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Report Remit
In this report I will be talking about what it means to be a human resource professional and what core elements it takes. I will be discussing about how the CEO of Netflix re-invented HR in an organisation, I will analyse what he does differently in his company compare to another organisation. I will be analysing and going into detail about three different methods and theories about conflicts and teams. One of the methods about resolving confliction is the iceberg method, I will also be talking about the Tuckman theory and how he developed group dynamics and finally, Belbin and his nine team behaviours. 
	I will be revisiting my first year of University and talking about the project I was a-part of and one of the main problems I came across. I will talk about the Eisenhower Matrix and using it to solve the problem in had in year one I will discuss how I solved the issue.
	To end this report, I will be using a development plan to identify what I need to develop more on.


What does it mean to be a HR Professional? According to (CIPD, 2017) the following six core elements identify what it means to be a professional;
· Social and ethical responsibly
· Commitment
· A body of expert knowledge and skills
· Continuing professional development (CPD) – A requirement to regularly update expert knowledge and invest in maintaining the level of professional skill
· Situational judgment
· Identity
In the same report, it was quoted that “in the past, HR has been criticised for exhibiting a ‘managerialist’ orientation- downplaying the voice of the employee and ethical considerations”. One company who completely reinvented HR is the online movie steaming website, Netflix. In 2018, the company had 7,100 employees – only assuming that number would rise within the months as the company continually grows (Owler, 2018). An article by (Mccord, 2014) in the Harvard Business Review tells us how Netflix HR have the employees and companies best intention. Reed Hastings the CEO of Netflix said ‘The best thing you can do for your employees – a perk better than football or free sushi – is hire only “A” players to work alongside them’. Excellent colleagues trump everything else’. This is important to do in any workplace as employees are a key stakeholder in any company. For example, Tesco is a large company who hire thousands of employees every year, when they employ new staff they focus more of the individual’s flexibility more than if they have the best intentions for Tesco this resulting in poor customer relations. 
In the interview, Hastings acknowledged that ‘most companies spend endless time and money writing and enforcing HR policies to deal with the problems the other 3% might cause. Instead, we tried really hard not to hire those people, and we let them go if it turned out we’d made a hiring mistake’. Unlike most companies, Netflix has a short and simple company expense policy which is ‘Act in Netflix’s best interests’ which they have reported saved them money.  Another way Netflix reinvented HR was giving performance reviews which is also can be CPD, instead of doing formal performance reviews the company introduced informal 360-degree reviews. Meaning people were asked to identify things that colleagues should stop, start or continue. These are now signed feedbacks and get held face-to-face. Hastings finishes the interview by saying ‘Instead of cheerleading, people in my profession should think of themselves as businesspeople. What’s good for the company? How do we communicate that to employees? How can we help every worker understand what we mean by high performance?’ And that’s what it means to be a HR professional. 


The definition of group in (Collins, n.d.) Is a set of people who have the same interests or aims, and who organise themselves to work or act together. Groups and teams are a major feature of organisational life. The work organisation and its sub-units are made up of groups of people. Groups are an essential feature of any organisation. (Mullins, 2013). 


 
	Bruce Tuckman in 1965 first developed his theory for group dynamics, forming, storming, norming and performing. (The Team Building Company, n.d.) The theory focuses on the way in which team tackles a task from the initial formation of the team through the completion of the project. 
Forming: Each member of the team focuses on the leader, accepting only the leader’s guidance and authority. 
Storming: Team members are more concerned with the impression they are making than the project in hand
Norming: Big decisions can be made and implemented, new ideas turned into reality, risks taken and failure seen as simply another step along the pathway to success
Performing: The team is now a powerful engine running with all its cogs turning. Plenty of healthy conflict, of the time that does not damage the fabric of the relationships. (Wilson, 2017)

According to (Shonk, 2019) conflict resolution can be defined as the informal or formal process that two or more parties use to find a peaceful solution to their dispute. A number of common cognitive and emotional traps, many of them unconscious, can be exacerbate conflict and contribute to the need for conflict resolution
  
One method of conflict resolution was created by Kenneth Cloke and Joan Goldsmith, called the ‘iceberg of conflict’ and this is one way Cloke and Goldsmith encourage readers to think about conflict is through an iceberg. Conflicts often are complex and full of layers, just like an iceberg. (Schulz, 2013). According to (Goldsmith-Cloke, 2011) as conflicts emerge, they often dominate communication, which have little connection to the real issue below the surface. 
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         The only thing that appears on the surface is issues, this is what people see when they enter a conflict. The underlying factors are also to be taken into consideration and answered when confronting a conflict, these are;
Personalities: Are there personality differences contributing to the conflict? 
Emotions: What impact is your emotions having to the conflict? Are your emotions communicating responsibly or suppressing them?
Interests, Needs and Desires: Have you suggested a solution to the conflict? Why are your interests, needs and desires important? 
Self-Perceptions and Self Esteem: How do you feel about yourself and your behaviours as the conflict continues? 
Hidden Expectations: What are your main expectations?  What is your opponents? 
Unresolved Issues from The Past: Does the conflict revisit a past issue?


