Kate Houston - 1403228

Qualification: CIPD Diploma in Applied Human Resources
Module Name: 	
[bookmark: _GoBack]Developing Professional Practice in Human Resources
Activity 2	

	
Word Count:					1083 words



Student Name:				Kate Houston
Student Number:				1403228
CIPD Membership Number:		49777067



By signing below, I confirm that the work/evidence presented is my own, unaided work. I understand the regulations pertaining to candidate malpractice and the action that may be taken as a result.

Signed: [image: ]
Date:  	19th November 2018

Activity 2
CIPD HRPM professional areas and bands and how behaviours are essential to being an effective HR professional
According to CIPD (no date) the HR Professional Map (Map) identifies what professional standards HR Professionals (HRPs) adhere to, how to plan and benchmark throughout their career and how it conducts its role to the stakeholders of an organisation and their role as ethical stewards to make sound decisions based on their knowledge through continuous professional development (CPD). 
The Map is utilised by anyone in HR to build on their capabilities regardless of role, level or specialism for their own developmental planning or for the use within the HR team or organisation.  It can be operated anywhere in the world across all sectors and it determines the best human resources underpinning skills, behaviours and knowledge.  
The Map has three elements; ten professional areas, eight behaviours and four bands and transitions.  It details activities to develop competencies to progress through the four bands and the behaviours which need to be exhibited when carrying out the activities.  Woodhams et al (2016) refer to these as the capability framework which emphasises the contribution everyone embarks on within their career.
Two core professional areas at the heart of the framework are insights strategy and solutions referring to knowledge, skills and behaviours required to develop the business using the insights, tailoring strategies and solutions to meet the organisation’s requirements using a situational approach.  Armstrong and Taylor (2017) observe HRPs strategically work towards the goals and values of the organisation.  In essence, to think about what the organisation wants delivering unique organisational insight, meeting current needs to identify opportunities, potential risks and priorities providing HR solutions; understanding the bigger picture observing the impact of events has on activities whilst utilising analytical tools from personal experience and management information to understand external factors to challenge the status quo.
The second professional area leading HR refers to the need to act as a role model leader contributing to the organisation’s need through your own efforts or through supporting, developing and measuring others across the organisation (Woodhams et al, 2016).  To be ‘business savvy’ is essential in order for HRPs to function to influence events rather than reacting to them.  To add value to stakeholders through effective people management and leadership culture ensuring the HRP are visibly working collaboratively.
Alongside the core areas are eight technical professional areas:-
Organisation design (OD) ensuring the organisation is designed to deliver maximum impact in the short and long term.  HRPs are required to have a broad awareness of OD practice and activities as they have information on people’s data and knowledge of undiscussable issues and performance challenges therefore they are able to identify the right opportunities (CIPD, 2018).


Organisation development focusses on aligning culture, behaviours, skills and performance.  Stanford (2011) considers HRPs act as business partners working with line-managers to produce high performing stakeholders.  Acting as key players on organisation’s strategy focusing less on basic HR transactions and instead on adding business value.
Resourcing and talent planning is attracting the right people and creating competitive advantage through assessment, selection, induction and exit.  CIPD (2018) refers to HRPs playing a critical role in supporting and facilitating processes ensuring the right skills are employed at the right time, place delivering the organisation’s objectives.
Learning and development (LD) in both the short and long term devising learning strategies to motivate, learn and grow.  HRPs are responsible for their own LD to continually improve their own knowledge, skills and competency.  It is important to create an environment of a learning organisation to actively engage, be innovative and be responsive to change (Woodhams et al, 2016).  
Performance and reward ensures the reward systems are market-based, equitable and cost effective.
Employee engagement determines employer brand, engagement interventions and employees displaying emotional intelligence.
Employee relations range from conflict management to clear and transparent frameworks underpinned by policies, procedures and relevant law.
Service delivery and information to stakeholders on resource data establishing customer requirements, approach, project and change management.  
Supplementing these are eight behaviours which validate achieving the activities:-  
Curious therefore open minded and innovative adding value to the organisation.
Decisive thinker who uses data and information to identify options and make recommendations.
Skilled influencer who is capable of influencing diverse stakeholders on organisation value.
Personally credible whose HR expertise adds value to the organisation and stakeholders through professionalism, collaborative working with people internal and external.
Driven to deliver exhibiting resourcefulness.
Courage to challenge having the confidence to challenge when confronted with resistance or unfamiliar situations.
Role model therefore leading by example acting with integrity, impartiality and independence.  
Behaviours are essential to becoming an effective HRP as Moran (2013) reported on the behaviour curious stating; observing the world around you in a tough economic climate HRPs are required to see the wider organisational issues, sector trends, competitor foresight, and technological advancement in and beyond your organisation. Therefore, to have the ability to think analytically, critically and be a thinking performer.  (Mcdonnell and Sikander, 2017, p. 83-101) reflect HRPs have the ability to build effective relationships, influence, negotiate and lead in order to be effective, efficient and ethical.
The CIPD (2018) highlighted a case where HRPs utilised the professional areas and behaviours within the Map demonstrating professional values and competencies from adding value, stakeholder involvement, business acumen, change, insight focus, talent management and resourcing to name a few.  Mencap had difficulty recruiting good long-serving employees therefore it put together a team to promote the charity’s values focussing on recruitment and advertising campaigns and integrated people with learning disabilities on the recruitment panel.  Within six months this inclusive approach achieved a decrease in turnover of new hires falling from 33.7% to 14%.  
Accompanying the professional areas are four bands and transitions which follow the HRPs career.  As the HRPs transitions from one band to the next renewing their perspective on what is important, any new skills to focus on and what they can relinquish in order to move through the bands.  The Map utilises CPD which is built on reflective practice by improving knowledge moving from Associate to Chartered Member to Chartered Fellow if they desire.  Band one is customer orientated delivering administrative processes.  Band two is an advisory role. A HRP in the infancy of their career falls between these two bands.  Band three leads a professional team understanding the business functions and can provide solutions, challenge decisions and give insight.  Band four operates strategically in a leadership role understanding the organisation’s industry and dynamics.
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