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Introduction

The author of this report explains how the HR Profession Map, in particular the professional areas and bands define the HR Profession; why the Behaviours are essential to being an effective HR Professional.


The Profession Map

The CIPD Profession Map was introduced in 2009, it is utilised worldwide in all sectors and organisations (CIPD, 2015).  The Profession Map is a tool that is used and defines all aspects of an effective HR function.

There are ten areas of professional competency that are applied to the HR profession, two sit at the core of the business/organisation (CIPD, 2015):

· Insights, Strategy and Solutions: Understanding and knowing the business/organisation, what its current objectives and aims are and what they might be in the future.

· Leading HR:  Leading and contributing to the HR function, taking responsibility for yourself and others; guiding, supporting, developing and measuring their actions within the organisation.

These areas are aimed at everyone; anyone starting out in their career and HR professionals, working within your organisation or external consultants (CIPD, 2015).
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(CIPD,2015)

A HR practitioner will need an in depth understanding of what the business objectives, aims and goals are; understanding the business/organisation strategy, so they can support and guide the workforce, achieving its objectives/goals and solving any issues where necessary.  A successful practitioner will require the skills to lead and manage the HR function, ensuring business needs are met and being business savvy (Johns and Perkins, 2016). 

The eight professional areas surrounding the two core areas are: Organisation design; Organisation development; Resources and talent planning; Learning and talent development; Performance and reward; Employee engagement; Employee relations and Service delivery and information. These are the functional day to day disciplines.  HR practitioners may have a specific role within an organisation, which will depend on the relevance of which discipline they fall under in the professional areas (Woodhams, Perkins and Wilkinson, 2016).      

Employee relations involves ensuring relationships between employees and the organisation are appropriately managed, ‘adding value’ through effective people management (Johns and Perkins, 2016).  Stepping in before issues have gone too far; working within policies, procedures and the law.  In my role I assist the team throughout the various processes; from grievance; disciplinary; mediation; dignity at work; capability; whistleblowing; arranging the initial assessment of facts, investigation interview process and transcribing thereof, right through to disciplinary hearings and appeal process to the final outcome.  To be able to assist in this process, I need to be aware of the policies and procedures of the organisation and adhere to the specific timescales set out in those policies, along with the codes of practice and current laws and being an effective ‘thinking performer’ is vital to the role (Johns and Perkins, 2016).


The behaviours that I would need to display:
 
Collaborative: “Working together as a team, sharing knowledge/information with each other”.  This involves sourcing external investigators, fraud team/internal investigators from Hospital’s within the Health Board.  Sharing best practice and working together efficiently and effectively towards the end goal.

Driven to deliver: “With the aim to complete all witness interviews, statements, Investigation Report, management statement of case, disciplinary proceedings and outcome”.  This behaviour is important to drive forward and deliver all required documentation, in order to set up the hearing to time benefiting the organisation.

Skilled Influencer: “Persuading/negotiating with others to abide to timescales”.  This behaviour would be required when setting up a hearing; contacting the investigating officer, disciplinary officer, professional advisor, workforce & OD representative, trade union/representative, employee/witnesses. Ensuring availability within designated timescale, in the best interest of the organisation and employee.

On the outer edge of the CIPD Profession Map are eight behavioural areas.  These are Curious; Decisive thinker; Skilled influencer; Personally credible; Collaborative; Driven to Deliver; Courage to challenge and Role model (Woodhams, Perkins and Wilkinson, 2016).  These are explained in Appendix 1 attached hereto.

Collaborative/Skilled Influencer: Behaviours I use in my HR role along with ‘thinking performer’.  Managing sick absence, interrogating data, reasons for high sickness in certain departments/areas in the organisation.  Being proactive, working collaboratively/speaking with the manager to see if there are issues.   Disciplinary investigations can cause absence due to stress, OH referral regarding wellbeing could be actioned.  Employees hitting triggers points for absence require actioning sickness absence policy process; influencing skills trying to get employees back to work, supporting as required. Poor management and staffing shortages; this way you can get to the root cause, find ways of improving the situation.   This could be recruitment drives; mentoring; training of an underperforming manager; communication and working collaboratively with others is key. 

Role model: An important behaviour in my HR role, setting an example; being professional, behaving in a way which you would expect others to behave.  Being early/on time for work and returning promptly from breaks.  Working within policies and procedure, adhering to the code of professional conduct and adding value.

