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Executive Summary

This report details how the Chartered Institute of Personnel and Development (CIPD), Human Resources Professional Map (HRPM) professional areas and bands define the HR profession and why the Human Resources Professional Map (HRPM) behaviours are essential to be an effective HR professional.

Introduction 

The 2013 Professional Map outlines the effectiveness of people management practice across ten professional specialisms. It also defines eight important behaviours that underpin good practice irrespective of specialism along with 4 bands of transition. The map is flexible and allows professionals to choose an area to focus on depending on their, level of accountability, area of work and chosen development ambitions. The professional map is designed to evolve and adapt to priorities within organisational change, such as new roles and specialisms and incorporate them (CIPD, 2013).

How the CIPD HRPM professional areas and bands define the HR profession?
Why the HRPM behaviours are essential to be an effective HR professional? 

Human Resource (HR) professionals can use the 2013 professional map as a tool to benchmark themselves against. The core of the map details insight, strategy and solution, which is underpinned by a HR professional applying an organisational specialism that delivers performance and an understanding of business and people management. Surrounded by leading HR, the first area of the map defines the knowledge, skills and behaviours that are required as a HR professional (Perkins, Woodhams & Wilkinson 2016, p110). 
Lester (2010) describes a professional as an individual who demonstrates expertise or specialist knowledge, demonstrates judgement, autonomy and a thought process and makes an intended commitment to a set of principles.  Perkins et al (2016) suggest that it is possible for a HR professional to work from a set of expertise and skills that are comparatively unique to the individual as the role is based on knowledge, theory and practice which can be learnt. He also suggests that practitioners possess expertise of which they apply their knowledge and judgement. In contracts these characteristics distinguish a profession from an occupation. Johns and Perkins (2016, p76) suggested that ‘there are four concentric circles of HR professionalism; Managing self, groups/teams, upwards and across an organisation. A HR professional should have the ability to manage their own skills, knowledge and behaviour and maintain relationships with stakeholders, whilst also managing a group or team of employees within an organisational setting, e.g. Problem solving. 
There are ten professional areas within the capability framework of the HR professional map; service delivery and information, organisational design, organisational development, resources and talent planning, learning and talent development, performance and reward, employee engagement, and employee relations. The elements emphasis the contribution that everyone makes within the profession regardless of role, specialism or level e.g. HR practitioners, managers and consultants.  The professional map demonstrates that the HR profession is diverse e.g. A HR professional responsible for a change management process within their organisation may apply both organisational development and employee engagement skills that demonstrates leadership and management (CIPD, 2013) [cited 27th November 2019]

It is not essential that a HR Professional is member of a professional association, as the CIPD does not constitute a formal licence to practice, however professionalism is underpinned by a code of conduct. CIPD is the gold standard of the HR profession and the CIPD code of professional standards document applies to all CIPD members regardless of their level of membership. It specifies that all CIPD members must commit, uphold and maintain their standards and behaviours including professional competence, ethical standards, integrity, representative of the profession and stewardship that demonstrates fair treatment of others and the ability to challenge unethical behaviour. Failure to act ethically as a HR professional can have detrimental effects to an organisation thus should not be a member of a profession (CIPD, 2019). 
Eight additional behaviours are detailed within the professional map. The curious professional is open minded and adds value to its organisation through future focused ways of working proactively however, contrasting behaviour can have a detrimental effect e.g. they may fail to see the significance of trends / issues within their organisation and reject ideas without reflection. The decisive thinker is analytical and demonstrates the ability to analyse information and data effectively to make robust decisions and recommendations to their organisation however, a professional should not manipulate decisions that are of the interest of their own department / team. A skilled influencer wants to gain organisational value and gain the support and build relationships with key stakeholders however, it could be detrimental to the organisation if a professional makes essential data analysis errors and fails to recognise their organisations decision making process e.g. Making decisions based on the interests of their own department. A personally credible professional adds value to an organisation and its stakeholders by delivering professional marketable HR expertise however, challenges could occur if they don’t consider the application of HR knowledge and how it fits within organisational context. A collaborative professional is inclusive and works with both internal and external stakeholders. It is important for a professional to maintain this ethos within an organisation as failing to see the views of others and recognising diversity may result in them pursuing their own result without the involvement of stakeholders. A driven to deliver professional is determined to deliver exceptional results within its organisation, however in contrast their failure to keep a track of organisational progress and priorities can have a detrimental effect on organisational performance. A courage to challenge professional’ demonstrations confidence and courage to demonstrate professional skills and challenge resistance. This is essential as displaying an unprofessional lack of knowledge and abilities where individuals allocate accountability for wrong decisions when things go wrong within an organisation can affect organisational reputation. The ‘role model behaviour’ professional is independent and acts with integrity whilst leading by example and considering legal and organisational constraints however, difficulties can occur when professionals act inconsistently and overlook unsuitable behaviours with respect to their organisation’s values, processes and expected behaviours difficulties can occur (CIPD, 2019). 
 
