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Activity 1:  The requirements of effective and efficient HR professional
1.1 
Chartered Institute of Personnel Development (CIPD) is the professional body for the world of Human Resources and is the recognised benchmark within the field. Becoming a member of the association requires a commitment to continuous professional development (CPD) and for members to follow its code of professional conduct.

To support members CPD, in 2009 the CIPD introduced HR Professional Map, see Figure 1. The map is a tool, available to members, which sets out the competencies required to be a HR Professional. The map was developed in view of the changing the world of HR. In 2009 Jackie Orme, the chief executive of CIPD at the time, told Personnel Today that “The HR profession is changing. More will be required of the HR professional of the future, and today’s practitioners need to be equipped with the capabilities to meet these demands. Roles are more diverse, career paths more complicated and the capacity to impact on the strategic future of the business greater than ever before” (Peacock, 2009).

The map is designed to support professionals at all levels and the CIPD recognise that no two HR departments are the same. It was developed by a combination of both HR generalists and HR specialist form public, private and third sectors from the UK and internationally. It is for this reason that the map is broken down into 3 key elements, Behaviours, Competency Bands and Professional Areas. 

[image: \\VM-FILES\FolderRedirections$\emma.thomas\My Documents\CIPD MAP SNIP.PNG]
Figure 1 The CIPD‘s 2013 Professional map.



Table 1 Description of the key elements of the CIPD map
 
	Element 
	Number of
	Description 

	Professional area
	10
	Describes the main areas within HR, what needs to be known and done for each. Two areas are considered core and are at the centre of the map, 1.Insight, strategy and solutions and 2.Leading HR, these are relevant to all HR professionals regardless of geographical location, role or stage of career. These areas are relevant to the organisations and development of strategy. Other areas – Organisation design, Organisation development, Resource & talent planning, Learning & development, Performance reward, Employee engagement, Employee relations and Service delivery & information   Each area spans the four bands of professional competence.

	Behaviours 
	8
	Describes the behaviours HR professional need to carry out their activities, Decisive thinker, Skilled influencer, Personally credible, Collaborative, Driven to deliver, Courage to challenge, Role model and Curious. Each behaviour spans the four bands of competence. 

	Bands
	4
	The four bands of professional competence define the contribution that professionals make at every stage of their HR career in line with 10 professional areas and the 8 behaviours, helping to provide a clear pathway to focus development by progressing through the bands.



The map can be used by individuals to evaluate themselves and understand the stage individuals are at, what they need to do to progress and even suggest reading to support development, see Table 1. CIPD members have a dashboard with their map, this give a summary, development actions, reading & research and events and courses.
1.2 & 1.3
Employee engagement 
According to the CIPD employee engagement is a new concept related to motivation and they suggest that employers should consider empowering employees to make decisions and shape their jobs, provide effective channels for employee voice, ensure the fair treatment of employees and support for well being, and create key communication strategies to keep employees informed, and reinforce purpose and vision of the organisation. To achieve this requires effort form all areas of an organisation, including leaders at all levels (CIPD, 2017). There are strong links between high performance and high engagement. Employees who feel engaged often experience greater job satisfaction.  
Performance and reward
According to ACAS reward is a key tool for securing talent and determining our relationship and behaviours at work. Pay and benefits have considerable effect on the efficiency of an organisation. The right reward packages can be highly influential in increasing engagement and productivity of employees, also the ability of an organisation to retain and recruit talent. Dr Jonathan Trevor believes that a strategic approach means organisational objectives are aligned with effort and secure desired behaviours. He continues by stating that complex pay scales and reward schemes can be perceived as unfair and explains the importance of employees understanding their reward schemes and the ways in which they benefit (ACAS, 2018).
Curious 
The CIPD map detail describes curious as being future focused, inquisitive and open minded (CIPD, 2018). For a HR professional this can often mean gaining a greater understand of the business for example understanding future growth with enable the development of recruitment strategies to develop or the possibility of reviewing the benefits package to assist with productivity. 

In an article in HR Magazine Michael Moran (Moran, 2013) expands on this further explaining the importance of being aware not just of your organisation but also of the industry and sector and the economic environment in which it operates to enable HR professionals to contribute to driving the business forward and recognising challenges. Asking questions is key, being aware of the marketplace and customers. If you understand your products and the markets you are better placed to provide and recognise resourcing requirements. This creates an equal footing to align with other professional managers. 

