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Introduction
It is important, as a HR professional, to understand the range of HR roles and the different requirements and behaviours expected. This report will explore how the CIPD HR Profession map defines the HR profession and how the behaviours mentioned may assist individual HR professionals to develop throughout their career.  
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The HR Profession map is created to be applicable to all HR professionals, regardless of their experience or level and should aid the HR profession from the start of their career through to becoming Senior HR professionals.  The map comprises of 10 professional areas with 2 of the areas being at the heart of the map which are:
· Insights, strategy and solutions
· Leading HR 

These 2 main areas focus on the HR professional being able to develop an understanding of the organisation and use these insights to adapt their approach to meet the needs of the organisation which can also be referred to as being ‘business savvy’. It requires HR professionals to have an in-depth appreciation of what makes the organisation/business successful and what doesn’t work and having the knowledge to be able to influence stakeholders in a positive way to benefit the organisation (CIPD 2018). The remaining areas include:
· Organisational design which looks at ensuring that the organisation is suitable to deliver what is required.
· Organisational development includes identifying skills and abilities and implementing change where required. 
· Resources and talent planning focuses on ensuring that the organisation has the appropriate capability and talent to achieve the organisations strategic short-term and long-term goals.
· Learning and talent development includes building on individual skills and knowledge, as well as ensuring that a there is a learning ethos throughout the organisation as a whole.
· Performance and reward will focus on recognising individual employees’ skills and performance and celebrating their achievements through reward schemes. It is important however, to recognise that reward systems are relevant to the individual/department and are cost effective to the organisation.
· Employee engagement can be described as organisations working together with their employees to ensure that employees are fulfilled within their job roles. It is important for HR professionals to identify the benefits of strong employee engagement and how it can positively affect the organisation as whole.
· Employee relations is about matching the values of the organisation with the knowledge and skills of the people working in it. Maintaining a positive working relationship is vital for the overall success of the organisation. However, employee relations are largely associated with employment law and making sure that there is a clear framework to follow, as well as set policies and ensuring organisational procedures are adhered to in order to protect the organisation’s reputation. HR professionals need to understand what to do when employee relationship’s break down and implement changes to overcome this and potentially prevent future situations occurring. 
· Taylor and Woodhams (2016) define service delivery and information as ‘customer-focused HR service delivery’. In brief, it looks at providing the organisation with the attributes to enable business improvement and apply methods to allow cost effective HR service delivery through project management.  

There are 4 bands ‘professional competence’ bands mentioned within the HRP Map. It covers the HR profession from Band 1 at the beginning of a HR career through to Band 4 for more senior HR professionals. Band 1 professionals is centred around ‘delivering fundamentals’ and at this level professionals focus is more operational, following processes, providing information and managing data and are often responsible for providing direct client support. Band 2 can be considered as ‘adviser’ level and are normally issues lead roles. These can include evaluating current and ongoing HR issues and being involved in providing solutions to those. Band 3 professionals move in to ‘Consultant/co-operative partners’ and must be able to understand the functions of the organisation, be able to provide knowledgeable insight and analyse risks to the business. At Band 3 the HR professional would be required to provide solutions and challenge decisions. Finally, Band 4 professionals are considered ‘leadership colleagues’ and would lead the organisation, understand the client’s needs, develop HR strategies and create and implement organisational strategies (CIPD  2018). 

2.2
There are 8 behaviours that HR professionals must have instilled within them in order to be successful in the HR profession and carry out the role which is expected of them. These include:
1. Curious
2. Decisive thinker
3. Skilled Influencer
4. Personality Credible
5. Collaborative
6. Driven to Deliver
7. Courage to challenge
8. Role Model

As HR professionals, it is important to understand why these 8 behaviours are required in a practical sense. A curious attitude and acceptance to learn is extremely valuable in a HR role and by searching for ways to work better both as an individual and collectively is important and will benefit the organisation long term (CIPD 2018). Having the ability to become a decisive thinker will include aspects such as information gathering from various sources and analysing it before coming to a conclusion – ensuring that all the necessary information is considered to enable the best outcome. Decisive thinking may also relate to identifying trends in a particular department, for instance, recognising high levels of sickness in an individual department and trying to understand the reasons why. By looking in to issues further, it may enable the HR professional and department to overcome the issues and move forward with a resolution which will benefit the organisation by reducing the sickness rate and therefore reducing the financial costs caused by it. Being a skilled influencer is vital at all levels and understanding that working together and creating a working partnership will increase the chance of support and agreement moving forward. Having the drive to complete tasks required, or which have been promised will help to gain credibility with colleagues and all other stakeholders. Working collaboratively means being able to work effectively together with colleagues, clients etc. There are times when people will disagree on their point of view. Having the courage to challenge views can be useful in HR as, commonly, organisations continue to work in a certain way because it’s ‘something that has always been’, but by challenging this, can result in positive changes being introduced to the organisation which will be a long-term benefit for all parties involved. Being personally credible is vital in HR. Having the ability to think things through rationally, make correct decisions, use previous skills and knowledge to apply and adapt to each situation will enable the individual to succeed in HR. Successful outcomes will help gain trust, and benefit the business/organisation and only enhance individual credibility. 

To conclude, the HRPM is an extremely useful tool, and should be used by every HR professional to aid them throughout their professional career and used as a tool for their personal development on a regular basis. 
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