	

    Dr Meredith Belbin recognised that there are nine clusters of behaviour called ‘team roles’ in 1981. Belbin and his team discovered that to have a high performing team, there needs to be each of the nine team role behaviours in that team. (Belbin, n.d.). The theory is that each individual has a precise way when working with other people. The nine roles are as followed:
· Resource Investigator: These people use their analytical quality to search for ideas. Even though a resource investigator explores different opportunities they can often forget follow up on a lead

· Teamworker: These people help the team to work better together and helps everyone gel. They identify the work required and on behalf of the team, complete it. 

· Co-ordinator: Where these focus more on the objectives for the team and clarify goals.

· Plant: The creative people of the team and good at figuring out problems in a unique way.

· Monitor Evaluator: Provides an intelligent eye, making fair-minded judgements where required. However, monitor evaluators can sometimes slow the team down as they make decisions. 

· Specialists: These people in the team bring in-depth knowledge of a key area to a team, they are dedicated, however they can dwell on the technicalities. 

·  Shaper: Can provide the necessary drive to ensure that the team keeps moving and does not lose focus. Shapers can be challenging and thrives on pressure but however they risk becoming aggressive.

· Implementer: Needed a plan to workable strategy, these are reliable and efficient people of the team however can be inflexible. 

· Completer Finisher: These work at their best at the end of tasks as they look for any errors and polish up the work however, they can be known for taking their perfectionism to extremes.

          As you can see every individual role is different to the others and have weaknesses, in every team some people may fit 3 or 4 of these roles.




        When I was studying in year 1 in 2018, I was a part of a team and we picked to help raise awareness for the LGBT community centre in Swansea City. There was originally four team members, myself, Sophie, Renee and Shona. As a team we held meetings and discuss our aims and objectives. We realised in meetings that not a lot of people (young or old) knew about the LGBT centre and they also welcome asylum seekers. We wanted to focus the team on trying to raise awareness to all sorts of age groups. The LGBT centre was a not for profit charity and relied on volunteers and donations to keep the centre running every week. When we went to visit the centre to talk to the person who created this safe place for the LGBT community, the centre was closed for two weeks and unfortunate for the team we needed information to complete an assignment that was due in before it re-opened. 






   
 The Eisenhower Matrix was created by Dwight Eisenhower and he lived one of the most productive lives. He served as president from 1953 to 1961. He created a strategy for taking action and organising tasks. (Clear, n.d.). It divides into 4 boxes, urgent and important, important but not urgent, urgent but not important, neither urgent or important. 

[image: ]
 






















 I used the Eisenhower Matrix to prioritise tasks and to know exactly what my team needed to do to succeed. 
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Start creating social media pages and posts to raise more awareness
Get contact with the LGBT centre to find out information for our assignment





Raise money for the LGBT centre – As our aim was to raise awareness 







    As a team, we evaluated the main cause of our problem which was that the LGBT centre was closed for two weeks and we needed information to use to submit and hit our assignment deadline. As a team we tried contacting the owner of the LGTB centre via email and phone but we still did not receive a response. We then had to make a decision on what we were going to do and all agreed to speak to our lecture and ask if we were allowed to base our assignment on LGBT as a whole and not just the Swansea centre. By doing this we resolved our problems efficiently. 


I will need internet access and access to the library for books
Attend lectures
Research outside of lectures
Access to a computer/ Laptop

Lecture help
Attend lectures
Ask questions to understand problems
Understand the ways of digital learning 
Jennaleigh Elwood
Lecture’s support
By May 2019, I will be more focused and ask more questions. 
[bookmark: _GoBack]By May 2019 have knowledge of digital learning
People Practise 
Digital Working
Insights focused 
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“What is important is seldom urgent and what is urgent is seldom important.”
-Dwight Eisenhower, 34th President of the United States
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This record sheet is for your guidance only — you may present your development plan in any other format.

Planned outcome

Where do | want to be by the end of this period? What do | want to be doing? (This may be evolutionary or “more of the same”.)

What do | want/need to leam?

What will | do to achieve this?

What resources or support will |
need?

What will my success criteria be?

Target dates for review and
completion
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