Activity 2: Group Dynamics and conflict resolution 
2.1 - Group Dynamics 

Group Dynamics is the interactions and behaviours of people with a group format and explains the effects of roles and the group as a whole.  One model of team/group formation is the Tuckman’s Team Development Model. This model works around the 5 key areas Forming, Storming, Norming, Performing and Adjourning. These 5 areas tend to apply to most teams without them even realising however Tuckman believed that an understanding of these 5 areas would help the effectiveness and more quickly develop a team.  

The Forming stage is at the very beginning of the team’s establishment. It is the time when individuals are trying to find their best fit within the group. They rely on direction and guidance. It’s the time when objectives will be learned and understanding of the purpose. The team will need to agree who will do what, and individuals may be reserved. At this point output of productivity will be low due to the unclear structure and lack of definition. The role of the manager/leader at this point would be to direct and motivate the team, team building. To clearly communicate the vision and mission of the team/group, and to set objectives.  

The Storming stage is when ideas are bounced around, problems are addresses and group/team members begin to understand their individual roles. At this point the team become more confident. The efficiency/productivity will begin to slowly increase at this point. The leader/manager will need continue to provide clear communication. Ensure any conflicts are resolved. Provide training or coaching and will need to be quite direct with the team/group.  

Norming stage is when teams/groups become more cohesive. They will have a better understanding of their individual role which will enable them to quickly solve any problems raised as a team. At this stage efficiency and productivity should increase rapidly. The leader/managers role will be more of an overview, monitoring, of the project to ensure the smooth running. They will need to provide support where necessary. 

The Performing stage is when problems have been overcome and members of the team/group are knowledgeable of their individual roles and the team objective. At this stage efficiency and productivity are at the optimum level with all team/group members working well together. The leader/manager no longer needs to stand over individuals and is able to delegate but at the same time must ensuring that all goals and objectives are aligned within the team. At this point it is important for the appropriate praise to be given. 

The Adjourning stage was added to Tuckmans model following his review in 1970’s. Adjourning stage tends to come on the completion of a project. At this point the team should feel accomplished and want to celebrate but at the same time may lack in future direction. The productivity and effectiveness will have slowed now and should just involve tying up loose ends. The leader/manager responsibility will now be to provide support, recognition and praise (Business Balls, 2018).
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Figure 2 Bruce Tuckmans Team Development Model 1975
2.2 Conflict resolution  
When group dynamics breakdown it is generally due to come kind of conflict. This can be due to ideas or issues – substantive conflict, personnel relations and emotions – affective conflict, or methods and process – procedural conflict.  It is important to quickly identity conflict and efficienty resolve problems in the correct way. 
In these situations it is important to be professional by listening carefully to all parties, be transparent in finding solutions that all parties are happy with. 
By encouraging open communication within a group, this may need advance training, when conflicts arise all parties should be able to explain the problem while the other parties have the respect to listen. The HR professional should listen from an impartial perspective, and having reviewed all the information provided, should then influence firm solution.
HR professionals must be authentic and fully understand the situation. By showing genuine care of both the people involved and the outcome, trust can be formed. HR needs to understand all perspectives looking for core problems and the actual needs. Once all these areas are understood HR will be in a position that enables the communication of options of negotiations that will lead to positive resolution of the conflict. 

Activity 3: Project Management, Problem Solving, Influencing, persuading and negotiating. 

3.1

Our organisation, Aber Instruments (ABER), is an employee owner business. In the first quarter of 2017 an offer was made to the Board to buy the company. The Board kept the offer to themselves while they worked hard in understand the implication that offer could have to each of the employees and also understanding if the offer was a viable one. The Board rejected the decision before informing the rest of the company.  The Board informed the company and also decided that ABER needed to be better prepared for future offers and similar scenarios, such as; would we ever move the business from Aberystwyth? A decision was made to form a Guiding group that would consult with all the employees. We used a consultant and specialist in employee ownership, Chris Heald, has a guide. Individual vaunted to be part of the group. I was one of 6. We sat and discussed how we would proceed and decided that each individual within the business would have a consultation with one member of the guiding group, some of these were 1:1 some were small groups. Individuals had the opportunity to select the Guiding group member they wished to talk to. A time table was devised and 1.5 hours of time/resource allocated for each individual. We had a timeline to complete the task by the second week in January. This then allowed the group time to analyse the data.

