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[bookmark: _Toc498343378][bookmark: _Toc498343379]Activity 1
1.1  HR professional
Evaluate what it means to be an HR professional, making reference to the current CIPD professional map.	
The word “Professional” came into force in 1913, during a conference in York, there were 48 members who decided to set up the welfare workers association, their main aim was to look at the effects of health and safety, joint consultation, employment ,wages, employee services and the welfare of the employees. In 1946 the institute of personnel management was formed from the original welfares workers association, this status changed to chartered in 2000, thus the CIPD was formed. The CIPD became the largest professional organisation in HR and established over 50 branches throughout the country. The word “professional provided a range of skills relevant to the CIPD criteria and the term defining an HR professional was now deemed to be changing due to the organisational structure, with best practice making way for innovation, although the principal structure for professional elements include: (Marchinton and Wilkinson 2008)
· Seek to improve knowledge and update skills and performance.
· Develop individuals to achieve their potential.
· Enhance the good name of the organisation.
· Treat people with respect at all times.
· Be fair and provide an empathic approach to others.
· Remove any unwanted discrimination in the workplace.  
· Must exercise high standards of appropriateness and accuracy in information.
· Must respect requirements of confidentiality. 
· Required to exercise honesty, diligence and appropriate behaviour.
· Must act within the law.
The code of professional conduct provides individuals with an outline to the word “professional” which needs to be conducted at all times.( Marchington and Wilkinson 2008) Standards of the code of conduct provide individuals with a structured list of guidelines on how to behave and conduct themselves within their organisation. CIPD members are expected to comply with the professional conduct.
 The word professional derives from the ability to provide knowledge and behaviour to others, the need to manage groups and other individuals on a professional level and to demonstrate good knowledge about the organisation, deliver specific strategies and communication to other managers and senior managers.( Woodhams and Taylor 2016) This report will look at how the professional map is able to provide future analysis of HR professionals and what needs to be worked on by referring to certain bands in the professional map, we will also look at the use of conflict resolution theory’s in an organisational setting and how it may help in the process of resolving any issues regarding the business. Also we will  look at project management and how it may help  in the completion of tasks and drive an organisation forward.
[bookmark: _Toc498343380]1.2 Professional map
To be a professional there needs to be a learning outcome. The CIPD have created an HR professional map where individuals can follow a framework to enhance their professional career, whilst HR professionals taking ownership and progression of their development through their organisation. The  HR professional map consists of enabling people to apply a business discipline, this gives people a comprehensive knowledge of 10 elements in a capability framework, there are two areas at the heart of the professional map, insights, strategy and solutions and leading HR. The other elements focus on the current role of an individual and foresee a future HR role which is right for them. The map contains professional areas consisting of: Organisational design- To  demonstrates high levels of impact with the organisation through long and short- term prognosis. Organisational development- Designed to optimise individuals capability and look for certain behaviours, skills and performance,  planning different strategies for the business. Resourcing and talent planning- To recruit and spot talent for future roles. Learning and development- Coaching and implementing change and creating a learning culture through strategic requirements. Performance and rewards- Build a reward system that monitors and delivers key employee capabilities and make it fair and ethnic. Employee engagement- To understand the needs of the organisation and to strengthen the dynamics of colleagues and managers, to promote good management and leadership skills. Employee relations- Help create a relationship between employees and the organisation and to maintain a clear framework and deliver them effectively. Service delivery- Ensure that the organisation is focused on the HR delivery service that promotes excellence in relation to cost, effective means and project management.(Woodham and Taylor 2016)
[image: ]
Figure 1 Professional map CIPD 
The 3 professional areas many show competencies for HR professionals in the future by following four bands. The four bands look at what is expected in a four- stage process and emphasise on what needs to be addressed to go onto the next band. The bands consist of, 1 Help to identify a change in an individual. 2 To set out and work with changes from the main framework. 3 Work with senior managers and encourage benefits of change.4 Take lead of core processes in the organisation  and discuss the restructuring of the process. (Woodham and Taylor 2016) As part of this assignment I look at what area my professional development was, shown in figure 2,  band 1 and would like to develop into band 2, focusing on making changes from the main framework of HR and have a better understanding of the HR role. I would like to develop my skills in learning and development and employee engagement. I believe my past areas of being a Better Service Manager has given me a background into the role of HR by training colleagues on relevant issues regarding the organisation e.g. shrink, fuel save. therefore, I would like to develop my skills in the HR context and become a competent HR professional
[image: ]
Figure 2 Professional Four bands[image: ]
Figure 3 professional behaviours CIPD. However to become an HR professional there are 8 behaviours to consider when developing in HR, these behaviours enable individuals to adapt in certain roles in HR they include, Curious, decisive thinking, skilled influencer, personally credible, collaborative, driven to deliver, the courage to challenge and role model. These behaviours are an important part of the HR role, they enable people to challenge individuals to be more productive in the HR framework and influence individuals when conflict situations occur.  These behaviours determine what HR role is best for you. (CIPD 2017)


