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[bookmark: _Toc498600122]Activity 1
1.1 [bookmark: _Toc498600123]What is a HR Professional?
A professional can be defined as many different things from someone who is qualified, who has recognised qualifications, belongs to professional bodies or role model’s great behaviours and leadership.  But what is a HR Professional? Taylor and Woodhams (2016) describe the word ‘Professional’ as someone who makes proficient use of expert or specialist knowledge, exercises autonomous thought and judgement and makes a voluntary commitment to a set of principles.  
A professional is someone who carries out their job to a very high standard regardless of the role.  Within the HR field the CIPD are the professional body for experts of people in work and provide the expertise to drive the HR and L&D professions forward. (CIPD, 2017)
To ensure HR Professionals remain credible in their field they need to ensure they aim for Continued Professional Development (CIPD, 2017) and seek to be up to date with all new information to provide accurate advice.  To support this the CIPD provide the benchmark for current affairs and also the opportunity to develop your skills and focus your development through the CPD Map.
[bookmark: _Toc498600124]1.2 The CPD Profession Map

The CPD Profession Map sets out standards for HR professionals taking in activities, knowledge and behaviours needed for success.  It is aimed at all levels from HR Managers, consultants to practitioners.  It simply supports development and builds a framework for progression.













[bookmark: _GoBack]Figure 1 – The CIPD Profession Map (Taylor & Woodhams, 2016)

[image: ]

The map sets out the ten professional areas, eight behaviours and four bands of competency which makes up the CIPD Profession map.

There are two areas at the heart of the profession map:

Insights, strategy and solutions and Leading HR.

The first element is around the skills and behaviours that are needed to develop solutions and meet the needs of organisational issues.  Leading HR is around the individual acting as a role model and maximising contribution supporting and developing across the organisation.  Through these two main areas it allows individuals to then assess/benchmark themselves against the four bandings allowing them to be able to build and plan and tailor their plan to their specifics.



[bookmark: _Toc498600125]1.2.1 Professional Area and Competencies

There are a further 8 Professional areas within the map, each will be specific for the practitioner.  In my assignment I have focused on 4 Professional Areas - Insights, Strategy and Solutions, Leading HR, Performance and Reward and Resourcing and Talent Planning as these are specific to my current needs within Tesco.  I have also chosen to assess myself against 1 Behaviour – Curious. (see Figure 2)
Figure 2 – Highlighting the 4 Professional Areas and 1 Beahvioural I Have chosen (CIPD, 2017)
[image: ]  
When completing a CPD assessment you are required following selection of areas to complete a questionnaire in relation to each area asking you to rate yourself from “emerging” to “Exceeding” (IBID) as shown in Figure 3.


Figure 3 – Screenshot showing the 4 Ratings (CIPD, 2017)
[image: ]
Following completion of all sections and ratings a map is produced outlining which of the selected areas you are more confident in and which are an opportunity.  This is highlighted through density of shading.  It also informs you of where you would sit within the 4 Bandings.
Figure 4 – Screenshot of Results of my CPD Map (CIPD, 2017)
[image: ]

From the Map I can then begin to formulate a PDP to support growth in each of the area’s.  For each area the map will produce recommendations outlined in table 1 below:

Table 1 – Output from CPD Map (CIPD, 2017)
	Profession Area and Behaviours
	Competent Areas
	Gaps

	Insights Strategy and Solutions
	· Developing an understanding of the organisation using information and own experience
· Specific external factors that impact the organisation (eg, legal, financial, market factors)
· Relevant law for own role (or where to access legal information if required)
· The HR plan for your own part of the business (and how this relates to the wider business strategy)

	Principles and basic practice of project management

Using insights from data and good HR practice to spot potential trends and risks for the organisation


	Leading HR
	Providing advice using sound knowledge of HR policy and practice
Co-ordinating own activity with others in the wider HR team
Sharing ideas and best practice with others in the wider HR team
Adjusting own approach in view of others’ preferred working styles
Seeking out and acting on feedback and development opportunities to develop own HR expertise and capability
	Accurately recording HR measures (such as service level agreements, financial data, Key Performance Indicators etc) 
Methods for analysing financial and non-financial data

	Resourcing and Talent Planning
	Collating and analysing resource and talent data (eg, retention, new hires, turnover)
Providing advice to managers and employees about resourcing and talent management processes
The principles of fair and objective assessment
	Researching different recruitment channels and potential sources of talent
Basic approaches to managing talent and succession planning

