. 
The Profession Map covers 10 professional areas and 8 behaviours, set out in 4 bands of competence. The Map covers every level of the HR profession, from Band 1 at the start of an HR career to Band 4 for the most senior managers.

It has been designed to be relevant and applicable to HR professionals operating anywhere in the world, in order that they can develop their Career Paths.

In 2018 the Professional Map was updated and the purpose of the profession at the heart of the Map has been described as: - “championing better work and working lives” 
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 Fig 1 :- Source (CIPD 2015)

 












The Four Bands

Band 1 – Supports members with administration and processes. Effectively manages information and data and is customer orientated.

Band 2 – Advises on and/or manages HR related issues relating to individuals or teams. Has clear understanding of the evaluation process and solutions available. 

Band 3 – Leads a professional area acting as a consultant or partner, addresses key HR challenges at an organisational level for the medium, long term.

Band 4 – Leads and manages a professional area(s) and/or the organisation. Responsible for developing and delivering organisational and HR strategy. 

(CIPD 2013)

In order to progress “in the field” an individual would be looking to transition between Bands i.e. Band 1 to 2 (first transition), Band 2 to 3 (second transition), Band 3 to 4 (Third transition).  In order to progress, there are challenges that must be met at each level.

The Ten Professional Areas

At the very Core of the Professional Map there are two major Professional Areas :-
1. Insights Strategy and Solutions and
2. Leading HR

These two areas are applicable to all HR professionals regardless of which Band, Role, Stage of Career they are currently in. They underpin all that the Professional Map stands for and are at the forefront of the fundamentals of CIPD.  

The further 8 area are as follows:-

3. Organisational Design
4. Organisational Development
5. Resourcing and Talent Planning
6. Learning and Development
7. Performance and Reward
8. Employee Engagement
9. Employee Relations
10. Service Delivery and Information 

These 10 areas broadly cover what is needed and what as a professional you will need to do in each area in order to fulfil the four bands of professional competence.
Areas of competence will include:-
Relationship with Client
Focus of Activity
Where time is Spent
Service to the Client
Measures 


 The Eight Behaviours 
 
There are eight behaviours described within the Profession Map which are needed to carry out activities, they come under the following headings:-
1. Curious  
2. Decisive thinker 
3. Skilled influencer 
4. Personally Credible  
5. Collaborative  
6. Driven to deliver 
7. Courage to challenge
8. Role model

All eight behaviours are essential to the effectiveness of the HR Professional. 
1. Curious thinkers - seek out new ways, future focused. 
2. Decisive thinkers - are able to analyse data and information quickly, making quick decision. 
3. Skilled influencers can gain commitment and support from the necessary stakeholders. 
4. Personally Credible – bringing an element of professionalism to the table.  
5. Collaborative workers - brings different people together. 
6. Driven to deliver – demonstrates determination for great results. 
7. Courage to Challenge – Confidence to “Speak Out” in challenging circumstances. 
8. Role Model – Someone who acts with integrity. 

All Eight Behaviours have a Common theme – they seek to “add value” to the Organisation e.g. – Curious Thinkers, as the title suggests are Curious about organisational issues and seek out the reasons why we do things? If a new solution can be found for processing recruitment e.g. then they would question, why we do what we do and look to develop new innovative ways to add value or improvement’s to the organisation and its process.

The CIPD has encouraged HR Professional’s to move away from their Administrative function and become “Thinking Performers” this is at the core of the above Eight behaviours . The thinking performer doesn’t just think operationally, they would also think about what they are doing and why!

Conclusion

We should now understand the Human Resource Profession, Professionalism and the part that the CIPD play in acting as a governing body for the profession. The CIPD Profession Map has been produced by the CIPD in order for HR professional’s to progress their HR Career Paths and encourages Professional’s to be “Thinking Performer’s”, “Adding Value” to the Industry.    




Reference List

Taylor, S. and Woodhams, C. (2016). Studying Human Resource Management (2 ed.). London: CIPD

CIPD (2019) Profession Map. Available at: https://www.cipd.co.uk/learn/profession-map (Accessed: 20th December 2019)

CIPD (2019) Professional Standards. Available at: https://www.cipd.co.uk/about/what-we-do/professional-standards (Accessed: 20th December 2019) 

Louise Reilly (March 2019) 5 traits of a Thinking Performer in your Business. Available at:  https://www.icslearn.co.uk/blog/posts/2019/march/5-traits-of-a-thinking-performer-in-your-business/ (Accessed 5th January 2020)



































Qualification: CIPD Diploma in Applied Human Resources

Module Name: Developing Professional Practice in Human Resources - 5CDPP 

Report Title: Activity 4 – Understanding the ability to work collaboratively with others, as a member of a team or working group.   

Student Name: Sarah Measday
Student Number:- 1910137
CIPD Member Number:- 55478518


Word Count : 1000 words
 

By signing below, I confirm that the work/evidence presented is my own, unaided work. I understand the regulations pertaining to candidate malpractice and the action that may be taken as a result.

Signed: 
[image: ]
Date: 9th Jan 2020















Executive Summary and Introduction

The aim of this report is to explain the concept of group and team dynamics, looking at different academic theories and models in relation to this. In addition the report will also look at the concept of “political behaviour in organisations” and discuss how this may impact in a positive or negative manner on the achievements of organisational objectives. 










































  
Teamworking

Many organisation’s today have large elements of working in Team, HR is no exception. HR professional’s work in team with other HR professional’s, with other individuals and groups, for example, Payroll and Pensions as this relates largely to the lifecycle of the employee and of course Senior Managers, Directors, Unions and other Stakeholders in the Business. Much of the focus will be on issues such as team dynamics and conflict resolution. Good teamworking is vital, as Poor teamworking can lead to serious losses in productivity and individual motivation of employee’s. We must therefore make every effort to understand the different dynamics of teams and how they interact with one another.