Nevertheless, There are many ways people learn to become an HR professional this may be down to their learning style and not their behaviour. According to Honey and Mumford 1989, they believe that everyone fits into a certain preferred learning style and that learning opportunity is not manufactured, “They exist in the real environment” already. they conducted a questionnaire looking at 4 learning styles, Activists, reflectors, theorists and pragmatists. Activists enjoy new experiences and are open- minded, enthusiastic about new experiences. Reflectors are the thinking kind they prefer to observe from a distance and analysis the data before coming to a conclusion. Theorist tends to be logical in their approach and are perfectionists with their work. Pragmatists like to be first to research new ideas and are very challenging in their approach. After doing the questionnaire,  my learning style was the Reflector in which I can relate to some of the characteristics such as I prefer to think about things first before making a judgement and i prefer to sit back in meetings and observe others, however my close second was a pragmatist in which I am keen on trying out new techniques and theories and are not afraid of changing environments. Observing my learning style, allows me to target my development and seek to learn opportunities which suit me and develop what is best for me to develop my knowledge in HR.(ibid)
[bookmark: _Toc498343381]Activity 2
[bookmark: _Toc498343382]2.1 Group Dynamics
Briefly, describe the elements of group dynamics and give a least two examples of conflict resolution method within HR context.
[bookmark: _GoBack]In today’s fast paced environment, work is best done in teams and the fundamental element of a team interaction, especially one involving competing or conflicting forces. A team is a group of people, who work together to complete a task, team dynamics are often seen as natural forces that influence how we react to behaviour or performance issues, the makeup of a team is important when determining how a team will perform, individual work habits and overall performance will contribute to the effectiveness of the organisation. The aim of a HR professional is to bring out the best of a team, so teamwork, trust, participation, empowerment and communication are key elements for a successful team, however, many issues may arise when people disagree with other members of the team, conflict resolution is an important element in resolving an issue which remains unsolved, ways to combat HR issues is by using certain techniques such as  influencing and negotiating skills.. (www.humanreources.com) According to (Tuckman 1965) he believes that there are stages which depict how a team reaches a common goal when  in a team environment, these stages are identified through a diagram.
[image: ]Figure 4 Forming – when a mixture of different personalities are in one room, as a leader your responsibility is to play a dominant role to ensure a team effort. Storming – This phase is when individuals push against the boundaries which are formed during the initial stage, this is when conflict occurs. Norming – This stage is when they start to resolve their differences, they start to get to know one another and provide constructive feedback. Deforming – this stage leads to a targeted goal in which you can develop team members. (www.mindtools.com)
[bookmark: _Toc498343383]Activity 3
[bookmark: _Toc498343384] 3.1  Project management 
The role of Project management is the ability to deliver a range of skills to complete a task and is critical  to HR professionals, for any project work to be successful a set of analytical skills are needed to be deployed. These may include planning and organising individuals or in a team environment to achieve a common goal.( Marchinson and Wilkinson 2008). One way to develop skills in project work is to delegate responsibility to an individual and to achieve an organisational goal within a fixed timescale and to a certain budget.( Beardwell and Claydon 2007) 
According to Woodham and Taylor 2016 believed that a project is split into 5 steps.
· Initiation
· Planning and design
· Execution
· Motoring and controlling
· Completion
A large project I was heavily involved in followed these steps so my initiation began with communication with my manager on what is to be achieved and what outcome we expect when setting up a fete. The planning and design involved looking for relevant locations to host the event, publicising the event early and combine this with an appeal for people to help. Identify the costs involved in the organisation. phoning around to ask people to attend the event free of charge, stalls, car boot sales, bouncy castles, fire engines, hospital radio, burger vans and games. Risk management- what will the weather be like, is there shelters for visitors, is there a risk of flooding. Putting together a list of jobs that can easily be handed over to new volunteers. Execution, getting involved with the fete through motoring games, controlling any money that comes in and designating people to certain areas. Completion of the event was counting and advertising the amount that was raised for the national charity on the community board.(ibid)
[image: ]3.2 Problem- solving techniques
