Activity 2 - Developing Professional Practice in Human Resources

This report includes how the CIPD HRPM professional areas and bands define the HR profession and why these behaviours are a necessity to be an effective HR Professional.
There are various essential skills, knowledge and behaviours involved in the work and development of an HR professional. The two main approaches to help improve and develop as professional is by continuing professional development (CPD) and following the guide of the CIPD’s HR Profession Map. According to Watson and Reissner (2014) CPD, knowledge and skills are crucial in HR.
The map was initially created in 2009 (Emmott. M, 2016). Specialists and generalists insured that the map was “developed for the profession by the profession” (CIPD, 2015). Several organisations are using the CIPD Professional Map to define their capability. The standards seen on the map are to help with developing and planning an HR professional’s career. (CIPD Profession Map, 2015). 
The CIPD regularly review and update the map. They’re currently preparing to launch a new version in 2018. The map contains 10 different professional areas which describe what HR professionals needs to do, know and with what behaviour at each four bands of competence. The CIPD’s HRPM can be seen in Appendix 1.1. The centre of the map contains two core areas; Insights, Strategy and Solutions and Leading HR. The first area specifies what knowledge, skills and behaviours are required to develop an understanding of the organisation, enabling HR professionals to use insights to create strategies and solutions, meeting the current and future needs of the organisation. Leading HR is based on the needs of maximising the input that HR has on the organisation. (CIPD, 2015).
[bookmark: _GoBack]These core areas contribute towards being ‘business savy’, which is an important attribute to being an effective HR professional and enhances credibility.  
With the two core areas come the eight professional areas. Depending on the role of the professional, the relevancy of these eight areas will differ. Organisation design is ensuring appropriate delivery for high impact on the organisation in long and short term. Organisation development is establishing strategies which align with organisational requirements, to successfully achieve goals and increase effectiveness. Resourcing and talent planning makes sure that organisations have the appropriate resources and talent for achievement at present and in the future. The purpose of Learning and development is to build capability and knowledge within the organisation and to ingrain a learning experience. The fifth professional area is Performance and reward which is in place to recognise and reward employees on their performance and behaviour through a fair and cost effective reward system. Following that is Employee engagement which is to help strengthen relationships between work colleagues and encourage employees to contribute towards organisations objectives. Employee relations is ensuring that relationships between employees and the work place are appropriately managed following the organisation’s policies and procedure. Finally, is the Service delivery and information which is customer-focused. The basics of this area is to ensure effective and economical HR service delivery. (CIPD, 2015)
There are four ‘bands’ of professional competence on the HRPM (CIPD, 2012). Band one focuses on the support and needs of clients, delivering and providing information, supporting and managing data. Professionals on Band two work at an ‘adviser’ level; advising and managing HR issues and providing solutions effectively and efficiently. Those at Band three are ‘co-operative partners’ whom will lead the professional area whilst dealing with long and short term challenges (CIPD, 2012). Finally, Band four professionals lead an area within the organisation, developing HR and organisational strategies whilst understanding the clients’ needs. (CIPD, 2012)
There are eight behaviours with their own contra indicators surrounding the HRPM. The behaviours are crucial to become a successful HR professional as they describe how a professional should perform. (CIPD, 2015) 
First is Curious, which requires an open-minded and analytical professional to add value to an organisation, however they can be quick to reject ideas. Next is the Decision thinker, this illustrates the capability to understand, analyse and make decisions, but can lead to error in data analysis. The third behaviour is Skilled influencer which is where a professional will need to influence to get appropriate support from stakeholders. Influencing in an adverse way is a manipulative behaviour. Personally credible is combining HR expertise to add value to an organisation and/or stakeholders but can often be reluctant to share expertise with other. The fifth behaviour on the map is Collaborative, this is working with a variety of people within an organisation or outside. Unfortunately, professionals can lack respect by showing little or no interest in other people’s views/opinions. Next is Driven, which is to show determination, ensuring the best outcomes for an organisation. Unfortunately, professionals can show resistance in acknowledging problems with their own or others’ performance. Courage to challenge is the bravery to expertly challenge whilst encountering foreign situations, professionals often pass the blame if things go wrong. Finally, there’s Role model, this requires a professional to lead by example. However, the professional can often be self-absorbed and not looking at the needs of the organisation. The CIPD (2015) define this as “Acts with integrity, impartiality and independence, balancing personal, organisation and legal parameters”. 
The map is a flexible guide, with the idea that HR professionals can decide which area to concentrate on, depending on their role and ambitions to develop their career further. (CIPD, 2015).
The CIPR HRPM can be used to prioritise work, help plan CPD and learn about the profession, to develop specialist expertise. (CIPD, 2015)
CPD is the importance of maintaining knowledge and enhancing expertise throughout a professional’s career, adding value to organisations. Maintaining learning and development throughout a career is essential. (Madden and Mitchel, 1993). It is important for HR professionals to continue their development but to also support employees to further their expertise through appropriate training. The CIPD HRPM supports CPD, supporting the area/level HR professionals should be aspiring to.










Appendix
Appendix 1.1 The CIPD’s HR profession map
[image: https://www.cipd.co.uk/Images/Profession-Map-844x475_tcm18-13966_w844_n.jpg]
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