All the data was collected around key questions. The group then faced the task of compiling the data to make some sense and understanding of what the majority wanted out of the company for the future. We had to ensure this was completed with outcomes by March 2018. Firm decisions were made such as: 
· The company was not for sale and could only be sold in exceptional circumstances with a majority agreement. 
· The core business was to remain in Aberystwyth but should expand into other countries if it will benefit the company. 
· The decision was made to create an employee council to represent the views of the employees and to hold the Board accountable.  
 To make these changes we needed to prepare in advance of the AGM to change the articles. All employees voted. 

3.2

ABER has recently purchased a new building with the intention of splitting the whole team between the two sites, both of which are located on the Science Park. The plan was for Production to remain in the old building, which will undertake a huge face lift and for Accounts, HR, R&D, IT, Marketing, Technical Support and Sales to move across to the shiny new building thus creating a divide of the team. We are concerned that we face a potential problem of reduced working relationships across departments, a fall in output, conflict, miscommunication, increase in disciplinarians and high staff turnover all as a result of the change. The problem will of course be a permanent one if action is not taken to prevent and address the issues.
 
The problem has been one of prevention. The company holds a whole company meeting on the first Wednesday of every month. This was originally at 10 am, but had to be adjusted to 2 pm due to opening our US office and the time difference. Everyone attends. This is a real tool with regards to communicating up to date relevant information to all staff and makes sure everyone is inclusive of the activities of the business. This is very important to an employee owned company. 

The scope of the problems is as the Company continues to grow we face the possibility of a lack of alignment in objectives; this could fall due to poor communication surrounding our shared values.  ABER is notorious for its close, friendly, family values and its open and approachable atmosphere, employee ownership is key to this. There is a real danger that balance may be lost along with a lack of employee engagement. 
Also it has been noticed that there is increasingly becoming a ‘them and us’ culture with the Production team, they distance themselves at break times and don’t tend to join in on non compulsory team building, there is a real lack of participation and up take of events. Their interactivity is limited with the members of their team. 

This was more noticeable since planning has been discussed for the refit of the Production department. This has become evident a following recent discussion with the Production Manager. Production would like the refit to enable them to have all facilities on site e.g. a shower block and a canteen (not just a kitchen). They are feeling resentful that the upper level of unit 5 (Production site) will be rented out and feel the space is required for them for the facilities mentioned above. They do not wish to walk the short distance across the road to the new building for the above mentioned facilities. I do agree that rain is also a factor in this.  Production feels hard done by.  The Production Manager was genuinely concerned about the ‘them and us’ culture rising.  

McKinsey 7 S’s framework (1982) was useful to me as it discusses key area of my problem.
Shared Values – ABER’s core values are at the heart of everything that we do and our Guiding Principals high light this
Staff – the happiness of staff and the work that they do is a key function of the company values
Skills – The valuable skills that employees obtain within the company is key to our success.
Style – The leadership that we use to handle the situation 
Systems – What changes can we make to the daily activities and procedures to engage the Production team and ensure they feel a sense of worth?
Structure – who reports to who? 
Strategy – the plans implemented to ensure productivity remains a constant and doesn’t drop.  
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Figure 3 Fishbone diagram devised from the 7 S’s 
To help resolve the problem and full understand the situation I compiled a Fishbone diagram (Ishikawa) also know as a cause and effect diagram, Figure 3 (Mindtools, 2018) in conjunction with my 7’s to identify possible causes of the problem. I looked at 3 options problem solving:
· The implementation of an Employee Forum
· 1:1 with each individual and feed back to the board
· Bring in an external employee engagement consultant.
I created an un-weighted, Table 2, grid analysis to assist me with this.


Table 2 Un-weighted Grid analysis 

	Factors
	Time
	Cost
	Effort / HR
	Moral
	Total

	Options
	
	
	
	
	

	Implement Employee Forum
	3
	5
	4
	5
	17

	One to ones with each individual resulting in feedback to board
	1
	2
	1
	3
	7

	External employee engagement consultant.
	2
	1
	1
	2
	6



Key 1-5 
1 – Unsatisfactory 
2 – Fair 
3 – Good
4 – Very Good 
5 – Excellent

The results of the un-weighted grid analysis table point toward the implementation of an Employee forum within ABER. The process is quick, low costly, will boost moral by providing a voice and is low effort for staff and HR. 
We aimed to launch the forum by January of the New Year. The intention is to provide the employees with a voice where they can continue to be consulted over change and debate issues which may affect working relationships. The forum will enable employees to direct questions as well as bring ideas to the board which will require justification if not agreed with.   

