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INTRODUCTION
Human Resource Employee
Different companies have different cultures according to their setups. It develops the norms, values, working languages, ideals, habits and systems of a group who can work together. An efficient Human resources employee knows how to manage the culture of his company with the working group or team and how to manage all or how to be fit in their culture (Berr, 2008). They efficiently manage the recruitments of new hires and also manage the payrolls and benefits. They also recognize the conflicts and the risks faced by the company and develop the strategy to handle these risks. An Hr professional is an employee to whom an organization hires to advocate the employees and company as well (Ackerman, 1988). 
The main focus of the HR employee on the customers and stakeholders, he also makes sure that they are doing their jobs and the organization is getting the goals and objectives or not, If not then what are the disabilities of the employees or workers and what are the factors working behind the failure in getting the goals and objectives (Alexander, 2002). HR also develops a balance between the worker's benefits or facilities and companies' profitability and financial management. Hr also pays the role of communicator among the employees and employer or owner as well. HR is a man of rules and regulations and works to achieve the objectives of an organization. They also focus on the development and training of the team or employees. All the efforts they make for the success of the company (Newcombe, 2003).

What are the responsibilities of Human Resources?
· To manage or handle the grievance and disciplinary procedures, management of performance, redundancies, absences, sickness, paternity and maternity leaves, and issues related to pay. 
· The implementation and development of the company’s safety and health.
· To manage the training of the internal company's health.
· Production and creation of job descriptions, handbooks of staff, induction of new employees, contracts of employment and staff memos.
· To manage the personals of union within supervision and operations.
· Hr should know that hoe to manage actively resourcing strategies and recruitments.
· Assessment of the experience, knowledge, skills, and experience of the working staff. 
· Supervision of discipline committees and workers
Section Two; Elements of Group Dynamics
What are group Dynamics are in actual
Group dynamics are the behavior and the attitudes of a person or an employee in a group and behaviors or attitudes or the group towards the employees. Group dynamics refers that how group how and when the group is formed and what is their form and structure and what are the guidelines they will follow in their functioning. So it works for the forces and interactions which are involved in the operating process (Jones, 2008). Group dynamics is effective or useful for all and different types of groups. The term group is a very famous and well-known term, but the other thing is important to study group and group dynamics (Amit, 2015). 


Development of a group 
Employment or the formation of a group is also a part of group dynamics. To which group development involves? There are five stages of group development (Anderson, 2015). A group develops after passing these stages. What are these five stages we will discuss?
Forming
The very first step of group development is forming. This stage is the initial stage of the group. At that time people talking one another about group development, they also discuss the purpose that what about or for what purpose they want to develop the group. In this stage, the members learn about the objectives of the group and there is a lack of trust and consistency but over time, the feelings of passion and trust become more powerful (French, & Raven, 1959). The members often confuse there because their role is not much clear and sometimes their duties also change so in this stage things are blurred but by time and time, all things become clear and steadfast ad individuals also become good performers in their jobs or fulfills their obligation concerning the organization (Balmer, 2008).  
Storming
In this stage the group members struggles for the leadership position, so they challenge the goals and works hard to achieve to goals, so this stage is most delicate and influencing stage but it can be beneficial for all if the all members of the group remain sticky together but often members faces criticism in this stage and if the members fails to resolve the conflict then the other stages of the group cannot be much effective or influencing (Wild, 2002).
Norming 
In this stage of the group developed the role of different members or individual differences. In this stage, the members of the group work efficiently because their performance is a very important factor in this stage, and all the members develop the passion and the feeling of identity and cohesion with other team members (Wild, 2002). So the efforts of all group members start to give the output and the whole process of any project becomes influential. In this stage, the responsibilities of all group members are divided and all members know that what is their job so then they can work in a better way to achieve the goals related to the task they awarded by the organization or the leader of the group. There is another important factor is the evaluation and the assessment of the group members, so in this stage, the efforts of all group members would be examined, that what are the achievements by the different group members and who is the effective member of the group it would also examine in this stage (Wang, 2011). The attitude of irresponsibility or nonserious behavior of the group members would be also assessed in this stage, so the working behavior of all members is recognized in this stage of the group development (Bartol, 1979).
Performing
In this stage of the development the all group members adopt the feeling of the cohesiveness and the conflict has been resolved by the group discussion and all the group members have the sense of responsibility and all members know that what are their responsibilities and what they have to do to attain the goals and aims. In this time the group members accept one another and recognize their duties and responsibilities, so there they focus on the performance (Berr, 2008). In this stage, the process becomes goal-oriented and rather than emotional (Jones, 2008). 
Adjourning
The last stage of the development is the adjourning but all groups may not practice this step, because it depends on the types of groups, sometimes man people develop some groups for a short time and these groups are not permanent but these groups are for some project or a purpose and after getting their goal the members of thee groups leave the group on this time he leader of the group feels closure and a feeling of sadness arouse there (Khor, 2005).
Master problem-solving Techniques
In project management, it is so much necessary that when a team or a stakeholder is affected by some issue then the leader of the group or project should arrange a meeting with the stakeholder who is affected to get a solution by the discussion of the members (Bartol, 1979). But often some organizations and groups wait for in spite of knowing the issues that it will solve by someone else or with the discussion some third party but it is not suitable or beneficial to wait in solving the issues, because over time a simple issue can be changed into a complex problem and sometimes it becomes difficult to solve delaying (Humes, 1992). So it is very necessary to solve them immediately so that they cannot get complex to be solved. In this whole process, the project manager will be taking his part to make the potential the process and to make the project successful.
The importance of Meeting to solve a problem facing by a project
In the project management, it is much significant to call the team members about and there should be relevant points, guidelines, suggestions, and the issues that should be addressed by the manager that are disturbing the performance or affecting the project. It should be a concise manner and also should be to the point (Berr, 2008). The manager should be made sure that all the points of the meeting are clear to the team members and all the issues are discussed in the meeting (Jones, 2008). The meeting should be properly documented and the center should be stated purpose. 


