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[bookmark: _Toc29762438]Activity 2 – Report
Assessment Criteria: 2.1 & 2.2
[bookmark: _Toc29762439]Executive Summary

Complete at the end.
[bookmark: _Toc29762440]Introduction (Terms of Reference)
Throughout this activity, I will be referring to the 2013 profession map in order to explore how the professional areas and bands that form the profession map define the HR profession, and why the behaviors identified within the map are essential to being a competent HR professional.

Aims

· To research the CIPD Human Resource Profession Map (HRPM) and understand how it influences and defines the HR profession.


Objectives

· To evaluate how the CIPD Human Resource Profession Map professional areas and bands define the HR profession, and;
· 
· To explain why the behaviours highlighted within the CIPD HR profession map are essential to be an effective HR professional.
[bookmark: _Toc29762441]Literature Review

To compile this report, I used the CIPD HRPM, as well as reviewing the CIPD matrix of personality types. I also referred to other sources of information within textbooks and articles.

Whilst reviewing this literature I paid attention to the concept of Continuous Professional Development (CPD) and how these ideas and concepts relate to the CIPD HRPM.

This research will contribute to my overall knowledge of the HR profession. It has also enabled me to review and understand the importance of CPD within the HR profession. 
[bookmark: _Toc29762442]Research Methodology

Methods used for research were purely qualitative. Research came from reliable sources, such as the CIPD website and from CIPD textbooks and all had recently been written or updated. In order to research this topic, I used a variety of different articles written by the CIPD, as well as information in recognized CIPD textbooks.

This research did not involve respondents or participants and as a result there were no ethical considerations.

There is no numerical data as such, however all information will be reviewed from reliable sources and taken into consideration when compiling the report, ensuring that evidence is used to underpin theory wherever possible.
[bookmark: _Toc29762443]Findings/Discussion


The CIPD profession map was first launched in 2015 to assist with the development and guidance of HR careers, aiming to set professional standards. It was later updated as the HR profession developed over recent years which saw new professionalisms emerge. The ‘2013 profession map’ remains the basis for the development of CIPD qualifications and Continuous Professional Development (CPD).

Appendix A
[image: ]
(CIPD, 2013).

The HR profession map (HRPM) gives a robust overview of the HR profession and its expectations of professionals at every stage of their career. The HRPM covers the 10 professional specialisms and 4 bands of competence achievable by HR professionals, and incorporates the 8 desired behaviors of a HR professional within the map.  The HRPM can be used by organisations to successfully structure HR departments and to highlight areas for organisational development. Individuals can plan their career development and develop capabilities to ensure success within their chosen career pathway.

Professional Specialisms

The 10 professional specialisms can be seen on Appendix A and cover all areas of HR Professionalisms from a generalist HR practitioner to a specialist HR practitioner. These specialisms also cover Learning and Development functions.

The two core areas of the HRPM are applicable to all professional specialisms regardless of competence or role. These core areas form the foundation of a solid HR career and are fundamental to all HR roles setting a ‘professional competence’ and understanding rather than a technical one (CIPD, 2019a).

The core of the profession map (Insights, strategies and solutions) aims to educate HR professionals by ensuring that they understand the importance of external factors such as changes in the economic climate, as well as social changes. Professionals will often be involved in collating and analyzing market data to understand economic risks. 

Understanding the market that businesses operate in is vital to ensuring a robust HR strategy and to understand organizational change requirements.  In conclusion the core of the profession map aims to support individuals to acquire the correct skills to be able to analyse market trends, changes and opportunities or weaknesses to ensure effective HR policies, processes and procedures to support company development.

Leading HR is also at the core of the profession map and defines how professionals should contribute to value and performance within organisations. This is achieved by understanding the company’s values and goals and aligning the HR strategy with these goals. Leading HR also covers the management of people within an organization, detailing the importance of addressing function at team and individual level to ensure continuous improvement and development. This can be seen through the use of supervision and appraisal, and performance management.

Professional Competence

The four bands of competence within the map reflect the hierarchy of professionalism and detail the qualities, skills and knowledge that you require at each level as well as the required professional contribution. There are also details on how to transition from one band to the next which can support HR professionals to develop their career through continuous professional development. The CIPD operate an ‘outputs based’ CPD policy. The CIPD believe that the ability to reflect and learn from practical experiences is more beneficial than attending vast amounts of training etc., therefore making it possible to progress throughout the competencies with more experience (CIPD, 2020). 
The bands of professional competence define the desired contribution by HR professionals at each stage of their HR career which are categorized into the following areas:

1. HR professional’s relationship with stakeholders
2. Focus of HR activities
3. Time spent on different areas by HR professionals
4. The contribution made to stakeholders
5. How contribution and success can be quantified
(CIPD, 2019b).

