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Activity 2
Introduction
The HR profession Map was firstly developed in 2009, for the purpose of this report I will be referring to the 2013 version to underpin my points. 
The HR profession map is designed for HR professionals around the world to undertake a self-assessment to highlight the areas that are needed for development and to be also used for continuing professional development (CPD).  The HR professional map is used as a benchmark by HR professionals to increase competence and to ensure that standards are measured and met for organisational development.
2013 HR Profession Map
The map demonstrates 2 core areas, 10 professional areas, 8 behaviours and 4 bands of professional competence.  The HR profession map is described on the CIPD website as being “flexible, so you can choose what to focus on depending on your area of work, the level of accountability you have in your role, and your career development ambitions” CIPD website (2019).
The HR Profession map identifies each stage of the HR profession through the 4 bands of professional competence. It describes what you need to do, what you need to know and how you need to do it, from the start of your HR career at administration level through to Senior roles. The bands enable you to establish yourself in your current level of competence, it gives you the insight of what improvements can be made in your current role and the skills that need to be gained, of which can then be implemented to enable you to advance through the bandings. 
There are 10 professional areas of the HR profession map. At the centre of the map there are the two-core professional areas, the two core areas are essential to all HR professionals regardless of what level of the profession they are at.  The core areas at the heart of the map are:
· Insights, strategy & solutions – this helps to gain an understanding and give an insight of the organisation in order to structure its strategy and solutions to address the present business needs and for in the future. 
· Leading HR – Leading the way for HR professionals by acting as a role model by ensuring that HR function is contributed in not only HR but across the whole organisation by supporting and developing others.
Additionally, there are a further eight professional areas in which professionals follow and implement.  Whilst the core areas are relevant to all professionals, the eight remaining areas are more role specific. “The relevance of these areas will depend on the specific role that practitioners have in organisations”. Woodhams, Perkins and Wilkinson (2016).  The professional area’s provide HR Professionals with the insight on what needs to be done and what you need to know, regarding the 4 bands and 8 behaviours, to be able to effectively carry out the role.
In 2018, CIPD developed and introduced a new profession map which has been designed to reflect the priorities and the role of HR professionals.  At the core of the map is the continuing ‘purpose’ which “is to champion better work and working lives”. The knowledge and behaviour sections of the map are linked to CIPD membership levels and the core values are principles-led, evidence based and outcomes driven.
CIPD HR Profession Map Behaviours
On the outer edge of the 2013 HR profession map are the 8 behaviours. The behaviours stipulate what qualities are needed to be an effective professional. The profession map behaviours describe the competencies that HR professional need to implement within their role and it explains contra-indicators that provides details of the negative aspects of each behaviour. “The CIPD profession map sets out standards for HR professionals around the world.  The activities, knowledge and behaviours needed for success” (CIPD, 2015). 
The behaviours are described at each band level and explain the competencies that are required of professionals to display at each stage of their careers. HR Professionals should demonstrate behaviours that align with the profession map. 

The behaviours are described by the CIPD (2013) as follows:
· Curious – is focused on long term goals and pursues ways to add value to the Organisation
· Decisive Thinker – able to analyse data to make recommendations and robust decisions. For example, analysing absence data to support managers with a structured return to work process to improve absence. 
· Skilled Influencer – able to gain support and trust from stakeholders.  
· Personally Credible - leads with professionalism and utilises HR expertise and commercialism to add value.
· Collaborative - able to work collectively and inclusively with others inside and outside an organisation, building strong relationships
· Driven to Deliver - resourceful and delivers results.
· Courage to Challenge - able to challenge others confidently with robust knowledge, resilient when changes occur, or new challenges arise.
· Role Model - leads by example and has an ethical approach. Acts as an impartial party, showing integrity always. 
From the list of behaviours using a curious and collaborative approach are the essential qualities that are required when working with people either inside or outside of the Organisation.  Also, being a skilled influencer, role model and being personally credible all help to encourage change within an organisation providing long lasting results.
Conclusion
The CIPD HR profession map is a self-assessment tool and it details competencies that HR professionals require to fulfil their roles both now and in the future. The map aids development not only to individuals but also to the Organisation, it defines and supports pathways into different stages of HR careers and should be consistently used and referred to throughout an individuals’ career to ensure continuous professional development. Finally, to achieve professionalism within HR, individuals should be continually assessing their practice against the eight core behaviours to have awareness of where further development is needed, as the behaviours represent the qualities that are required.




