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1.1 Term of Reference 

In this report I will evaluate the CIPD profession map and outline my thoughts on what it takes to be a professional in HR. I will breakdown the different areas of the map and look at areas that are personal to myself and where I see myself in regards to the map. In this report I will also discuss group dynamics and conflict resolution and ways in which we can deal with conflict in the group. I will also spend time discussing project management techniques and problem solving in my organisation. 

2.1What is a Professional 

A professional is an individual who is an expert in their field. A professional would have dedicated many hours to continuously improve and stay a step ahead of the competition. A professional would have creditable qualifications and look to continuously improve on these qualifications. 

2.2. CIPD Profession Map
“The CIPD Profession Map sets out comprehensively how HR adds the greatest sustained value to people and organisations, now and in the future” (https://www.cipd.co.uk/learn/career/profession-map/faqs). From this map you will understand the skills, knowledge and behaviors needed to be successful in the HR field. Figure 1 shows the CIPD Profession Map 
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Figure 1










2.3 The Core Areas 
The 2 core areas on the CIPD map, the 2 Core areas “sit at the heart of the profession and applicable to all HR professionals, regardless of the role, location or stage or career” (Cipdcouk, 2015) The 2 core areas are:
Insights, strategy and solutions - developing an understanding of the organisation and using insights to develop a action plan to help the organisation meet its goals now and in the future. 

Leading HR - Acting as a role model, maximizing the contribution in supporting, developing and measuring others across the organisation. 


2.4 The Professional Areas
The CIPD map has 8 other professional areas. These professional areas describe what knowledge is needed in order to be successful in your profession. The 8 areas are:
Organisational Design 
Organisation Development 
Resourcing and talent planning 
Learning and Development 
Performance and Reward 
Employee Engagement 
Employee Relations  
Service Delivery and Information 

2.5 The Behaviours 
The CIPD map has 8 behaviours which a HR professional needs to carry out the professional areas. Not all behaviours have to be shown for every professional area. The behaviours are 
Curious 
Decisive thinker 
Skilled influencer 
Personally credible 
Collaborative 
Driven to deliver 
Courage to challenge 
Role Model 














2.6 The Bands 
On the CIPD map there are four bands, “the four bands of professional competence define the contribution that professionals make at every stage of their HR career” (Cipdcouk, 2015). The 4 bands will help give an individual a clear pathway to focus on development planning and activities. For example, an individual new to a HR role will start in band 1. As the individual becomes more experienced they can transition through the different bands with the goal to move to band 4.

Band 1 - Delivering fundamentals and providing information to help management make decisions i.e. New HR admin staff 

Band 2 - Advising and managing small team to deliver HR issues and problems and offer options and recommendations to senior management 

Band 3 - Leading a professional area and having a seat at the leadership table of a company i.e. Recruitment manager for SME company 

Band 4 - A possible leader of a function within a company or a leader of an organisation. You understand the structure of an organisation and develop strategies to meets goals. i.e. HR director or Managing Director. 


2.7 Why is the HR Profession Map important?

Individuals can use the CIPD profession map to:
Learn about HR profession
Interview Preparation 
Developing specialist expertise 
building a case for development

Organisations can use the CIPD profession map to:
Develop career pathways 
Building role profiles 
Identifying areas for development 
Identifying skills needed to make a change happen














2.8 My Current Situation
At this time, I am currently a recruitment manager at my organisation. This means that the area I focus on is resourcing and talent planning. I believe I am currently transitioning from band 2 to band 3. I currently lead a small team to help deliver FTE numbers set by directors of our organisation. This is backed up by the CIPD profession map as in my current role I complete the following “5.11.3 Lead the design of assessment and selection processes to give the organisation robust insights about candidates.” (Cipd, 2015) & “5.12.3 Deliver assessment events that are fair, take account of gender, cultural differences and norms and meet standards for diversity and fair access of opportunities for all.” (Cipd, 2015)
From analysing my role, I believe 2 key behaviours that I must use are:
I. Driven to Deliver 
 I believe I must be driven to deliver as I have targets to hit and I must deliver good quality recruits to enable the business to be successful. In my role I will plan recruitment drives implement the recruitment process. I have to be driven to deliver as this will impact my role and the poor results will have an impact in the profit of my organisation. 
II. Collaborative 
In my role as a recruitment manager I will also have to be collaborate, this is a key behaviour for me as I will have to communicate with many types of people whether it’s a director of our organisation, senior manager or potential recruit for a sales agent. I have found I need to communicate from people from the ages of 16 to 65. This sometimes means different methods of communication. For example, I find that when communicating with a potential recruit from the age of 16 – late 20’s about a role, Texts messages seem to be the most effective way to communicate. I believe I am currently transitioning from band 2 to 3 with this behaviour. For me to achieve the band 3 I believe I need to spend more time managing people of all backgrounds and bringing these people together as a group. I sometimes find outspoken people hard to manage and this is an area I need to develop in order to be more successful at my role. 