The four bands aim to provide a clear pathway for development ensuring that professionals become more competent as they progress. Gallagher (2013) describes competency as the ability to carry out a skill without direct supervision, and these bands provide guidance to ensure that professionals understand the competency required at each level.

Organisations often seek to appoint ‘thinking performers’ who are able to develop and progress quickly as they have the attitude and aptitude to succeed. The CIPD has designed a matrix (Appendix B) of personality types where individuals are categorized based on efficiency and effectiveness. Thinking performers can think on their feet and achieve their goals or targets in a timely and effective manner. Wish list dreamers also have the potential to produce a high quality of work, however they often fail to see a project through to the end and can lose momentum. To ensure progression through the competencies it is essential for professionals to become ‘thinking performers’ .









Appendix B
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(Reilly, 2019).

Behaviours

The CIPD HRPM outlines 8 desired behaviours’ within their profession map, and within these are also a range of contra-indicators within each behaviour which show how progression may be inhibited:

· Curious
· Decisiveness
· Skilled influencer
· Personally credible
· Ability to collaborate
· Driven to deliver outcomes
· Courage to challenge decisions and outcomes
· Role model


Curious

· Interested in forthcoming developments, open minded about changes and inquisitive to see how these changes will affect your own organization. Connections will develop in the wider HR community and a thorough understanding of the commercial and strategic direction of their own organization will develop. 

Decisive

· Able to analyse and interpret data quickly and is able to include insights and knowledge to identify the best way to resolve a situation or make recommendations. For example, asking the key questions in complex situations such as disciplinaries etc. and paving the way for an appropriate outcome.


Skilled Influencer

· The ability to influence others to gain commitment and support to ensure that business activities and objectives are met. For example, during an acquisition or a merger, or throughout a period of change it would be vital to have a skilled influencer to lead the way to success. At its most basic level professionals will try and establish how to influence effectively within an organization before being able to effectively influence stakeholders across a wide range of issues.

Personally Credible

· Someone that is able to bring value to an organization and their colleagues by combining their expertise from all areas and helping others to develop their skills. Less skilled professionals may pass on their own skills or expertise to others, and with experience ma develop to act as a coach or mentor to other colleagues. 

Ability to Collaborate

· Someone that can work effectively as part of a team and show sensitivity and respect to others ideas and perceptions. As progression is made a HR professional would be able to help create a positive workplace culture and build strategic relationships.

Driven to deliver outcomes

· Someone that is driven to deliver results and outcomes. This is essential within a HR setting in order to obtain the best results for an organization and to deliver their long-term strategies whilst inspiring others to do the same.

Courage to challenge decisions and outcomes

· The ability to speak up and challenge decisions or ideas that you do not agree with is important as a HR professional. As well as having the courage to challenge when met with resistance. For example, during change consultations or during disciplinary or grievance proceedings.

Role model

· It is important to lead by example at all times, remaining impartial and acting with integrity. It is important to have the ability to balance legal requirements as well as organizational and personal parameters.

Progression throughout the four bands of competence will see a HR professional develop their abilities at each behavior and will ensure the development of a progressive and successful HR career.

[bookmark: _Toc29762444]Conclusion

The CIPD has been successful in creating an inclusive picture of the HR profession by combining the professional areas, behaviors and bands of competence in a detailed and inclusive manner. The map can be successfully used for various means such as a tool to guide professional development as it clearly sets out the skills and expertise that they will need to possess to progress. It is also successful as a diagnostic tool for organisations’ to review the capability and functionality of their own HR functions. For example, an organization may need to recruit a new HR Manager, and this map will help show the exact traits, and experiences the ideal candidate should possess.
[bookmark: _Toc29762445]Recommendations

The profession map is beneficial but would require regular updating in order to remain effective and to include new professionalisms as they emerge. HR Professionals should review their performance annually against the profession map to ensure information is up to date, and to gauge their development.
[bookmark: _Toc29762446]Limitations

Whilst researching the HR profession map, I found that there was plenty of information on the CIPD website about this, however I could not find any information to quantify its success or how the information was obtained to create it. I also found it was limited in terms of sources, as the CIPD have created the profession map, other sources of information were not available (CIPD, 2020).
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[bookmark: _Toc29762449]Activity 4
Assessment criteria: 4.1 & 4.2


[bookmark: _Toc29762450]Executive Summary

Organisational success depends on several internal and external factors, however more importantly it depends on the ability of an organisation to create effective teams to drive the organisation in the right direction, ultimately towards success. The creation of effective teams and the study of group dynamics as well as the political nature of an organisation are all important factors to acknowledge when studying the success of an organisation and an understanding of these concepts can place an organisation in a stronger position. 

