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2.1:	The HR Profession Map is synonymous with a competency framework and is the product of significant research regarding what it means to be a contemporary HR professional (Taylor & Woodhams, 2016).  The Profession Map was introduced in 2009 and marks a departure from previously widely held beliefs that the HR function operates primarily from the position of an administrative support function, with the primary objective being prescribing policies/processes and monitoring compliance thereof, whilst engaging in adhoc crisis management activities.
The Profession Map is centred around two core themes, namely, Leading HR and Insights, Strategy and Solutions.  These core principles highlight the requirement for today’s HR professionals to have a thorough understanding of the operational issues facing their organisations and to have a grasp of the context within which their businesses operate (including the internal/external factors affecting all aspects of organisational performance).  It is only once this commercial understanding has been gained that HR professionals are equipped to add value and adopt a true business partnering role, introducing and implementing sustainable solutions that address key organisational challenges.
A further essential component is the requirement to model the professional and ethical conduct expected of any person fulfilling a role within the HR function and ensuring that this delivers business support and adds tangible value to the organisation, aligning to organisational objectives.  HR team members should, in turn, be measured against indicators of success and be provided the recognition and developmental opportunities to progress along with the business.
The abovementioned core areas are then supplemented with eight applied functional business areas (being: Organisational Design and Development, Resourcing and Talent Management, Learning and Development, Performance and Reward, Employee Engagement, Employee Relations, Service Delivery and Information) which vary in relevance depending on the role of the HR professional.
Given the diverse nature of the HR portfolio and the requirement for HR professionals to frequently operate across multiple areas, a key output from the self-assessment on the CIPD website is that one is able to hone one’s knowledge and skillset by identifying where the development needs lie, whilst being signposted towards strategies that will enable this growth.  This supports a HR professional in identifying current business challenges and facilitating the adoption of a change-focused mindset when considering the future landscape.
The Profession Map provides a visual tool to facilitate the development of HR professionals at every stage of their career and enabling the compilation of a development plan from the recommendations.
These areas are then accompanied by four bands of professional competence, as follows:
· Band One: This is the entry level for a HR professional whose role is to provide frontline support to a customer base by providing information and maintaining data records.
· Band Two: Encompasses those HR professionals working in an advisory capacity, providing input into short and medium term business priorities.
· Band Three: This is the level at which business partnering comes to the fore, with professionals expected to be commercially aware and contributing to the longer term strategy process.
· Band Four: Professionals working within this band are operating at the highest strategic levels of an organisation and lead entire functions.
2.2	The above ten areas and accompanying professional bands of competence are underpinned by a set of eight behaviours that are imperative if one wishes to become an effective HR professional, namely, demonstrating the attributes linked to being: A decisive thinker, skilled influencer, personality credible, collaborative, driven to deliver, courageous to challenge, curious and a role model.
These behaviours are pre-requisites if one is to thrive within an HR functional role as the world of work is evolving at an increasingly fast pace and being proficient in the so called “soft skills” that enable HR professionals to differentiate their performance through the ability to sustain relationships, work collaboratively and strive for personal excellence that will make the difference to being recognised as a credible and knowledgeable HR professional.
The HR profession requires that an HR professional’s ability to draw from these “soft skills” is married with a business mindset, ensuring that the organisational objectives are delivered in a timeous and effective manner, thereby enabling competitive advantage for the organisation.
What is striking about the behaviours contained in the Profession Map, is the intrinsic link between being a respected HR professional (role model) and the level of emotional intelligence and adeptness required in demonstrating these behaviours in an HR professional’s interactions with all stakeholders.  These are areas that require time, personal commitment and the opportunity to hone one’s skills through on the job experience, in order to develop.  Furthermore, successfully mastering the ability to be a decisive thinker and skilled influencer, whilst maintaining one’s credibility, is not just dependent upon an HR professional’s knowledge of the organisation and its wider context, (combined with the ability to provide reliable HR advice) but also relies heavily on the HR professional’s ability to tailor individual communication style in order to manage messages effectively to people at all levels of the business.
Equally essential, is learning the art of challenging people with opposing views in a diplomatic and non-offensive manner.  Personally, I am of the view that if HR professionals have developed networks as a result of working inclusively with a broad spectrum of collaborators across a range of tasks, it becomes easier to find your voice and develop techniques to manage interactions with people of differing personality types, who hold their own agendas.
Finally, HR professionals should seek to develop an innate curiousity about their chosen profession and should actively engage in their continuing professional development, as besides the requirement to comply with legislative changes, the world of work is dynamic with innovation at the forefront of this change so in order to add value to the organisational agenda, HR professionals are required to be agile in their approach and utilise current thinking and tailored solutions in order to attract and retain talent.
Note: The CIPD have recently released a new version of the 2013 CIPD Profession Map and whilst the former will remain the benchmark for qualification and membership standards. Peter Cheese does provide the back story as to the motivation for the release of the new Profession Map in his blog post of 7 November 2018.  In short, he speaks of the pace at which the profession is evolving and the need for the Profession Map to adapt to accommodate both the current and future state of the profession and a key principle within the map is the shift from generic best practice to values based decision making.