Activity 4
Introduction
[bookmark: _GoBack]Group dynamics within an organisation is very important.  Ensuring that a group is made up of a variety of knowledge and expertise, is a proven way to build a successful team.  However, as Watson (2014) states that whilst having a diverse group can often be a strength it can lead to irritation and conflict. Team dynamics are formed and affected by the nature of the work, the personalities of the individuals in the group, power and status issues. Poor group dynamics can be disruptive and can threaten the success of a project.  HR professionals must learn the skills to be able to work collaboratively and to be able to resolve conflicts. It is paramount that HR professionals can work as part of a team, as they are expected to work collaboratively with other individuals and groups inside and outside of the organisation. 
Group Dynamics 
The term “group dynamics” was established in the 1940’s by Kurt Lewin a social psychologist. Lewin recognised that individuals adapt to roles and behaviours when working in a group, the term describes the impact of the roles and behaviours on the other individuals within the group and the group in its entirety.  As Forsyth (2019) suggests “No group would exist for very long if the members refuse to coordinate their actions with the actions of others in the group”.  Groups encounter several stages of changes before they work cohesively and in time become a team.   As explained by Katzenbach and Smith (1993) “groups become teams through disciplined action”.  
Two well know theories of group dynamics are Tuckman’s Team Development Model (1965) and Belbin’s Nine Team Roles (1981).  Tuckman’s theory was developed as a five-stage process to describe how a team develops over time.  The stages are described as forming, storming, norming, performing and the fifth stage adjourning, which was added at a later stage in 1977, to describe the teams eventual break up.  The stages are essential and necessary for a team to develop, face challenges, overcome conflict, find solutions, plan and lastly to deliver results. 
Belbin’s nine team roles identifies what roles individuals take within a team and describe the nine behaviours that the team needs to become successful. The model is made up of nine roles of which Belbin identified through observing behavioural tendencies of individuals, each role describes the strengths and weaknesses.  The 9 role models are identified as: Resource Investigator, Team worker, Co-ordinator, Plant, Monitor/Evaluator, Specialist, Shaper, Implementer, Completer/Finisher.  The teams that are formed based on the identified team role theories are high performing, as there are no overlapping of roles or missing qualities.  
Within Organisations there will always be examples of successful and unsuccessful teams.  Within my own organisation, an example of a successful team consisted of a group of individuals from different departments, who would not normally find themselves working together, had to work collaboratively on collating information for an impending inspection with the regulatory board.  Each individual member of the team had responsibility and accountability of their own tasks and met all scheduled deadlines as a result.  
Political Behaviours
As aforementioned, diverse teams within an organisation can sometimes lead to conflict and irritation, this is quite often due to individuals with self-serving behaviours.  Horn (2009) describes politics within a team as “taking a particular view or position with the intention of personally gaining from that position” thus meaning individuals may have their own agenda within a team setting. Political behaviour within an organisation can be viewed both positively and negatively, whilst it can be deemed as detrimental; when political behaviour is used productively it can enable organisations to meet their strategic goals. 
Politics within a HR role is displayed through using influence rather than direct authority.  As stated by Johns and Woodhams (2016) “In order to influence others, HR professionals must also have requisite knowledge and expertise”.  Without the appropriate knowledge and expertise; HR professionals would be undermined and unable to successfully influence others, which is a fundamental element of making things happen. 
[bookmark: _Hlk60860373]Political behaviour can be viewed unfavourably by individuals and can have negative connotations within an organisation which can be costly.  Mintzberg (1989:23) viewed political behaviour negatively stating that “political activity is usually divisive and conflictive, pitting individuals or groups against the more legitimate systems of influence and… against each other”. However, not all political behaviour should be deemed as negative and if managed adequately can have an effective impact on the organisation. 
Conclusion
Cohesive working is imperative for any organisation to succeed and meet its objectives.  Each team member should have a clear understanding of their individual roles, the overall team goal and place trust in knowing that everyone is contributing to the team’s success. It is vital to be able to manage any conflicts or irritations that may arise in the first instance by recognising that within group dynamics; individuals have different agendas and needs.  It is relevant to note that “HR professionals do not work solely with others in teams or groups but work with a variety of stakeholders” Johns and Perkins (2016) and so must understand the skills needed to work collaboratively and resolve conflict.  
Political behaviour is often displayed by individuals so that they can achieve their objectives at the detriment of the other group members.  In every team there are political agendas and it is important that HR professionals should be aware of them but not take part.  The use of good communication, operating transparently and encouraging collaboration between team members are all positive examples of how to productively manage and confidently deter negative behaviour in an organisation. 
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