[bookmark: _Toc29762451]Introduction (Terms of Reference)

The ability to work collaboratively is a vital skill for all HR professionals, who will often be required to work within different teams with different stakeholders throughout various organizational settings, many of whom with different agendas. Effective teamwork can benefit an organization by encouraging forward thinking, innovation and increasing productivity. 

However, the ability to create a strong team depends on more than a shared goal, or shared values. The ability to create a strong team often lies in the dynamics of a team and how those individuals are able to work and communicate with one another. It can be said that a successful team is dynamic in nature, rather than consisting of a team an organisations strongest and most able employees. Business success can for the most part be attributes to the success of its teams, and the direction in which these teams are able to move an organization in. Alistair Shepherd, Founder and President of Saberr, discusses the importance of building strong teams within a CIPD podcast, and the ability for algorithms to accurately predict a successful mix of individuals to create a productive team.  These algorithms use information provided by individuals answers to a series of questions to gauge their personalities and personal attributes (CIPD, 2014). When ascertaining the attributes of individuals to create a successful team Belbins team role model can also be used.

Aims: 

· To explain the concept of group dynamics;
· Explain Political behavior in organisations and how it can impact on the achievement of organization objectives.


Objectives:

· To understand the concept of group dynamics and the reasons for successful or unsuccessful team dynamics;
· To understand the effect of successful team dynamics on an organization;
· To understand the nature of political behavior and its impact on the ability to achieve business objectives.


[bookmark: _Toc29762452]Literature Review

Over recent years the interest in the concept of group dynamics has increased with many studies being carried out to ascertain the impact of dynamics on the success of a team. For example one of the most influential areas of research on this subject was carried out by Dr BruceTuckman in 1965 when he created the model of team dynamics. This model emphasizes the 5 steps that a team will go through in order to achieve success. When looking at the dynamics of a team it is also important to understand the importance of a leaders influence over a team. Kolb’s Learning Styles Model and Belbin’s Team Role Theory connects with Tuckman’s theory as it highlights the ability of different interpersonal qualities and the different skills that they can bring to the team to ensure success. Articles on political behavior by Harvard Business School were also reviewed which highlighted the concept of ‘four metaphoric domains’ in politics alongside case studies of political situations within national organisations.

[bookmark: _Toc29762453]Findings/Discussion

The concept of group dynamics.

Teams and groups are a common occurrence throughout every organisation, as the nature of an organisation is to achieve and end goal or objective.  Teams are complex in nature, and will include a diverse mix of personalities, behaviours, values and life experience which all contribute to and have an effect on the ‘dynamics’ of a team.

Team dynamics can be described as the behavioral and psychological processes that a team go through. Cartwright and Zander describe team dynamics as the “nature of groups, the laws of their development, and their interrelations with individuals, other groups and large institutions” (KBManage, 2018). Successful group dynamics should essentially lead to improvement in organizational performance (Jackson and Carter, 2000).

There are several models of team dynamics, although one of the most influential was created by Dr Bruce Tuckman in 1965. Tuckman was under the belief that all groups will go through the same steps of developmental changes and highlighted five key stages of group development. These stages were called; forming, storming, norming, performing and adjourning, and provide a theory for successful team development and behavior. Tuckman believed that teams must go through the five stages called storming, forming, norming, performing and adjourning to be truly successful.

Throughout each of these stages, Tuckman believed that the team would gradually develop, becoming more mature and able as the formation of positive team relationships progresses. Tuckman explains the necessity for a more direct leadership style at the beginning, in contrast to the end of the cycle where a more detached leadership style is required as the team become more able and independent. This theory is also complemented by kolb’s Learning Styles and Experiential Model (BusinessBalls, 2019).

Kolb believed that there were four stages to the cycle of learning, these included concrete experience (the ability to feel), reflective observation (the ability to learn by watching), abstract conceptualisation (thinking about what is happening) and active experimentation (actively carrying out tasks or ‘doing’) (University of Florida, 2019). Kolb paid attention to the learners’ internal cognitive processes (McLeod, 2017), and believed that the resourcefulness of a team to translate experience into ability is paramount for the progression through Tuckman’s 5 stages, as is the ability of the team to work in a cohesive and inclusive environment.

