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Introduction 
throughout this essay I will be evaluating 5 aspects all based on developing the professional practice, including all aspects that it requires whilst including activities that support the factors mentioned. This report is spilt into 4 different activities all mentioning different professional developments.

Activity 1 
to become a HR professional there are 6 elements that are considered in the HR industry which are social and ethical responsibility, body of knowledge and skills, situational judgement, commitment, identity and continuing professional development. Diagram below shows the CIPD profession map. The Map is a tool that shows the HR department in an organisation an extensive view of functions and adding value. It can demonstrate what role a HR member is at through their qualifications and experiences. The map was brought into project for HR professionals for every stage of their career it will also demonstrate and set out the global standards for Human Resources. The map is a very flexible and clear outline for any career progression by acknowledging the fact that any HR career progression and roles differ (CIPD Profession for the Future, 2019). 
3 areas that the professional map indicates is 1. The professional areas which is that HR practitioners are required to know, 2. The behaviours which involves how to carry out any activities which is then spilt into 4 groups of ability starting from beginners going up to leadership, 3. This is the transitions and bands which is how to grow in to one role to another which is cut into four groups of competence that shows the hierarchy of the profession. 
The map is constructed in two important professional areas which are strategy, insights and solutions which will expand any actionable visions and solutions that are tailored and prioritised into a profound understanding of business, contextual and organisational understanding. 
Leading and managing this gives active and insight led leadership to shape and drive yourself, others and any activities undertaken in the organisation (Moodle.uwtsd.ac.uk, 2019). 
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(CIPD, 2019).  




Activity 2 
 
This activity we will be looking at the group dynamics and two examples of conflict resolution within in a HR context 
Groups are known as ‘’Two or more individuals interacting and interdependent, who have come together to achieve particular objectives.’’ And group dynamics defined is ‘’the study of interactions and forces within small face-to-face groups. It is concerned with what happens when groups of people meet’’ (Mullins 2010). 
There are different reasons as to of why people join groups a few are so it can bring security, status, self-esteem, affiliation, power and goal achievement this can all make individuals feel stable. 
‘’Teams occur when a number of people have a common goal and recognise that their personal success is dependent on the success of others’’ (Mullins 2010).
I undertook a task in class which was called the island opportunity- the Mousa tribe see image 3 this showed me that I am better at trying to solve problems rather than creative thinking. 
An indicator to show which type of team player you are we will look at Belbin team roles which is said that the most successful groups usually come from different diverse mix of behaviours, Dr Meredith Belbin and others undertook research that showed that there are 9 different types of behaviours these were called team roles. Belbin states that every team will need to access all of the nine team role behaviours in order to be a high performing team. This does not mean there are nine individuals needed in most cases it only requires two or three team roles that suites them and this can change also. Once team’s strengths and weaknesses has been evaluated you will then go into looking at team objectives and then look at what tasks are required to be done. The team can then talk about when and which each team role behaviour will be used. This cannot be completed without undertaking a Belbin self-perception inventory and receiving feedback from others. The report is made to help look directly at individual’s team role strengths and weaknesses to then share with others in the team, Belbin helps people have a better understanding of themselves and what strengths they have. It can create effective communication within groups or colleagues. Teams can be easily put together with different characteristics which will make them feel that each of their input is placed within (Belbin.com, 2019). 
I undertook the test and it quoted me as the co-ordinator see imagine 2. 
There are advantages of teams- motivational reasons is to satisfy any social needs and to be accepted and valued by others and it gives a sense of mutual achievement. 
Business reasons- is to integrate fragmented knowledge in a professional way, it lets individuals extend their roles and a good opportunity to bring up issues that may be ignored. 
Disadvantages- it can be time consuming, it can lead in an individual controlling things and it may turn into a groupthink. 
Groupthink is not good it can be danger, it can mean that energy may be put into making relationships rather than tasks, any outsiders are then classed as a threat and then are ignored, some views can be neglected as some views may not be agreed upon and close groups can think they are always right and cannot be wrong How to avoid groupthink is to look outside the box to any ideas and feedback, take in any self-criticism in a group and intentionally assess conflicting opinions and evidence. 
 (Softpanorama.org, 2019). 





Bruce Tuckman is a psychologist who came up with the model ‘’forming, storming, norming and performing in an 1965 article it was used for the path that nearly all teams follow to achieve a high performance. 
Forming- in this stage team members are positive and polite but there is little signs of structure and any involvement as individuals may not feel comfortable enough to speak out, some members may feel worried about a task and some communication that has been passed on is superficial.
Storming- this stage the groups start to demonstrate competitive behaviour, some members start to become irritated, communication is only given on way, individuals start to dominate and sub-groups and alliances will begin. 
norming- team members will want to avoid conflict, members start to wish to follow and start trusting others and then some members are concerned with the needs of others putting strain on them. 
Performing- this is where groups have a goal in mind and they start working towards it, all communication is open to suggestion and individuals are self-assured, skills are improving, individuals in the group are becoming more productive and both dimensions are focused upon. 
Adjourning- this is the final stage where the work is completed, the group separates, it is a functional end and everyone is feeling good and recognition is finally being seen (Mindtools.com, 2019).