	Performance and Reward
	Collating and analysing data to support reward activities (eg, for job evaluation, pay reviews, total reward packages)
Identifying where there may be anomalies in reward or salary packages in terms of legislation
The different elements of a reward package
	The key issues around executive remuneration
Methods for evaluating pay and reward practice
Undertaking research for non-standard or tailored reward packages
Supporting the implementation of performance and reward activities (eg, pay reviews, job sizing, new recognition programmes)
Feeding back responses from managers and employees on reward matters

	Curious
	Being open to trying new ideas, even if they’re not always successful
	Finding out about the connections between wider organisational issues and own role
Being inquisitive: looking below the surface to understand the causes of problems
Analysing information and testing out ideas with others


 



[bookmark: _Toc498600126]Activity 2

[bookmark: _Toc498600127]2.1 Group Dynamics

HR Professionals have to be aware that group dynamics can be impacted many different factors. The diversity of individuals in the group, varying leadership styles, structure of group/team, power and status issues and communication structures or processes can all have a varying impact on the success of a team. (Taylor & Woodhams, 2016)


A model published originally in 1965 by Bruce Tuckman outlined four stages to a performing Team – shown in figure 5:
[image: ]
Figure 5 – Tuckmans Forming Storming Team Development Stages Model 1965 (Tuckman, 1965)
Table 2 emphasises the features of each phase:
	forming - stage 1
High dependence on leader for guidance and direction. Little agreement on team aims other than received from leader. Individual roles and responsibilities are unclear. Leader must be prepared to answer lots of questions about the team's purpose, objectives and external relationships. Processes are often ignored. Members test tolerance of system and leader. Leader directs (similar to Situational Leadership® 'Telling' mode).
storming - stage 2
Decisions don't come easily within group. Team members vie for position as they attempt to establish themselves in relation to other team members and the leader, who might receive challenges from team members. Clarity of purpose increases but plenty of uncertainties persist. Cliques and factions form and there may be power struggles. The team needs to be focused on its goals to avoid becoming distracted by relationships and emotional issues. Compromises may be required to enable progress. Leader coaches (similar to Situational Leadership® 'Selling' mode).
norming - stage 3
Agreement and consensus largely forms among the team, who respond well to facilitation by leader. Roles and responsibilities are clear and accepted. Big decisions are made by group agreement. Smaller decisions may be delegated to individuals or small teams within group. Commitment and unity is strong. The team may engage in fun and social activities. The team discusses and develops its processes and working style. There is general respect for the leader and some of leadership is more shared by the team. Leader facilitates and enables (similar to the Situational Leadership® 'Participating' mode).
performing - stage 4
The team is more strategically aware; the team knows clearly why it is doing what it is doing. The team has a shared vision and is able to stand on its own feet with no interference or participation from the leader. There is a focus on over-achieving goals, and the team makes most of the decisions against criteria agreed with the leader. The team has a high degree of autonomy. Disagreements occur but now they are resolved within the team positively, and necessary changes to processes and structure are made by the team. The team is able to work towards achieving the goal, and also to attend to relationship, style and process issues along the way. Team members look after each other. The team requires delegated tasks and projects from the leader. The team does not need to be instructed or assisted. Team members might ask for assistance from the leader with personal and interpersonal development. Leader delegates and oversees (similar to the Situational Leadership® 'Delegating' mode)


Table 2 – Features of the 4 Phases (Tuckman, 1965)
The model is extremely adaptable to any organisation or situation and is widely used within my organisation Tesco as the model to support team working.  However as mentioned earlier dynamics are impacted by a number of factors which can sometimes lead to disagreements or conflict.
[bookmark: _Toc498600128]2.2 Conflict Resolution

In any organisation and in many team’s relationships become strained.  Personalities clash and conflict arises. For the HR professional, it is important to be able to identify conflict in the workplace and know how to quickly and effectively resolve the underlying issues in a positive way. Resolving conflict in a positive manner can lead to much-improved professional and personal relationships. 
[bookmark: _Toc498600129]2.2.1 Active Listening Skills

Listening is one of the most important skills you can have. How well you listen has a major impact on your job effectiveness, and on the quality of your relationships with others.  Active listening can form a large part of conflict resolution.   Clearly, listening is a skill that we can all benefit from improving. By becoming a better listener, you will improve your productivity, as well as your ability to influence, persuade and negotiate. What's more, you'll avoid conflict and misunderstandings. (MindTools, 2017)  There are a number of ways in which you can portray active listening, give the person your full attention, keep eye contact don’t get distracted, show your listening through positive body language, reflect the conversation, show your listening, be impartial with thoughts and respond appropriately.  It also demonstrates a respect for the individual defusing conflict or heated situations.