The ability of a team to work successfully is dependent on several factors, such as trust, communication an effective leadership. However, it is also heavily dependent on the successful cohesion of different personalities within a team, and their ability to collaborate successfully and to take on different roles.

Belbin’s Team Role theory highlights 9 types of behavior and believes that all 9 types of behavior should be present within a team for it to be successful and that different individuals will possess several different types of personality traits. Belbin’s theory works by understanding the objectives that need to be carried out, and then electing the most appropriate person based on their behavioral traits to complement the desired team objective. By utilizing Belbin’s theory, successful teams can be created, and existing teams can become stronger. A case study on a residential care home has highlighted the importance of working as part of a cohesive team and of feeling like a valued contributor. The study discusses the importance of ensuring the workers have a ‘group mentality’ and how extensive training as enabled the different roles within the home to contribute to each other (Powley, 2012).

 Individuals will often automatically take on specific roles based on their personality traits. Allcorn (1985) identified three different group roles: group task roles, group maintenance roles and self-orientated roles. This also complements Belbin’s theory as the type of role that an individual may choose is largely down to their behavior traits. Interestingly a podcast by the CIPD also discusses the effect of birth order on individual behavioral traits. Alistair Shepherd discusses the pattern of birth order on personality and leadership types and explains how studies have shown that first born people have a stronger tendency to lead, whereas middle children may be effective communicator and collaborators (CIPD, 2014).

Political Behaviour in organisations and how it can impact on the achievement of organisation objectives.

Political behavior is prevalent within all organisations and can be positive or negative. However, the ‘politics’ of an organisation are usually referred to in a negative way, and although most people are familiar with the concept of ‘organisational politics’, it is often hard to explain what it really means. Organisational politics can be defined as the use of particular activities which are associated with influence tactics to improve the interests of an organisation.

To begin to understand organisational politics, it is important to map the ‘political terrain’ and to liken the skills of a manager as a politician. Throughout times of organizational change, the politics of an organisation are particularly prevalent and can act as a potential barrier to success. It is important to have a strategy for achieving the end objective as well as to map the political terrain.

In an article for Harvard Business Review, Jarret (2017) defines the four ‘metaphoric domains’ of politics. These include: the weeds, the rocks, the high ground, and the woods. Jarret refers to the weeds as the team dynamics that grow natural and require very little or no maintenance. However if left unsupervised, the weeds can become more prevailent, for example informal teams own politics can act as a barrier to achieving organizational objectives and can damage attempts at necessary change that is implemented in order to protect the long term financial interests or stability of a company. Negative political behavior can decrease productivity, change atittudes, cause stress and demotivate employees (Holbeche 2003).

The concept of politics is particularly interesting during periods of change management within a local care company after it’s recent acquisition, where necessary change is thwarted by existing employees whose own personal interests are not aligned with business objectives. In this case it is important for directors to act as politicians and identify agents of change and review the mobilization of internal individuals. For example moving key players around to change the balance of power, or placing an individual with the right political intentions within a silo to increase own influence. 

The power in ‘the woods’ can also have a negative impact on objectives being met. This area defines the potential implications of the usual hidden assumptions, norms and unspoken routines that are found with an organisation. The woods can pose as a problem as individuals can often use them to rationalize impermissible behavior or actions, which are usually in contravention to company policies. It is important here to ask questions to uncover unspoken norms to prevent them from acting as a hinderance. An example of this s evident in the management of ‘Airbus’ where its political nature prevented its integration and success.

Fortunately, not all politics are negative. Roffey Park Institute defines constructive politics as the ability of an organisation to align its own agendas with the agenda of others (McBrown, 2018). 

The rocks relate to the authority within an organisation such as job title, expertise and access to resources. ‘The rocks’ of an organisation are those key players that work to keep an organisation steady throughout periods of change. 

‘The high ground’ refers to guidelines and policies and the combination of authority with the organisations systems to structure political activities. This combined with ‘the rocks’ of an orgaisation can act as a handrail to keep the organisation compliant.

[bookmark: _Toc29762454]Conclusion

The involvement of politics in organizational success and failure is apparent. Managed correctly, politics can support change management initiatives, and can assist an organisation to achieve its objectives. Unfortunately, politics are generally negative in nature and act more as a hinderance than as a catalyst for success due to the volume of work and skill that it takes to manage correcty, often relying on sources of organizational power to steer employees in the right direction. The question needs to be asked whether the absence of politics would better support objectives by allowing employees to accept decisions freely and to work more efficiently and effectively. In conclusion, politics will never be removed from organisations, however it is up to managers to act efficiently and effectively to drive change.
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