Whilst there was a number of problem- solving techniques used for instance influencing others (as below)  to attend the fete free of charge and negotiating (as below) with them a reward system in which what they sell, they keep the proceeds and also the advertising of their business on the community board. I followed a problem- solving chart (figure 5) which was used to identify any problems that may occur throughout the process. 
Figure 5 
[bookmark: _Toc498343385]Activity 4 
[bookmark: _Toc498343386]4.1 Influencing and negotiating techniques
An influencing manager demonstrates key abilities which include, empowerment, vision, friendliness, knowledge, ability to diffuse a situation negotiating and bargaining skills, these abilities enable a HR professional to reach an agreement in difficult situations. The ability to influence others involves a number of criteria and behaviours here are a few attributes:
Be confident – Know your stuff and have knowledge of the issue beforehand, as the saying goes “knowledge is power”.
Be an observer – listening more than we speak, have an understanding to the complainant, learn to observe their body language and try to understand what is making them upset.
Build relationships – build a rapport with the individual, this is the key to effective and meaningful communication.
Ask questions – This is the best way is to understand a person’s objective and in effect will build a stronger relationship with the individual.
Communicate effectively – be firm but fair, listen to what the individual is saying, be clear and precise in your reply.
Know your outcome – look at what the individual is trying to achieve and be clear on the outcome.
Be strategic – have a plan beforehand and find out as much as you can about the individual, follow this plan and keep your focus on the goal.
The stronger your ability to influence others the more likely you will get the result you need.(www.humanresources.com)
My personal experience of using influencing skills is from customer service and as a Better Service manager, I was given a task to train colleagues on shrink, after showing them a training video, they ask questions relating to how shrink is managed and controlled, my influencing skills explained that it is everyone responsibility to manage shrink and give an example of the stores lost profits throughout the year to show how shrink effects the business and how to reduce it, for instance, security, are all the tags on high- value lines, is CCTV watching any suspicious customers and employees. I explained that everyone should be aware of anything suspicious that happens throughout the store. Also working on the customer service desk, I use my influencing skills on customers by explaining and listening to their queries on a daily basis, my influencing techniques enable me to explain any policy’s and guidelines within the business.    
The ability to influence may come from experience in the HR role or result from a natural ability to be a good influencer. Influencing involves good techniques in an individual, whereas, negotiating may involve a single person or a number of individuals reaching a jointly acceptable agreement, resolving disputes through negotiation and influencing techniques, the common elements for using negotiation skills are purposeful persuasion and constructive compromise, to come to an agreement both parties must attempt to accommodate the demands of the other. This includes forming a common ground between each other. Constructive compromise is only possible if people mutually reach an agreement without scoring points off each other. The act of negotiation is formed through problem solving techniques and finding a compromise through persuasion and to accept that everyone has a different opinion.( Gennard and Judge 2005)
All negotiating situations include stages:
1 > Presentation
2 > Searching for a common ground
3 > Analysis and preparation
4 > Jointly acceptable agreement
5 >Finalising the agreement
These stages are not only taken place through face to face contact but also it involves negotiations through telephone conversations or written communications. In addition, the individuals involved developing a professional approach to the negotiations regardless of how they feel about one another. (Gennard and judge 2005) 
[image: ]There are numerous mechanisms by which individuals can acquire negotiation skills, this may come from experience (work or non-work) formal development and feedback. We consider these mechanisms a critical part of the negotiation process. Nadler et al 2003 looked at specifically 4 types of training methods used to help people improve their negotiating skills, Didactic learning – principle based or learning. Information revelation – revealing the ideal strategy based on other people’s interests from previous negotiations. Analogical learning – drawing parallels from well-understood domains to a novel problem and Observational learning modelling others behaviours. The results from this lead to that analogical learning and observational learning lead to both parties obtaining more favourable outcomes in a negotiating situation. This shows that learning through these 2 stages is a more powerful tool when determining negotiation learning.