[bookmark: _Toc498600130]2.2.2 Influencing

According to Taylor and Woodhams (2016) there are many concepts of influence and negotiation.  They focus on (Yemm, 2008) who argues that in order to successfully influence others, HR Professionals must think message and how they are to deliver it.  It is acknowledged that HR Professionals often need influence others in order to bring about a change or get the commitment to a new way of working/thinking.  There is also a argument that effective influencers possess key attributes; friendliness, empowerment, vision, the ability to build alliances, expertise and knowledge and bargaining skills. (Ibid) The key fundamental is to create a atmosphere of trust and ability to come to agreements when in difficult situations.

[bookmark: _Toc498600131]
2.3 Active Listening and Influencing in a HR context

.  
In my role as People Manager with Tesco I have had many situations where I have had to use both active listening and influencing.  A recent example was with a disagreement between a colleague and a manager, where it was alleged that the manager had disrespected the employee through challenging.  It was felt by the employee that it was not done in the professional manner expected which caused offence.  I investigated the matter immediately influencing both parties into holding a mediation session to enable them to air their feelings.   Prior to this meeting I held 121 meetings with each where I was able to listen to the points of each and build a method of delivering in a way which would be constructive to achieve a positive outcome for both.  Through active listening it was evident that I understood the emotions of each and was able to portray a sense of taking appropriate steps to help resolve.  Following the resultant meeting it was clear that both parties had miscommunication regarding an event which caused a ripple effect of emotions, thus resulting in each being confrontational towards each other.  When there was a opportunity to talk about the facts and have a meaningful dialogue it was easy to arrange a reconcile and a positive outcome for both them and the business.  I have seen this type of situation many times throughout my career and understand the importance of being a great communicator but listening and influencing are crucial elements of being able to resolve situations and reach a sustainable working solution for all.
[bookmark: _Toc498600132]Activity 3

[bookmark: _Toc498600133]3.1 Project Management

Project Management is a fundamental part of being a HR Professional, the ability to manage small or large projects could be crucial to the success of the organisation.  Taylor and Woodhams (2016) describe a project can be split into five basic steps or phases that have to be completed.  Table 3 looks at the stages in more detail:
Table 3 – Five Stages of Project Management (Taylor & Woodhams, 2016)
	Stages
	What 

	Initiation
	Overview of the project is determined and developed

	Planning and Design
	Adds the level of detail required 

	Execution
	Putting the plan in to action

	Monitoring and Control
	The in progress reviewing process when project has begun to assess and make change along the project to ensure success is achieved

	Completion
	Evaluation review of project to establish success and learnings



A key element of successful project management is a great understanding of change management and the effective ways of maximising opportunities with the workforce to initiate a want to change.  Elements of this have already been discussed with active listening and influencing, however, HR Professionals also have a critical role to play in ensuring the long-term sustainability of a change, through effective design and delivery of learning initiatives. The key for HR and L&D is to build credible relationships throughout the organisation which enable them to anticipate, design and lead the business through change.  (CIPD, 2017)
To enable design and delivery of a successful project there are many tools available to support, which ensure review, milestones are all planned to ensure the project kept on track or adjustments made.  One tool that can be used is a Gantt chart, this type of chart shows starts and end points and highlights location of different tasks or activities.  A useful tool if more than one activity is underway simultaneously and allows you to fully understand where you currently are within the plan. Table 4 shows an example Gantt chart.





[image: ]
Table 4 – Example Gantt chart


In my role as a People Manager with Tesco I have been Involved in numerous projects, a current project which has just concluded is of a transfer of business to a third-party supplier involving TUPE Legislation.  This project followed the 5-stage process outlined by Taylor and Woodhams (2016), where the project was analysed, detailed plan developed and review steps put in place as we made the transition.  At the early stages a large amount of work was completed in consultation with business leaders to develop the strategy.  When we had concluded and developed the detail of the plan it was created and distributed to stores with clear timelines and milestones to ensure the business change was executed simultaneously throughout the organisation.  Within my store throughout the inform period I ensured there was consistent open dialogue with colleagues to ensure they had a voice and were being heard as it was important to ensure that trust remained. Sticking to the timelines and feeding back when required.  Following the transition, I completed a full review of the process and attended a feedback session to enable developers of the initial program were able to adapt elements for the future rollouts of similar projects. The transition of the business was a success and impact to colleagues was minimal which added further to the success.   During this change it was evident that negotiating techniques were also a key factor between Business leaders to enable the right team of managers to be pulled together from different areas of the organisation to make a success of the project.

[bookmark: _Toc498600134]3.2 Problem Solving Techniques

There are a number of different problem-solving techniques available to choose from dependent on the situation and issue, one of the techniques used within Tesco is Plan, Do, Review. (Tesco, 2017)  This is seen as a simple process enabling all levels of teams to come together to work on problems and put plans in place to deliver a change.  PDR is a simple process to structure the way things are done.   It is used to ensure work is completed effectively and results are captured and learnt from.

