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The CIPD’s HR Profession Map (HRPM) details the competencies that HR professionals require to aid their work and development. The competencies are set out over eight behaviours and ten professional areas with insights, strategy and solutions (ISS), and Leading HR at the core of the map. 
ISS develops understanding about the HR professional’s organisation and using insight to meet the needs of the organisation through the development of effective strategies and solutions. Leading HR focuses on developing the HR professional to act as a role model leader to support, develop and lead others in the organisation whilst maximising the HR contribution within the organisation (CIPD, 2018).
The further eight professional areas are utilised by HR professionals to apply HR as a business discipline in their organisation. The relevance of each area will differ between professionals depending on their area of expertise or specialism (Woodhams et al, 2016).
The eight further professional areas are:
1. Organisation design
Appropriate organisational design to deliver maximum impact in both the present and future of the organisation.
2. Organisation development
Driving effective behaviour, skills and performance. 
3. Resourcing and Talent planning
Having the correct resource, capability and talent to achieve organisational ambitions.
4. Learning and Development
Build capability and knowledge in individuals and the organisation.
5. Performance and Reward
Maintaining high levels of morale and culture through employee reward programmes. 
6. Employee Engagement
Strengthen the connection between employees and their colleagues and organisation.
7. Employee Relations
Managing the workforce with organisational policies and procedures, culture and law.
8. Service Delivery and Information
Providing excellent HR service delivery throughout an employee’s lifespan. 

(CIPD, 2018)

The HRPM also sets out four bands of professional competencies; for each professional area activity there are four levels of competence. Operating at band one will see professional’s deliver the basics of the HR service and focus on meeting the needs of the organisation’s clients through providing administrative support. Band two operates at an advisory level whereby professionals provide effective solutions for present HR issues and stakeholder queries. Band three will see professionals operate as ‘co-operative partners’ dealing with longer-term HR issues and leading the professional areas. Finally, band four professionals operate as ‘leadership colleagues’ developing strategy and leading the HR function (Woodhams et al, 2016). 

[bookmark: _GoBack]The HRPM is relevant to all HR professionals across all roles from early career stages to experienced HR professionals who are leading the HR function, regardless of the location, sector or size of the organisation. During the early stages of a HR career, professionals will likely be working within the first two bands, however, the professional areas and behaviours are not only relevant to seasoned HR professionals as the HRPM is intended to enhance the contributions of all HR professionals regardless of their role and responsibilities (Woodhams et al, 2016). The HRPM provides valuable information of how professionals can aid their development to prepare for roles operating at band three and four. 

The HRPM defines the HR profession as it encompasses the characteristics that define a profession; a body of knowledge through experience and theory, the practitioner exercises judgement and knowledge using their expertise, and underpinned by a set of ethics and conduct (Johns and Perkins, 2016). The core bands, namely ISS and Leading HR, build capability and lead the professional to develop knowledge of their organisation and the HR function whilst gaining valuable experience such as using knowledge of HR policy and practice. The eight further professional areas and behaviours provide professionals with the appropriate expertise around specific topics to inform their judgement and decisions. The entirety of the HRPM are relevant to CIPD’s codes of conduct and ethics by building competence, behaviour, integrity and ensuring the professionals are excellent representatives and stewards of the HR profession.

The eight behaviours that are detailed in the HRPM are:

1. Decisive thinker
Make informed decisions and recommendations
2. Skilled influencer
Influencing others to contribute to organisational value 
3. Personality credible
Using HR professionalism to add value to the organisation
4. Collaborative
Work with others effectively internally and externally 
5. Driven to deliver
Achieving the best results through determination and resourcefulness 
6. Courage to challenge
Have courage and confidence to challenge others professionally 
7. Role model
Lead by example; acting with integrity whilst balancing legal, personal and organisational views.  
8. Curious
Focused on adding value to the organisation

(CIPD, 2018)

Dr Wilson Wong (CIPD, 2017), stresses that organisations need professional HR people to provide leadership and uphold ethical standards following the 2008 financial crisis and a variety of corporate scandals such as Volkswagen and Sports Direct. The eight behaviours will see professionals successfully lead by being able to challenge when appropriate, be role models to those across the organisation by promoting good practice and ethical behaviour and achieving goals through determination, teamwork and commitment.  
The HR profession has evolved to see professionals consciously contributing to the organisation’s success and leading change and no longer solely focusing on the basics of HR and its primitive administrative nature. To perform successfully, a blend of ‘hygiene’ factors and motivators is required. Hygiene factors can include paying staff and issuing contracts and are necessary for achieve the most basic employee performance; whilst they do not generate high levels of motivation and morale, employees can be demotivated in their absence. Motivators add value to the organisation turning satisfactory performers into excellent performers by praising employees, providing development opportunities and trusting employees to make decisions (Johns and Perkins, 2016). 
Effective HR practitioners are increasingly becoming ‘business savvy’ and ‘thinking performers’. Being business savvy is understanding the business model, generating data through insight and data, connecting with curiosity, purpose and impact, and leading with integrity, consideration and challenge. Thinking performers think about what they are doing, contribute to organisational purposes, diplomatically challenge, have continuous contact with their customers and look both internally and externally of the organisation for new thinking such as ideas and practice (Johns and Perkins, 2016).
The eight HRPM behaviours are essential as they underpin the necessities of an effective HR professional who incorporates the use of motivators, being business savvy and a thinking performer. Without these behaviours, professionals would be unable to deliver an exemplary HR service; the behaviours will promote an environment with value and commitment, trust to professionally challenge, the ability to effectively build relationships thus achieving organisational objectives. 
The HRPM is valuable to all HR professionals to aid their personal and professional development. The HRPM ensures all HR professionals will encompass the appropriate skills and behaviours to practice ethically and morally and provide an effective HR contribution which adds value to the organisation and the workforce. 
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