The map additionally comprises of four professional bands of competence that are split into transitions, that illustrate clear developmental pathways, alongside each activity e.g. Organisational Design. The bands define the contribution professionals make during each stage of their career and illustrate clear developmental pathways (Perkins et al 2016, p110).
Band one delivers the fundamentals and focuses on supporting colleagues with administration, information and processes and their skill balance is 30:70 (CIPD, 2019). In contrast a band two skilled balance is 50:50. They advise stakeholders and focus on advising and managing individual teams on HR related issues with a clear understanding of evaluation processes and solutions, efficiency, accuracy and the application of solutions. The first transition between bands one to two demonstrates that a professional may move from delivering the organisational fundamentals to operational problem solving within the wider organisational agenda. 
A HR professional will face challenges whilst progressing through the bands however, the map provides advice on the skills required in order to progress, e.g. A Band three professional skill balance is 60:40 and would lead / advise stakeholders on a professional area in consultant or co-opted partner role. They would focus on medium- and long-term organisational priorities whilst addressing HR challenges at an organisational level. The second transition moving from bands two to three therefore requires a professional to have the ability to communicate within internal and external stakeholders and manage complex strategic and operational functions, such as change management. In contrast, band four skills balance is 80:20 and would focus on leading on professional area(s) e.g. Developing organisational and HR strategy.  The third transition from bands three to four would require a professional to work at a higher-level demonstrating knowledge and technical expertise, with the ability to influence and engage with stakeholders on long-term complex organisational and strategic problems with little guidance. 

Conclusion
The HR professional map defines the HR profession as a business discipline that offers HR professionals a developmental tool of useful information to develop their future professional skills at either band three or four, as it not only defines 10 functional activities but also highlights progression from junior to senior roles. 
In contrast, the 2013 CIPD HR professional map is an international benchmarking tool for HR professionals. It was developed in collaboration with CIPD members, business leaders, industry experts, learning providers and partner organisations to HR professionals may use it to make informed decisions, drive change within an organisation. It allows HR professionals to perform at their peak, make confident decisions and progress their career. It also advocates that ethical practice, professional courage and influence, valuing people, work inclusively, commercial drive, passion for learning, situational decision making, insight focused are core behaviours in which a HR professional would apply business discipline, which is dependent on the role the professional has within an organisation (CIPD, 2019). The new profession map introduces changes that have adapted with time and it allows HR professionals to make sound decisions regardless of context, even when there are no rules or models / examples to guide them. There is a focus shift from the activities HR professionals undertake to the impact and value the HR role has within organisations. The new map acknowledges Learning and Development and Organisational Development & Design as both as core and specialist components of the standards.
HR Professionalism is underpinned by a code of conduct. CIPD is the gold standard of the profession and the CIPD code of professional standards document applies to all CIPD members regardless of their level of membership. To stop breaches of code of conduct within organisations ethical practice should be established within an organisations HR policies and practices and should be interlaced within the organisations People Strategy. 

HR professionals also require the ability to manage upwards, as without this skill professionals will be unable to implement and integrate specific strategies within the context of wider organisational strategies. It is essential that HR professionals manage horizontally and have the ability to manage and integrate HR activity across their organisation, e.g. implementing strategies and plans across their organisation as soon as they have been agreed. It is also vital that professionals influence line managers and highlight the benefits of successful HR application within their organisation. If HR professional develop these skills and demonstrate that they can apply their understanding of an organisations business and context, they will have the ability to meet organisational need tailor its current and future strategies (Perkins et al 2016). 



Recommendations 

HR professionals should continue to use the professional map to keep up with professional development.
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