3.3

I was recently asked by Careers Wales if we would consider hosting 43 year 10 pupils from Tergaron School to raise their awareness and understanding of the world of work. Before I could agree I sought the buy in from the Management team as I needed the support and engagement from each department and departmental members to discuss individual roles etc. I knew that the idea of 43 15 year olds when we are only a company of 40 would seem daunting so I had to influence by appeal to their emotions. We discussed that often children don’t get the opportunity to experience the world of work these days and that the experience would be invaluable to some but not all. I explained that we had the opportunity and duty to inspire children to be their best at school by providing them with a visual to aspire. It worked and they all agreed!
  
We have been reviewing the maternity policy which is currently in line with SMP. The topic has been addressed in the Employee Council. As the Council has no directors and is not responsible for any financial budget they viewed the policy purely from a user friendly perspective and has not considered the consequences of an overly financially generous (see appendix...) policy. I had to bring my business head to the table with the discussions. I asked the Chair requested that everyone consider what the aims and purpose should be so enable further negotiations. I had to remind some members that we also have a flexible working policy that would address some points (trades). We negotiated on time off for mother and periods of full pay that go above and beyond SMP.
Ultimately the decision does fall with the Board to approve the policy.  

When I began my employment with ABER I had previously worked with an intranet system. I could see the implementation of a similar system would be a huge benefit to the employees and departments. I spent may hours with the then Technical Director (now MD) showing and explaining (persuading) the benefits of implementing an intranet system. We have offices (some home) in Cardiff, Abergavenny, Bolton, Washington DC and California, plus may employees have the ability to work from home should they wish. Today we employ a member of staff who has created a bespoke system tailored to exactly ABER need. It filters information from Sage 200 and is an amazing, invaluable communication tool. And employee with retain his role to maintain the system providing an extra job in the local economy.




Activity 4: Self-assessment, PDP & Reflection 
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Self assessment

Using CIPD’s professional map I assets myself against Resource and Talent Planning.  I have identified gaps in:
· my approach to succession planning and talent management.  
· ensuring interviewers are fully trained
· effective delivery of induction and role transition 
· exit processes

To address the gaps in this area I will need to:
· Work more closely with local schools and universities 
· Address internal training requirements to manage internal talent potential.
· Work with manager and external training facilitators to ensure best practice interviewing
· Review current induction programs for improvement and address induction on new roles internally.
· Asses exit processes.

Having completed the Honey & Mumford learning styles questionnaire (revised 1986), see Table 3 below I am able to identify that I have moderate preferences to all 4 learning styles which I believe makes me quite flexible to all learning styles. 

Table 3 – Honey & Mumford Learning Styles Results 
	Activists
	Reflectors
	Theorists
	Pragmatists

	8
	12
	12
	13



Workforce Planning – Before creating a workforce plan I will need to better understand the requirements of the process. To do this I will complete the Resource and Talent Planning module of my current studies. An additional element of that learning will be to read the core text book on the subject – Resourcing and Talent Management.
Gaining insight into other organisations – I will do this to benchmark my practices against reputable companies. This will be done by visiting Gripple, an employee owned company with similar values and culture to our own at ABER. I have a contact with their People and Culture department; I will spend time shadowing, observing and questioning to gain insights. 
Increase US HR knowledge – this is essential due to expansion in the US and recruiting plans. 

Table 4 – Development Activity
	Activity 
	Pros
	Cons

	Workforce Planning
	· High quality of knowledge 
	· Travel time to Swansea
· Time out of the business
· Time to read the book

	Gripple Visit
	· Enhance professional knowledge.
·  Benchmarking practices
· 
	· Time away from the business.
· Distance to travel.

	US HR knowledge
	· Ensuring that legislation is adhered to.
· Protection against employment law suits
· Protection of ABER reputation
	· Geographical location.
· Time zone issues.
·  HR variations between states.










Table 5 - PDP
	EMMA THOMAS – 2019 PERSONAL DEVELOPMENT PLAN

	Specific Objective
	Measurement
	Attainable
	Relevance
	Time Frame
	Achieved? 

