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Introduction

This report aims to explore the knowledge skills and behaviours required by a human resources (HR) professional in a variety of professional roles as described in the CIPD Profession Map, including my own professional development needs to become an effective HR professional. The report will explain how a HR professional will perform in their duties defined by the CIPD Profession Map, efficiently and effectively when collaborating and working with others in an organisational context and be able to apple CPD techniques to contract, implement and review personal development. 

1. Evaluation of the HR Profession
Dr Wong (2017, p2) Head of Insight and Futures at CIPD, describes the need for a professional is to provide leadership and uphold ethical standards. Taylor, et al (2016, p75) explains that HR professional can be distinguished by having the knowledge, usually comprising theory and practice skills. A professional should be a member of a professional body and process appropriate expertise to which they can apply their knowledge, understanding and judgement and underpinning by a code of conduct (CIPD, Code of Professional Conduct, 2018) and ethnics and is competent to apply to their daily work.  
The HR profession can be distinguished from an occupation due to having the following characteristics:
· It is based on a body of knowledge (usually comprising theory, knowledge and practice (which can be taught and learned.
· Its’ practitioners possess appropriate expertise to which they apply their knowledge and judgement.
· It is underpinned by a code of conduct or ethics.
(Taylor & Woodhams, 2017, P.75) 





1.1 CIPD Profession Map

The HR Profession Map was developed by CIPD which collated a number of different industries and HR professionals over a number of years during the course of its planning. The map explains what it means to be a HR Professional in the workplace and outlines underpinning skills, knowledge and behaviours needed for HR excellence. 

CIPD have just released an updated Professions Map which is designed to give clearer guidance to work, career planning and development. Although, the Map which I will be comparing my own professional status in this report will be ‘The 2013 Professions Map’. 
The 2013 Professions Map still remains as part of the foundation of all CIPD qualifications and therefore I will be using this map as it attains the membership standards. 

CIPD explains that the world of work has changed since the launched the CIPD Professions Map in 2013. New specialism ways of working and priorities have emerged as roles have diversified (CIPD, The CIPD Profession Map, n.d.).  CIPD explains that the 2013 map “defines the building blocks of effective people management practice across ten professional specialisms and describes eight fundamental behaviours that underpin good practice regardless of specialism” (CIPD, The 2013 Profession Map, n.d.). 
[image: ]

Figure 1: Source: CIPD online, 2017

The map outlines 10 professional areas, 8 behaviours within four bands, which show professional development (Taylor, et al., 2016, p111).  To be able to succeed in a career in HR, individuals would progress through the four bands of competences that define the contributions they make during each stage of their HR career. The two core areas of the map is the “Insight, Strategies and Solutions” meaning that individuals develop an understanding of their organisation and its objectives. Secondly, “Leading HR” meaning that individuals act as role models, ensuring HR maximises their contribution to the organisation through personal contribution and by supporting, developing and measuring others in the organisation. 

The four bands explain the “band of professional competence to reflect the hierarchy of profession within the map. The Map also identifies and describes how you need to change and develop and move from one band to another” (CIPD, Profession Map FAQs, n.d.).




1.2 My Professionalism

[bookmark: _GoBack]I have over 3 years’ experience of working in a HR role with Neath Port Talbot County Borough Council, firstly working as a HR Assistant dealing with the administration and processing around Recruitment and Selection processes adhering to employment law, effectively managing sensitive data within a customer orientated environment. 

Since the beginning of the year, I have changed roles to gain further professional development. My current role entails data cleansing, providing and managing internal data from our online systems via reports and monitoring changes to hierarchy and reporting links.  I often participate and assist in projects commensurate with the grade and duties of the post as required by the HR Management Team.

With my current experience and knowledge of HR practices, I would place myself at band 1 as I believe this is what my current role equals against the Map. Band 1 consists of supporting colleagues with administration and processes. Effectively manages information and data and is customer orientated. Therefore, I will be looking to progress myself to the next frame to improve my development in my professional practice. 

2. Self-assessment, PDP and Reflection

After a self-assessment of my practice against the CIPD Profession Map (evidence 1), personal development could be implemented to improvement own existing skills and knowledge which will enable me to progress my professional practice into band 2. Progression into band 2 as explained in the CIPD Professions Map will enable me to be able to advise on/or manages in relation to HR related issues relating to an individual or a team. I will have a clear understanding of the evaluation process and have knowledge to the solutions available.

An article on People Management Magazine explain seven steps an individual will need to achieve if they wish to become a HR professional, these steps are that they want to solve problems, they partner other business functions, challenge assumptions, they take the long-term view, great at talking about their career and qualifications and are champion employees (Floor, 2018). Watson (Watson, n.d.) ‘Being professionally qualified is critical, even for some with a strong track record. In a tough market, professional credentials definitely make a difference’.