HR practitioners are required to display eight behaviours to carry out their role across the four bands of professional competence (CIPD, 2013).  These are applicable to everyone working in the HR function, generalist/specialist.   These bands are flexible, defines which stage a professional is at in their career.  Band 1 relates to someone starting out in their HR career, an administrator; to band 4 being in a leadership role in an organisation (CIPD, 2015).

The four banded areas and what professionals contribute at each stage of their career is defined in Appendix 2 attached hereto, (CIPD, 2015).

CIPD (2015) Profession Map explains “what you need to do, know and how you need to do it within each professional area at 4 bands of professional competence”. 

It is a framework which helps HR practitioners develop in their career; identifying further professional development.  Mapping out activities, knowledge and behaviours in specialist areas on the map, to develop and succeed in their career (CIPD, 2015); making them effective/efficient.  Striving to keep up-to-date with new developments, though CPD planning/appraisals/PDP’s, developing new skills, training and CIPD qualifications (CIPD, 2015), this enables a practitioner to eventually transition through the bandings.  


Conclusion

[bookmark: _GoBack]A professional can be defined as a member of the CIPD or traits thereof.  The map underpins skills, behaviours, knowledge and criteria of membership to be successful/effective professional.  Concepts of ‘thinking performer’, ‘adding value’ and being ‘business savvy’ are important characteristics to becoming highly effective/efficient    Everyone should abide by the code of professional conduct and ethics, displaying they have behaviours, knowledge, skills and experience set out in the CIPD Professional Map (Johns and Perkins, 2016).  


Appendix 1 – Behaviours that are required by a HR professional

	Curious 
	Is future-focused, inquisitive and open-minded; seeks out evolving and innovative ways to add value to the organisation. 

	Decisive thinker 
	Demonstrates the ability to analyse and understand data and information quickly. Uses information, insights and knowledge in a structured way to identify options, make recommendations and make robust, defendable decisions. 

	Skilled influencer 
	Demonstrates the ability to influence to gain the necessary commitment and support from diverse stakeholders in pursuit of organisation value. 

	Personally credible 
	Builds and delivers professionalism through combining commercial and HR expertise to bring value to the organisation, stakeholders and peers. 

	Collaborative 
	Works effectively and inclusively with a range of people, both within and outside of the organisation. 

	Driven to deliver 
	Demonstrates determination, resourcefulness and purpose to deliver the best results for the organisation. 

	Courage to challenge 
	Shows courage and confidence to speak up skilfully, challenging others even when confronted with resistance or unfamiliar circumstances. 

	Role model 
	Consistently leads by example. Acts with integrity, impartiality and independence, balancing personal, organisation and legal parameters. 


(CIPD, 2015)



Appendix 2 - Four bands and transitions of professional competence

	
	Band 1 
	Band 2 
	Band 3 
	Band 4 

	Relationship with client 
	Delivering fundamentals. 
	Adviser, issues-led. 
	Consultant, co-operative partner. 
	Leadership colleague, client confidante and coach. 

	Focus of activity 
	Client support and processing activity. 
Immediate and ongoing. 
	Advising and managing individual or team-based human resource issues and problems. 
Current or near term. 
	Leading the professional area. 
Addressing the HR challenges at the organisational level. 
Medium and longer term. 
	Leading the function or professional area. 
Leading the organisation. 
Developing the organisational strategy. 
Developing the HR strategy. Partnering with the client. 

	Where time is spent 
	Providing information, managing data, process delivery. 
	Understanding the issues and parameters, issue analysis, evaluation, solutions and likely consequences. 
	Understanding the functional and business realities, providing insights and linkages, flexible and innovative solutions, risk analyses. 
	Understanding the organisational and industry realities and the client’s needs, developing strategies and plans. 

	Service to the client 
	Facts and information. Delivering fundamentals. Process support.
Peace of mind. 
	Issues handled. 
Flexible options and recommendations. 
	Ideas, insights and challenge. 
Solutions. 
	‘Safe haven’ for challenging discussions around the
hard issues, surfacing and reflecting ‘the truth’. 

	Measures 
	Execution excellence, efficiency, accuracy, flexibility and silent running. 
Client satisfaction. 
	Issues and problems satisfactorily resolved. 
Repeat business. 
	Trusted partner. 
Seat at the leadership table. 
	Lead team colleague. Sought by client as development and performance coach. 

	Relative skill balance Behaviours: technical 
	30:70 
	50:50 
	60:40 
	80:20 


(CIPD, 2015)
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