	Create a workforce plan for the next 1-2 year timescale to tackle any talent or capability gaps.

	Completed plan.
	To be developed in line with ABER strategy and Management team approval
	Forward planning to lead in resourcing, prioritising diversity, organisational need.
	December 2018
	A workforce plan has been created with particular focus being given to R&D and ABER Inc. The objective is to implement 5 new role (1x Bio-Sensor Engineer, 1x Software design, 1x Mechanical Design Engineer , 1x Lab Technician, 1x Sandwich year Electrical Engineer student) within R&D plus 1x KTP in association with UWE. 1x Technical Service Engineer in ABER Inc (US) this has been achieved (16/05/19). 1x Senior Manufacturing Manager with cleanroom experience.  

	Build relationships and forge links with local schools and Universities to recruit and address talent requirements. Increase networking skills.
	Once strong relationships have been created. 
Visits
	Yes given our geographical area,
	Build on personal credibility. Benefit by addressing future growth and provide local jobs in line with ABER Guiding Purpose. 
	March 2019 – ongoing.
	This has been achieved. I have developed relationships now with 3 area secondary schools. During March 19 I hosted the whole of year 10 pupils form Tregaron Secondary on site. I completed the EESW/STEM project with a Penglais 6th Form group. I held mock interviews with tear 10 pupils from Penweddig school. 

	Increase Knowledge of US HR best practices and legislation within Virginia & California. 
	Improvement in ABER international HR practices.
	Yes, however location will increase difficulties to achieve.
	Essential given our resource growth requirements in the US. 
	April 2019 – ongoing.
	This is an ongoing project which will always need a careful eye on US legislation updates. I have taken part in webinars with ADP regarding US recruitment laws and met 2 with immigration lawyers on my visit to the Washington 13/05 – 18/05. I have also signed up to XpertHR website which provides the option to switch to US law.

	Utilise and review PDP’s with all staff quarterly to address training need and harness internal talent potential.

	To successfully grow the company organically. Report to ML and each individual.
	Yes, working with staff and line managers.
Review budgets for training cost and time resource 
	Continued support of staff development plans to ensure business objectives are met. 
	Quarterly - ongoing 
	Budget review has been conducted and new figures submitted based on review information and the workforce plan for the coming year. Careful consideration has been given to this area in light of the Manufacturing renovations and shutdown time 8/07 – 29/07. This time will be utilised to ensure training expectations are met. 

	Gain insight into HR from other companies’ perspective. To evaluate best practice of management training for  interviewing.
	Visit Gripple – Emma Hibert
	Yes, arranged with Emma Hibbert. 
	Gain knowledge to improve ABER staff quality of employment and management credibility. 
	Jan 2019
	Visit took place in Feb 2019. Best practice has been exchanged between our two employee owned organisations. Gripple has provided insight into their  employer brand. I will now look to implement an instagram page to support this.

	Attend Employment Law updates 
	On attendance. 
	Book on to next seminar.
	Ensure I am updating and maintaining knowledge with regards to HR legislation.
	Feb 2019

	This has not taken place. The WQS employment law updates take place on a Thursday (am) which is my Uni day at UWSTD. I will ensure I attend 1 during the summer period.  The ACAS ones that are hosted in the local Council offices have fallen on days when I’ve been unable to attend. 

	Complete CIPD training level 5 and continue to level 7



	UWTSD
	Must complete level 5 first. Time to be given during working week 
	Complete the scope of information needed to perform role to quality standard with recognised best practice. 
	L5 – June 2019
L7 - 2021
	My aim is to complete L5 during May and I am hopefully on target, this will enable me to progress in September to level CIPD L7, hopefully again with UWTSD. 

	Visit ABER Inc in person to understand any HR issues and recruit new staff
	New employees in place
	Yes with the support of the business and family!
	Ensure consistency and standard within the ABER Group of employees who share our ethos and values. 
	May 2019
	Completed. New ABER Inc team member employed. Decisions made regarding admin staff (however this may need to change in line with immigration lawyers recommendations)

	Create a new onboarding plan for ABER Inc (US market) 
	Low employee turnover.
	Yes with support of the US team.
	To align with ABER Instruments Ethos and Values and create one whole team environment. 
	July 2019
	No yet completed though work has begun. 
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