I have chosen 3 areas form the map that I needs further development in my working practice. The areas I have chosen are the following and I will explain in more details what they mean in a HR environment. Summary of the professional area’s in evidence 2 to 4. 

	Professional Area
	Explained

	Recruitment and Talent Planning
	The map explains that this ensures the organisation has the right resource, capability and talent to achieve immediate and strategic ambitions.

	Curious
	This behaviour is inquisitive and open-minded, future-focused. It seeks out evolving and innovative ways to add value to the organisation.

	Skilled Influencer 
	A skilled influencer demonstrates the ability to influence to gain the necessary commitment and support from diverse stakeholders in pursuit of organisation value.



Figure 2: CIPD Professional Area and Behaviours

2.1 Self Development 

As outlined in Table 1, from the one professional area’s and two behaviours I have chosen above, I have completed a personal development plan explaining how I would improve in these areas (evidence 5).  I have chosen these areas as I feel that I am lacking day to day working styles and I would like to investigate further on how I could improve. 

During the creation of the personal development plan, I was intrigued to find out what my preferred learning styles were, so I could achieve the objectives. I then completed the Honey & Mumford Learning Styles Questionnaire, see evidence 6.  It was discovered after completion of the questionnaire that my preferred learning styles were in fact a reflector, activities being the second, pragmatist being third and theorist being the last. I believe these are a true reflection of my learning styles and I would agree with the results of the questionnaire. Being as a reflector was the highest scoring, the description explained by Honey & Mumford is someone who “stands back to ponder experiences and observe them from many different perspectives”. I believe this explains by working styles very clearly.

3. Group Dynamics 

Group dynamics can be explained as a system of psychological processes and behaviours which occur during group interaction. Taylor (2016, p83) explains “there are many academic texts that discuss teamworking and these typically focus on issues such as group dynamics and conflict resolution”. Poor teamworking can lead to serious loss in individual motivation and organisational productivity. Tuckman (1965) theory explains the process of understanding the stages of team formation of group dynamics. The theory describes a team’s process they go through as people form bonds and learn to work together effectively. The four stages of this theory is Forming, Storming, Norming and Performing. In 1970, Tuckman added a fifth stage, Adjourning.  

The five stages explained in more detail in each phase; 

	Stage
	Explanation

	Forming - 16965
	The team members are often positive and polite, some members may be anxious as they do not fully understand what the team will undertake. Some members will be excited about the task ahead.

As a leader, you play a dominant as some of the members are unclear about the task ahead. The leader should direct the team, establish the team’s objectives clearly.


	Storming – 1965
	People push against the boundaries of the forming stage. Usually it starts as there are conflict between team member’s natural working styles. The team question their worth and their objectives and may resist on taking on tasks.

Leaders should establish processes and build trust between team members. When conflict occurs, the leader should resolve conflict swiftly and provide support to team members.

At this stage, many teams fail as it causes stress as they do not have sound working relationships or a supportive leader/ lack of leadership skills.
 

	Norming – 1965
	Once the team have passed the storming stage, team members resolve their differences and appreciate other team member’s strengths whilst respecting the authority of the leader.

Once team members have reached this phase they are able to approach their colleagues and ask for help, and provide constructive feedback. Members will develop a stronger commitment to their goal and make progress towards the objectives.

Leaders may help team members take responsibility for progress in terms of the goal and during this stage may be a good idea to arrange a team building event. 


	Performing – 1965
	Group members focus on achieving completing common goals that helps them reach high level of success. Their roles and authorities dynamically adjust to the changing needs of the group and the individuals. By this time the team members are knowledgably and motivated. Members are now competent with dealing with the decision making process without supervision. 


	Adjourning - 1970
	Adjourning is arguably more of an adjunct to the four stage model rather than an extension. 

This stage is the break-up of the group after task completion. It gives the members recognition and a “feel good” vibe of achieving the aims and objectives.




Figure 3: Tuckman Understanding the stages of team formation in evidence 7. (Tuckman, n.d.)

3.1 Conflict Resolution Methods

Throughout the process of group dynamics as explained in the Tuckman theory, the use of conflict resolution skills to achieve an effective solution and achieve a satisfied outcome. Active listening skills could be used to resolve conflict in these situations. There are seven key active listening skills that help you understand the nature of conflict from the perspective of different parties, these are; being attentive, asking open ended questions, ask probing questions, request clarification, paraphrase, be attuned to and reflect feelings and summarising. “Active listening involves listening with all senses. As well as giving full attention to the speaker, it is important that the ‘active listener’ (Skills you need, n.d.).

Other skills which aid problem solving such as Negotiating Influencing and Persuading can be explained in more details to understand the nature of the conflict from different party’s perspectives. Problem-solving skills to try and seek a ‘win-win’ situation, using compromise and the use of accommodating to provide temporary relief from the conflict. Reaching a compromise by accommodating provides temporary relief from the conflict.