[bookmark: _Toc498343387]Activity 5 
[bookmark: _Toc498343388]5.1 Personal development
The next section will include my personal evidence of learning the HR manager role, it will include my CIPD student assessment and my self-assessment development plan. Whereas, The student assessment will look at my future role in HR  and how can I achieve it, the personal development plan will look at how will I achieve this.  My main areas I picked in my professional map looks at organisational and development, learning and development, performance and rewards, employee engagement and employee relations. Most of my choices come from the ability to look at ways to help in the process of training and development in the organisation, with a background in training colleagues this is what I feel I have more knowledge in. however, my PDP will look at ways in which I can achieve my goal in being an HR professional and focus on the right support and guidance throughout my CIPD qualification.
[image: ]
My CIPD professional map. CIPD

	         Development plan 2017
	Name
	Sian Francis
	Membership number
	1707449

	Covering the period from:
	October 2017
	To:
	May 2018



Where do I want to be by the end of this period? what do I want to be doing?(this may be evolutionary or “more of the same”)
	What do I want/need to learn?
	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

	Graduate with a level 5 intermediate certificate in Human resource management.
	Ensure I follow the teaching model and read material regarding the HR context.
	Undertake personnel research into relevant topics 
	Make sure I pass all of my assignments, which will allow me to graduate in 2018.





	

May 2018

	Develop an understanding of the HR process
	Spend time with my personnel manager
	Ensuring I learn through asking and work experience.
	Learning the role of a HR manager


	
Asap

	Research tools which help in my learning and development.
	Ask my personnel manager to show me relevant tools for the job. 
	Ask for time to analyse different tools during my working hours.
	Learn new tools to develop my skills in HR.


	
May 2018

	Become a CIPD member.
	Graduate with level 5 certificate.
	Work around my personel life to carry out research on the CIPD and other related websites. 
	
Become a professional 

	
May 2018

	Participate in seminars with the CIPD 
	Check the CIPD website for any upcoming events locally.
	Check any seminars on the CIPD and other sources.
	
To attend at least 2 within my local area.

	
May 2018








References
(2017, November 9). Retrieved from www.humanresources.com: http://www.humanresources.com/684/impact-and-influence-a-key-competency-for-top-performers
CIPD. (2017, November 11). Retrieved from www.cipd.co.uk: https://www.cipd.co.uk
Clayton, B. a. (2007). Human resource management. Prentice Hall.
Honey, P. a. (1989). The learning styles Questionaire. Peter honey publication.
Judge, G. a. (2005). Employee relations. Chartered institude of personnel development.
Nadler, T. (2003). Learning negotiating skills four models of knowlege creation and transfer. Management science.
               (2017, November 2). Retrieved from www.mindtools.com: https/www.mindtools.com/pages/article/new LDR_86.htm
Tuckman, B. (1965). Development sequence in small groups. Psychological bulletin 63.
Wilkinson, M. a. (2008). Human resource management at work. Chartered institute of personnel and development.
Woodhams, T. a. (2016). Studying human resource Management. Chartered institute of personnel development.


image3.png
Skiled nflvencer

[om—

Courage to challenge





image4.png




image5.gif
Problem/Solution Chart




image6.gif
Analogical

Didactic

Revelation

Observation





image7.png
DONT CURRENTLY

DD oo s cn

You'e currently assessing a5
WORK N HR

STUDENT ASSESSMENT

Your assessment resuits

©estina iy
Emeraing o8 ety
3 (im) How did you dor

Das!

oard  Learn more Exi

4 Click on each area for further information

Qs @ir @t @ant

Select a completed area of the
map to see your assessment resuits
and recommendations.

It saems like youre at the ight level for your skils
and experience.

Associate Chartered Chertered
Member Member Fellow

Terms and Conditios




image1.jpg
Band four

Band three
Employee Resourdng
engagement and talent
planning Band two
development
Band one
Eight behaviours | | Ten professional areas | | Four bands of professional competence




image2.jpg
CIPD Profession Map
Which band?

[BAND ONE IBAND TWO IBAND THREE IBAND FOUR

Delivering Adviser, issues led Consultant, co-  Leadership
fundamental operative partner  colleague, coach

CIPD