3.1 CIPD Self-Assessment
[image: ]In this section of the report I am going to look at my own self-assessment of the CIPD profession map. Figure 2 shows my self-assessment that I completed on the CIPD website.  
Figure 2



The first area I chose to look at was resourcing and talent planning. From completing the survey, I can see that my knowledge and skills are meeting the expectations and I have a good understanding of HR practice in this area. I can see my strengths in this area are 

· Researching the external market on talent levels and availability 
· Conducting regular talent and succession planning reviews. 

I would agree these are my strengths in these areas as this is a big part of my current role at The Consumer Helpline. 

From my self-assessment the areas I need to develop are 

· Selecting a range of assessment and selection activities which are appropriate to the role 
· Ensuring assessors and interviewers are competent and fully trained
· Ensuring effective delivery of induction, transitions into new roles, severance, exits and redundancy processes. 
 
I would have to agree with the self-assessment, in these areas I will need to develop my knowledge, behaviours and skills. In my role at The Consumer Helpline I run the recruitment myself and at this time to do not have any members of staff helpline me in this area. As we grow as a company I will need to develop a colleague to be able to undertake the selection process effectively. The behaviour I will look to develop from this self-assessment is to be more curious. I will need to look at more innovative ways in the selection process, I believe I also need to learn to include more people in the recruitment process to add value to the organisation. 

3.2 My Development 

I recently took a self-assessment to find out my preferred learning still. This assessment can be found on educationplanner.org. From this assessment I learnt that I am a tactile learner and I learn stuff by touching and doing. I do agree with this assessment. I also used the Honey and Mumford questionnaire to find out what my current learning styles are. I did not really find this questionnaire useful as my score seemed consistent on all theories. 

From using both types of assessment I have developed a plan of 3 options I can use for my self-development

	Type of Learning

	Advantages
	Disadvantages

	Coaching / Mentoring 
	· Taught the task/activity by an experienced person and having on the job training. 
· Have 1 to 1 training from an expert and can gain valuable feedback quickly 

	· Potentially pick up bad habits by adapting old techniques 
· Dependent on the senior member of staff and whether the coaching techniques are effective

	Attending HR Roundtables 
	· Learn other organisations best practice and ways to improve my own performance at my employer. 
· Ways to network with professionals from different organisations 
· Chance to ask professionals questions 
	· Roundtable is only effective if the correct people attend and the right points are raised in the meeting 


	On the Job Learning / Training 
	· Learn by trial and error 
· Find the best ways to be successful in the task 
	· Costly errors could be made leading to knock in confidence 
· May need senior employees to rectify potential mistakes


















4.1 Group Dynamics 

“The term “group dynamics” refers to the interactions between people who are talking together in a group setting.” Strazzabosco, 2009. The word group will describe 3 or more people and when these people are interacting there will be an element of group dynamics. Groups dynamics will be found in all walks of life. At the work place you will be involved in all types of groups, outside of work you will find yourself in groups dynamics whether this is a sports team or socially.  
According to Belbin “the most successful teams were made up of a mix of behaviours”. Each individual in a group will have one or possibly more roles in the team. These roles are:
· Resource Investigator 
· Team Worker 
· Co- Ordinator 
· Plant 
· Monitor Evaluator
· Specialist 
· Shaper 
· Implementer 

These team roles may be largely influenced by an individual’s personality. If there is a person who is very careful and looks at the overall picture before making decisions, according to Belbin these people fall under the team role of Monitor Evaluator. Supportive group members who are concerned about others would fall under the team role of team worker. 

4.2 Conflict Resolutions Methods 

From my experience of working in teams sometimes there can be a clash of personality meaning conflict amongst the group. It is important being a HR professional to deal with conflict in an effective way to be able to achieve desired goals. 

I. Active Listening 

Active listening is important during conflict from a HR prospective as it will be important to receive all the relevant accounts of the incident to be able to make the right decision. Active Listening requires you to understand the communication from an individual’s point of view. This I believe is important being a HR professional as you will be required to make decisions after taking accounts from individuals, if you have not actively listened this could mean making errors which are ultimately putting your organisation at risk or your position in the organisation. Once the HR Professional has used active listening skills to obtain all accounts needed to resolve the conflict the correct process / decisions can be made to allow the group to achieve their objective. 



II. Mediation 

Mediation is a way to resolve conflict within a group, it is a way of bringing the individuals together to engage them about the situation with the aim of finding a common goal and a way to move forward. Mediation will give all individuals the chance to air their opinions in a professional environment. A potential disadvantage of mediation is there may not always be a solution however it’s a chance to find common ground. 