As seen in the table above 2, conflict resolution methods could be used during the Tuckmans stages of understanding team’s formation. During the storming stage, negotiation and influencing skills could be used. For example, during a group discussion ideally where there is conflict in this stage, these skills could be used to negotiate ideas and find the best possible solution. Negotiating skills could be used to stick to budget and deadline to achieve a win/win outcome. Influence is defined as “the power of producing an effect, especially unobtrusively…” (Yemm, 2008). Influencing skills could be demonstrated through the knowledge and understanding of processes, policies and legislation to build members trust.
I was curious to find out what my conflict preferred style was for handling conflict. I therefore completed Thomas/Kiman Conflict Mode questionnaire. Please see evidence 8. The outcome of the questionnaire determined that my preferred method of handing conflict was avoiding. Avoiding is explained as “Avoiding is unassertive and uncooperative. When avoiding, an individual does not immediately pursue his or her own concerns or those of the other person. He or she does not address the conflict. Avoiding might take the form of diplomatically sidestepping an issue, postponing an issue until a better time. 
4. Project Management

Recently I have contributed to a project in my current working role which is to implement a new HR system within a short period of time. I have observed group dynamics and conflict resolution methods in my working practices. Although, the project I was involved it wasn’t dependant on myself to lead or to oversee the process, I did observe some project management techniques that were displayed by the leader. 

As both our authority and the external supplier have never worked together before, the leader and other internal members were both sceptical of how our different working styles and patterns could work in collaboration. As the external company was providing a service to our authority, the leader of the project explained the objectives, defined the deliverables, set timescales and risk managed. 

As there are more demands in other areas of HR within Neath Port Talbot County Brough Council and cultural change in technology the project involved developing a PRA (Robotic Process Automation) to undertake manual tasks such as updating our records on our internal HR system. 

I was approached by the project leader to provide calculations of the time the team were taking on this task and how many the team were processing each day (see email evidence 9). 

Introducing an RPA would mean freeing up time whereby the specialities could be used elsewhere. As discussed in 1.3, my current role deals with a number of data cleansing and record management exercises on our internal HR database. It was my role to meet and explain the project to the internal and external stakeholders and the processes we currently have in place. We had a discussion around identifying improvement to resources we currently have in place which could work in collaboration with the RPA to complete the task.

The objective of this project was to produce a PRA design for Neath Port Talbot’s DBS (Disclosure and Barring Service). Currently, DBS Requests are sent to a generic mailbox in the form of an Excel template (DBS Application Form Template, see example 10) containing the information required where they are manually copied and pasted by HR staff on the online DBS system. The test phase initially raised teething problems which were not major and were resolved quickly.  

With clear goals shared with a team who will be cascading and advising managers of the new process it was identified as they had previously worked together and had a good working relationship it was evident that the implementation would be successful and from a meeting the team were driven and focused about the new process.  

As the system as now gone live, two weekly meetings are set up to monitor and review of how the RPA is working day to day, along with feedback from HR employees who undertook the task previously. It is my responsibility to collate feedback from colleagues which were discussed in the two weekly meetings with the external company to find a solution and find justification to any issued that have arisen by the use of active listening skills. By using these particular set of skills, I was able to identify what was working well and what needed further improvement from the group. Even though some employees voiced their opinions it was evident by the use of these active listening skills that some of the group members did not agree by the visual of their body language. I would suggest and ask the group how they felt and would discuss the issues and analyse and try and resolve any problems encountered by finding a justification of the solution.

 For example, DBS’s were submitted but the PRA was not submitted the requests onto our DBS System. This was because there were boxes that were not completed in the template correctly and the system found an error. The responsible person who submitted the template were not having reminders that they were not submitted and therefore, they were ignored/forgotten. We discussed this in length with the external company and I suggested that this was causing us issues as people were not aware whether the requests were submitted. It was recommended that conformation emails from the PRA system to confirm that the applications were submitted successfully. 

Throughout the two weekly meetings, I found that discussing the issues-controlled time and optimised personal productivity whilst also sustaining positive working relationships. It controlled and prevented stress within the workplace and ensured that we were achieving the aims and objectives. As the issues were discussed between members of staff and myself I applied problem solving techniques which I evaluated the problem, manage the problem, making a decision, resolving and lastly examining the results.

As the project of implementing a PRA has been successful so far, the authority wishes to investigate and influence the PRA out to other internal processes which will limit more minimal ‘thinking’ tasks and free up more time for other processes to improve the authority’s performance. This is key as more budget cuts are being made and the authority struggles to keep up with the expanding workloads but less staff being employed as a result of the cuts. 
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