Huczynski and Buchanan (2010) suggest that teams can take many forms within our organisations:-
· Advice Teams– e.g. review committee 
· Action Teams– e.g. negotiation teams 
· Project Teams– e.g. Research Team
· Production Teams– e.g. Assembly team 

Teams themselves vary in size and structure, these will be dictated by the reasons for their creation. Teams are also influenced widely by the following factors:-

Power
Leadership
Structure
Communication styles
The Nature of all the individual contributors to the group.

In order for HR professionals to be successful they must develop good teamworking skills, be able to demonstrate skills for collaborative working and conflict resolution.

Group Dynamics

“Kurt Lewin, a social psychologist and change management expert, is credited with coining the term “group dynamics” in the early 1940’s. He noted that people often take on distinct roles and behaviours when they work in a group. “Group Dynamics” describes the effect of these roles and behaviours on other member’s, and on the group as a whole.” - MindTools (undated) 

Group Dynamics can be positive or negative.

Positive dynamics are spotted when team members have trust in one another, work towards shared decisions and become accountable to one-another. In addition these teams are usually twice as more likely to be creative thinkers.

Negative Dynamics in Contrast usually cause the group to work disruptively.
Causing delays in decisions, making wrong choices and an inability to explore all options from lack of communication.

There are many useful theories on building effective Team’s in our organisations, I will briefly look at two of these :-

Theory 1 - Tuckman’s Theory
Forming – Storming – Norming – Performing

The basis of Tuckman’s Theory first created in 1965 is that a team tackles a task from its formation right through to completion. Tuckman later added a fifth phase entitled Adjourning and Transforming to cover the finishing of the task.

Stage 1 – Forming – Team Assembly and Task allocation. Time spent planning, collecting information and team bonding.
Stage 2 – Storming – Suggesting Ideas, Building relationships within the team, Need for good facilitative Leadership at this stage.
Stage 3 – Norming – A move towards harmony in the working practices and trust amongst team members.
Stage 4 – Performing – This stage is reached when all the hard work leads, without problems, to the achievement of the team's goal set in stage 1.
Stage 5 – Adjourning – (added later). Most teams will reach the phase eventually especially ones which are set up for a fixed period such as Project Teams. 

This Final stage can be difficult for some especially when perhaps they don’t know what they will be doing next.

Theory 2 - Belbin’s Theory

According to Belbin “Team Roles is the language of teams, enabling people to project and talk about their behavioural strengths in a safe, non-confrontational and productive way. Belbin promotes self-understanding, strengths-based working and more effective communication with colleagues and managers alike. Team Roles help compose successful teams, fine-tune existing teams for high-performance, and ensure that all contributions are harnessed to best effect.”

Belbin and team discovered 9 types of behaviour called “Belbin Team Roles” which are needed for the effective formation of a Team. Belbin describes these as follows: 
· Resource Investigator - Uses inquisitive nature to find ideas to bring back to the team. 			
· Teamworker - Helps team to gel, using their versatility to identify the work required and complete it on behalf of the team.
· Co-ordinator	- Needed to focus on the team's objectives, draw out team members and delegate work appropriately.				
· Plant - Highly creative and good at solving problems in unconventional ways.
· Monitor Evaluator - 	Logical eye, making impartial judgements where required and weighing up the team's options in a dispassionate way.	
· Specialist - Brings in-depth knowledge of a key area to the team.
· Shaper - Provides the necessary drive to ensure that the team keeps moving and does not lose focus or momentum.              				
· Implementer - Needed to plan a workable strategy and carry it out as efficiently as possible.
· Complete Finisher - Most effectively used at the end of tasks to polish and scrutinise the work for errors, subjecting it to the highest standards of quality control.

Whilst there are 9 roles it does not mean that 9 people will be needed in the team. Team members will usually have more than one of the above qualities. We must also remember that each role has its strengths and weaknesses and each are equally important. Not all roles will be needed for each project or at the same time , this is dependent on the aims and objectives of the current project. By using Belbin you will have a greater understanding of strengths and how they can be utilised, making good effective teams.

After conducting the Belbin Individual Report myself, I have discovered that my Primary Team Role was Implementer and Secondary Team Role was Completer/Finisher. So I’d be a great person for the Planning of strategy and making sure that the task is completed to a high standard to the Strategy set out from the start.

There are many ways we may put together a Team, the most important thing is to think about it intentionally. Having a team full of Leaders and no Teamworkers will not get the job done.
 
Political Behaviour 

Horn, 2009 gives us a brief definition of Office “politics” – “to take a particular view or position with the intention of personally gaining from that position”. 

Team members can be allies, opponents, adversaries, bedfellows or fence-sitters. Any of these types of behaviour would be viewed negatively on the decision making process. This is why as managers in HR we need to be fully aware of the political nature, if we choose to ignore it, it could be detrimental, if we engage with it, we can use it to ethically influence outcomes and enhance our organisations. 

It is therefore good to be mindful of any political behaviour within our organisation’s and teams that could influence the decision making processes.
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