4.3 Conflict Resolutions Self-Assessment 

From using the Thomas Kilman questionnaire, I noticed that I scored highly on “Avoiding” and “Accommodating”. A Few examples of these characteristics are “I allow individuals to cool down during conflict” and “when I realise I am wrong I allow a better position to be heard”. I would have to agree with these 2 statements and I feel it is a fair analysis of my ways of dealing with conflict. I feel dealing with conflict is an area I need to improve as I look to grow as a HR Professional. I feel I need to learn to actively listen better too individuals to allow me to make effective decisions. 




































5.1 Project Management 

In this section of the report I will be looking into project management. At The Consumer Helpline I am currently overseeing a project for employee engagement in the run up to Christmas. This is a small project and I currently have a team of 4 employees helping me with this project. I wanted to keep the team quite small and decided to choose people I knew would embrace the project. A disadvantage of a small team is that we may have limited ideas however I do believe keeping the group small was the most effective way to run this project. This project required me to be a leader and driven to deliver results by the selected timescale. 

The table below outlines some of the project management techniques used. 

	Project Objective 
	To create a fun and enjoyable environment for every employee at The Consumer Helpline during the Christmas period. We want the Christmas period at The Consumer Helpline to be remembered by all staff over the next few years. 

	Identifying Resources 
	The identified that the types of resources we would need to make this project successful are 
· Christmas Decorations for the office 
· Fun enjoyable incentives for all employees to take part in 
· Prizes the staff can win during this time
· Support of all employees during this time. 
· Location to host works party 

	Time Scale 
	The Project started on November 5th 2018 and our deadline was to implement our plans on December 5th  2018. 

The project will end on December 21st 2018. 


	Costing the Project 
	We have outlined that Christmas at The Consumer Helpline will cost 
· Office Decorations - £200.00
· Prizes for “12 days of Christmas incentive - £1100.00 
· Cost of daily incentives (£25 per day) - £300.00 
· Office Party (Location and Buffet) - £1500.00 

Total Cost of Project - £3100.00

	Monitoring and Evaluation 
	As Christmas will be a big incentive for us at The Consumer Helpline it will be important to monitor our progress daily. I will need to ensure that all the incentives are set up on time and ready for when employees arrive at work. I will monitoring the budget to ensure we are not overspending daily. 

Once the project is complete I will ask for feedback from staff council / senior managers to evaluate what went well and what can be improved.





5.2 Problem Solving Techniques 

As a team we are only 10 days into the project and we have already faced a problem. We had a meeting on November 12th to discuss our plans going forward. I sent out an agenda to the team via a social media platform with tasks for all four team members. On the day of the meeting one of the team members was absent from the meeting with no reason given to us. This was a problem for the team as we were a small team and input from all members is vital. The absent team member had the task of looking at locations for the Christmas Party and suppling us with prices.

I could see during the meeting that other members of the team were getting annoyed as they had spent time completing their tasks outside working hours to be ready for the meeting. During this meeting I actively listened to all members of the group to find out their concerns and we decided on the conclusion that we will have a brain storming session between us all to come up with ideas regarding the location and look to solve the problem. I explained to all the team members that we would all have to work together as a team and solve this problem together. Once the meeting was complete I contacted the absent member to discuss why they missed the meeting. The individual outlined to me that a personal problem had led to them not completing the task and they felt too embarrassed to attend the meeting. I outlined to the individual that I was there to provide extra support going forward and if they were again to need any help to let myself know. I outlined to the individual that it was important for all the team to attend the meetings as we had strict deadlines to meet with Christmas only being 5 weeks away. 

5.3 Examples of Influencing, Persuading and Negotiation 

Influencing: My role at The Consumer Helpline needs me to influence people on a regular basis. A part of my role is to look at different ways to engage with our employees, whether this is arranging an incentive on the sales floor or looking at organising activities. I need to influence the team leaders to embrace the incentives for them to influence the sales team to allow every member of staff to buy into the process of employee engagement. I would look to use emotional appeals while influencing using personal sales bonus as the goal. My aim for the incentive days is to boast sales which potentially could mean more bonus for team leaders. 

Persuading: We recently ran an incentive at The Consumer Helpline which involved all management in the organisation being involved in a “Pie the Manager Day”. This day as you can imagine took me a long time to persuade the managers to buy into this incentive. For me to persuade the managers and directors I used the concept that if management was involved in the incentive the sales floor is successful. I used positive language and made them think of the success the day could bring. In the end I persuaded all the management team to get involved. 

Negotiation: I have used negotiation skills too discuss prices for venues for staff parties. Due to my organisation having over 100 employees I will always use negotiation techniques to find the best deal for the company. This could be for venue hire, drink and food pricing or activities available. I always try and provide the best possible price to maximise the budget I have been given. I understand when negotiating that the venue I speak to will want to book our staff party due to the budget that I have so this put’s myself in a good position to negotiate. My style for this type of negotiation would be competing as I will look to provide the best possible deal for my organisation.
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