In a workplace there will always be conflict between individuals, conflict is a serious difference between two or more opinions principles or interests. 
Conflict can be managed by a practice of recognising and dealing with conflict in a rational, balanced and effective way and it is how you deal with it can make the difference as conflict is a natural in any pluralist society for example like stress ‘’if used effectively it will bring new ideas innovation and progress, without any skills it can lead to break down of relationships.’’ (Harrison, 2009: 352). 
Conflict is caused in many different ways it happens in most business cases when people come together in teams and differences are clashed in regards to power, values, and attitudes can all contribute towards there being conflict. There are different types if conflict which are interpersonal conflict which is conflict among two or more people it could be an isolated incident or ongoing issues, and inter group conflict which is involving several different teams and become difficult to handle when there is no external support or a corrective action in place (Burton and Burton, 2019). 
Trying to resolve conflict can often be difficult and it is done by settling differences between groups, individuals and team members (Armstrong 2014). 
Managing conflict in organisations can be difficult but by following 9 steps it can lead managers In the right direction to do so, by evaluating and understanding the emotional responses of people, self-awareness is crucial, listening and involving everyone and understanding their views, always try and solve issues from the roots, always accept individuals for what they are and what they are not, regular feedback is big aspect to keep communicating, collaborate within the team, take action to any measures implemented by a team and importantly making sure that you have the right individuals (The Globe and Mail, 2019).  
There are tools that can help resolve conflict which are self- awareness and managing emotions and it is also very important to have a good understanding of your own as well as others. The differences between being assertive, passive, aggressive and passive-aggressive are ways in which it can help resolve conflict for certain people and understand them.
Assertive- you are self-assured positive and they can raise an issue in a non-hostile way.
Passive- they may avoid issues even if they are at fault.
Aggressive-this person can behave in a hostile way it can result in attacking others instead of addressing issues in a calm matter. 
Passive-aggressive- hostility or negativity is used to address issues in an indirect way. 
The best approach is a non-judgemental counselling approach using active listening, observing, help people to understand and define the problem by asking open and ending questions, recognising any feelings and allow them to be expressed, help people to define problems for themselves, encourage people to explore alternative solutions, get people to develop their own implementation plans but provide advice and help if needed. 
Thomas kilmann instrument is a self-report assessment that lets you to learn whether you might be overdoing (a high score) or underusing (a low score) one or more of these five conflict-handling modes: competing, collaborating, compromising, avoiding, and accommodating by taking the test it will demonstrate which type of person you are from the root so if in any incident conflict occurs organisations can then see which approach to undertake. See my results on sheet 1 
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(Assessments and (TKI®), 2019). 
Activity 3 
Problem solving has a huge input on our lives to get things done especially within a time scale. We use problem solving in a lot of our day activities in some sort. For example, when we wake up we decide what we want to wear, what time to leave or what route we want to take, any academic related duties, what you are going to eat for that day etc. but of course problem solving is not alike, there are problems that require extensive thinking. There are problems out there that we are not familiar with or encountered yet. Some problems have clear goals and some problems are far from clear.  A project undertaken was a project in my first year of university which meant a small group of 6 after one month it narrowed down to 5 of us which put a huge strain on the group as conflict occurred between 2 of the group members from the beginning, this resulted in me having to put my voice out there and stand up for the group and speak out to solve the problem in order to do this I created a group chat which enabled all individuals to confess their concerns to resolve this I assigned each individual a task and let them lead their own work and put all our efforts together at the end.  Some techniques to solve problems are the 5 Whys and 1 H these are
a) What can you see that causes the problem
b) Where does it occur
c) When is it happening
d) Why is it happening
e) With whom is it happening
f) How is it happening
the 5 whys and 1 H technique is important to detect the root cause of any problem because it is straight forward and straight to the point, in the context of quality the 5 whys and 1 H method is used to improve the quality of the issue being solved and determine the root cause and look at why is it happening? For example, why users are not willing to use the system, why users do not change their password and so on. 5 whys and 1 H technique is an effective approach to solve the problem. 5 whys and 1 H technique was developed by Sakichi Toyoda. Taiichi Ohno, the architect of the Toyota Production System in the 1950s  (Open, 2018).
To complete the 5 whys is to
1.Write down the specific problem, this will benefit because it will formalize the problem and then going onto describing it completely. It can help a group of people focus on the same problem
2.ask why this problem happens and take note of the problem below the question.
3.if the answer you have provided does not identify the root cause of the problem that you wrote down in step 1 ask again why again and taking note again on the answer.
4.go back to step 3 until the whole team is in an agreement that the problem’s root cause is identified and again this may take fewer or more times than the five whys.
Top of Form
Bottom of Form
The five whys are most useful when problems involve interactions or human factors, also in a day to day life. 

another technique is a Gantt Chart which will pin point exactly where there will be effective measures taken, a Gantt chart is, commonly used in project management, is one of the most popular and useful ways of showing activities (tasks or events) displayed against time (Gantt.com, 2018).
if I was to use a technique if this occurred again a Gantt chart is what will be more beneficial in a work place. The design thinking process is a tool that has 5 stages this would be very helpful in dealing with similar situations (Moodle.uwtsd.ac.uk, 2019) see image 4 

Activity 4 
I under took a Personal Development plan which helped me plan out a future understanding on the CIPD map and what things I will focus on to get me to my goal. I also investigated websites that develop your learning for example a Vac test was undertaken which showed me I had a visual learning style. Which is means I prefer a seen or observed things, including pictures, diagrams, demonstrations, displays, handouts, films, flip-chart, etc. I will use phrases such as ‘show me’, ‘let’s have a look at that’ and will be best able to perform a new task after reading the instructions or watching someone else do it first. I will work from lists. To get more creative I am going to attend events using event bright to get my brain working more and use online tasks this can help me in future workplaces (Businessballs.com, 2019) Ted talks are a brilliant way to get me to understand negotiating more and I will keep on watching (Ted.com, 2019). Linked in is a great source of social media which has influenced me a lot on confidence.
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