An example of this within Tesco was a problem was identified within a waste procedure with colleagues where a detailed review of the waste routine was completed highlighting a number of issues.  A team of colleagues and managers from all levels were pulled together to brainstorm the issue and come up with solutions to resolve the concern.  Following the identification of actions, a comprehensive plan was built to trial the actions in a number of different stores which had different complexities, helping to identify a true solution.  Following a trial for 3 months the data was then collated and analysed for positives and negatives of each action tested.  
The result was the rollout of 2 new processes within waste routines across the format which reduced the time taken to complete tasks as well as a cost saving of nearly £1k in each store trialled across the 3-month period.



[bookmark: _Toc498600135]Activity 4 

[bookmark: _Toc498600136]4.1 My PDP

At the beginning of this assignment I completed an assessment on the CIPD map which has helped me to formulate a development plan to help support my growth to the next banding. 

[bookmark: _Hlk498596194]Table 5 – Development Plan

	[bookmark: _Hlk498596163]What do I Want to Learn
	What will I do
	Resources or Support Needed
	What will the Success be
	Target Dates/Review

	Stretch knowledge of various Recruitment methods 
	Researching different recruitment channels and potential sources of talent acquisition
	Set time aside to research, look at connecting with education establishments to support with recruitment 
	Overview of all recruitment channels understanding the benefits and concerns of each 
	February 2018

	Improve my curiosity into different HR methods and practices
	Attend different Seminars and network with others to build my connections
	Use Eventbrite to schedule
Contact other organisations to Twist 
	Being open to trying new ideas, look beyond the 4 walls of my organisation 
	April2018

	Improve my confidence within peer groups
	Plan time with Store Manager for feedback sessions.  Run a session in the next PM meeting on a current topic.
	
	Greater confidence in ability.  Have a Voice.
	January 2018

	Develop an understanding of Employment Law and what is current in my field
	Set up a 121 with ER team to discuss trends and patterns
Feedback to the team and plan way forward to minimise impact
	Agree time for ER visits and data gathering
	Wider knowledge of current Legal concerns with the organisation and address solution to ensure safe environment within my store.
	April 2017




[bookmark: _Toc498600137]4.2. Learning Styles – Honey and Mumford

To continue my professional development, I wanted to understand what my preferred learning style was to enable me to progress more efficiently while also knowing how to stretch myself.  To support this, I took a Honey and Mumford Questionnaire. 

Following completion of the questionnaire my results showed that my preferred learning style was a reflector.  Reflectors are deemed to be observers and view from different perspectives, analyse as much data as is available before drawing conclusions. They are cautious and need to view from all angles before committing to a decision and listen to all views before making their own points.  I feel that this style does reflect who I am and in some parts what I am comfortable with.

From understanding my learning style, I am now able to clearly plan my development and learning around what suits me while also looking for that stretch to take me out of my comfort zone to continue positive steps forward in development.

Learning methods that I would feel are more suited would be:

Mentoring – Opportunity to ask questions, 121, etc...
Seminars – opportunity to listen draw conclusions and research further 
Reading – wide variety of sources, further insight 
Each style has its own pros and cons it is what makes each individual comfortable or stretch that is the real point, but also understanding that not all cap fits all approach can be beneficial in both learning or teaching/coaching.

[bookmark: _Toc498600138]4.3 Reflective Practice

Many people find that they learn best from experience.  However, if they don't reflect on their experience, and if they don't consciously think about how they could do better next time, it's hard for them to learn anything at all.
This is where Gibbs' Reflective Cycle is useful. You can use it to help your people make sense of situations, so that they can understand what they did well and what they could do better in the future. (Mind Tools, 2016)

Figure 6 shows the stages and a summary of each:

[image: ]

Figure 6 – Gibbs Reflective Cycle (Mind Tools, 2016)

A consistent strategy around reflective practice allows for organisational and personal growth in every project or aspect.  It drives improvements and is healthy in challenging around how we can do things even better.  Within HR there has to be a desire of how to do things better for colleagues, organisation, community.  If we learn today we improve tomorrow.  The great aspect of Gibbs reflective model is it looks at two parts, it looks at the task and equally the feelings, to enable a full evaluation to be completed.

Within my current role I believe I do this without thinking about it as I am always striving for further improvements but I also feel that it is part of being a HR Professional.

In the last 3 years I have seen a greater emphasis on reflection within my organisation as we shift to collaborate with colleagues to help in problem solving and employee voice.  This is supporting a culture of two-way conversations within the business leading to increased morale, better performance and a culture of not being afraid to challenge the norm.
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