The solution to the problem in project Management
In this stage, the manager of the project will call a meeting to solve the issue. Because al the team members will provide different techniques to solve the problem, all the members will give suggestions and different recommendations about the solution to the problem faced by the project. In this meeting, the members of the team or meeting will discuss all the suggestions and finally, they will come on the solution a strategy that is approved by all the team members or members in the meeting (Hofstede, 2001). In problem-solving, there are different steps or elements of the process which we will discuss in the following points. 
Brainstorming
By letting the members that give the ideas and open expressions ill help to find out the factors of the problem and it will also help to get the possible and helpful options to solve the issue by using effective strategies and techniques in the positive (Chen, 2008).
Patience in the problem-solving process
Sometimes when the project managers have to face some issue or problem in the project management they get into a rush and they attempt more mistakes, and often they do not understand the main causes of the issue remained unseen or neglected by them. So to the managers of the group leaders of the organization should patiently deal with the problem so that they reach the internal or underlying causes of the issues. Patience will lead you to the correct cause of the issue or you can avoid doing more mistakes by using the methodical approach in the problem-solving process (Grobler, 2005).  


Data collection
In this stage of problem-solving, the manager of the project will make sure that all the relevant data or information has been collected and provided to the team member as they can likely give a positive response (Quelch, 2013).
Evaluation of the process
Break the system into parts and sections to make sure or to make an analysis that what are the sources of an issue. In this stage, you should also know that all the team members are performing their duties well in a better way so that the process can be most influential or effective to detect the problems interfering with the project management (Nisar, 2016). 
An Analysis through words
By asking different questions and by using the focusing words such as, when, why, how, what, who, where, get information about the issue and the team member will collect all the necessary information and they will deal without delaying and will provide all information about the problem instead of confusing details (House, Hanges, Javidan, Dorfman, & Gupta, 2004).
Influencing, Persuading, and Negotiating other in the Project Management;
Why it is important to influence others
We can say that influencing others is an interpersonal and necessary skill for project management. The interaction with the stakeholders also considered the techniques to make the management effective. To make the project successful the manager of the projects must use a variety of techniques to influence the process and to get good results (Jordan, 2002). The selection of the techniques depends upon the individual and project a well, it also depends that how much individuals are involved in the project management process. It is so much necessary for the project manager to influence the team members by using different techniques during the process. So the use of these interpersonal influencing skills can be helpful to attract the attention of the stakeholders as well (Jones, 2008). These interpersonal influencing skills ay lead the project and project manager to success (Rothbard, 1969). 
There was a discussion about the interpersonal skills in (PMBOK) A guide of Project Management Body of knowledge, edition fourth. They also involve discussions like the communication in the project management and techniques and different tools, for Human Resource management as well. In this guide there ai discussion about the interpersonal skills development and influencing is also a skill of the leader or manager should adopt this skill (Richard, 2008).  
Approaches to influence in the project Management
Thre are two participants are involved in the project management, the first one is a sender and the second one is a receiver. Te the manager of the project will deliver the message to the team who is the receiver in the process. So for the project manager, he must influence the team members or stakeholders (Cialdini, 2007). The very first example of the influence that when the stakeholders or the team member of the organization when the receiver can trust the sender.  
There are two approaches to influencing, the first approach is the direct approach in this approach the sender delivers the message based on the arguments and logic (Taylor, 2004). This is also called the central approach to influence. Because in this approach the receivers take attention to the central arguments and on the logic. To second approach we can say the indirect approach, there the receiver of message focuses on the factors and cues, than that of the direct message that after getting the message to make any decision. This is also called the peripheral route to influence. This route of influencing because sometimes the receiver does not have the ability and they also do not take interest to do so (Thuraisingham, 2000). 
Professional Development Plan
I have learned a lot of new skills and was also able to polish many existing skills that are critical for me. I have focused on making sure that I learn more about new concepts to learn more about the process of conflict management, group dynamics and teams (Ferede, 2018). The professional development needs for me are to improve by communication skills, leadership skills and analytical skills that are useful. If there are problems then they are resolved well by focusing on the issues well. Professional development needs are focused by everyone to improve their performance in a particular walk of life. There are many opportunities that are present in the business that are aimed at growth and development of different skills of the people (Wang, 2011). 
The quality of the work has really improved and I have been able to research about various topics that are beneficial for the business. It is important that the individuals are focused on the professional development that allows them to enhance their skills. Conflict management is necessary for the proper and professional development. The communication skills play a vital role to reduce the stress and resolve the issues that are detrimental for the business. The businesses that are working and competing in the industry are careful about the stakeholders of the business. The ability of individuals to effectively have their performance assessed. Once everyone is able to gain strong business reputation that is critical for the growth and progress of the business. I have been able to focus on the weak areas after I received proper feedback from others to improve certain habits. I was able to analyze my situation and make the right choices for improving my competencies so that there is improvement. 


The conflict handling process is also essential allowing me to make sure that I am able to resolve any issues that I have with anyone. These skills are beneficial for the long term enabling me to improve my performance and contribute in a very positive and significant manner to the success and progress of a business. 
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