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[bookmark: _Toc520212762]1. Introduction
The primary aims of this report are to explain how the CIPD HRPM professional areas and bands define the HR profession and why the HRPM behaviours are essential to be an effective HR professional.       
2. [bookmark: _Toc520212763]Executive summary

To be a HR professional you should possess specialist knowledge and expertise and be able to identify areas of development to adapt to a continuously changing HR workplace. The CIPD Profession Map portrays what successful and effective HR people do and deliver across every part and specialism of the profession.  It sets out the required activities, knowledge and behaviour required and what areas these can be used to help business evolve.
[bookmark: _GoBack]Being a member of the CIPD professional body is key as it sets out the standards and behaviours its members must adhere too as outlined within the CIPD Code of Professional Conduct. As well as this, members get full access to use the CIPD Profession Map to identify areas of development and devise a Continuing Professional Development (CPD) plan to take on board these development plans and keep track of progress.    
3. What is a ‘Professional’	
      
Lester (Johns & Perkins, 2016, p. 75) argues that a professional is someone who:

“makes proficient use of expert or specialist knowledge, exercises autonomous thought and judgement, and makes a voluntary commitment to a set of principles. Such a person need not be a member of an easily defined profession or of a professional association; it is possible to work as a professional from a set of expertise and skills that is relatively unique to the individual”

(Johns & Perkins, 2016) refers to a professional in an occupation that portrays the following characteristics:

· It is based on a body of knowledge (usually comprising theory, knowledge, and practice) which can be taught or learned.
· Its practitioners possess appropriate expertise to which they apply their knowledge and judgement.
· It is underpinned by a code of conduct or ethics.

Most HR practitioners in the UK are members of the CIPD professional body which is the only body operating in this field. The CIPD has a Code of Professional Conduct and members are required to adhere to these standards and behaviours.

3.1 The CIPD Profession Map

It is important to understand that knowledge, skills, and behaviours are key to the role of an HR professional and their development. The CIPD profession map links closely in diagnosing those areas for development and the continuing professional development (CPD) plan meets those needs. The profession map was launched in 2013 and sets out standards for HR professionals around the world: the activities, knowledge and behaviours needed for success (CIPD, 2015). The map has been developed with both individuals and organisations in mind. As illustrated below, the map contains eight behaviours, ten professional areas and four bands of professional competence that provides a vital resource for anyone working or connected with the HR profession.
[bookmark: _Toc520212767][image: ]
Source: CIPD online, 2019 – The 2013 Profession Map
The CIPD launched a new profession map in 2018 which sets the international benchmark for the people profession. It is designed to help make better decisions, drive change within the organisation, act with confidence and help career progression. It focuses on the knowledge and behaviours needed to create value and make an impact at the workplace by moving to values-based decision making (CIPD, 2018). 
The map has been updated to reflect how the role of the HR professional will evolve in the coming years and places “purpose” at the centre of the map showing the importance of the HR role in championing better work and working lives (Faragher & Webber, 2018).  



3.2 The four bands of professional competence

There are high standards set out in the 2013 Profession Map and these determine what the best HR professionals and organisations are doing. The map covers each level of a HR profession, from band one at the beginning of a HR career working up to band four relevant for senior HR professions. These are referred to as the four bands of professional competence and to succeed in a career within HR, individuals would need to complete the transitional challenges related from one band to the next in their careers.

3.3 The ten professional areas

There are ten professional areas within the map that are referred to as the capability framework. These include two core areas that sit in the centre of the map followed by an additional eight areas. These apply to all HR practitioners regardless of their role, level or specialism and emphasise the importance that everyone in the profession needs to make a contribution (Woodhams, et al., 2016). They set out what knowledge and skills the HR role requires in order to provide specialist HR support. 

3.4 The eight behaviours

The eight behaviours outline in detail how the HR professional needs to carry out their activities and contribute to the success of the organisation. These behaviours are fundamental and underpin good practice and ensure ethical standards are met. Each behaviour is divided into four bands of professional competence, from entry level to leadership. They also highlight negative behaviours known as contra indicators which a successful HR professional would avoid (CIPD, 2019b) 

The HR professional should set an example and possess leadership behaviours from being a role model, always driven to deliver and personally credible in order to gain respect. Being collaborative and working effectively with a variety of people including stakeholders is essential to strong relationships. A good HR professional aims to influence people in order to build a successful organisational culture and HR can be regarded as business partners, which requires courage to challenge, think decisively and curiosity when contributing to business decisions.

4. Conclusion

The 2013 Profession Map sets out comprehensively how HR adds sustained value to the organisation and its people. The HR professional needs to develop a wide range of attributes and the map helps illustrate which are the main skills and what areas these can be used to help organisational growth. 

The Map has evolved over time and represents the needs of today’s profession in order to sustain success. The introduction of the new 2018 Profession Map indicates that the CIPD are focusing on ensuring that both the profession and organisation are future fit due to changes in the ways of working as well as diversified roles.
[bookmark: _Toc520212768]5. Recommendations

The CIPD profession map sets out the aptitudes needed in the foreseeable future for all HR professions regardless of their career level. The HR professional needs to be both business and change focused and the new 2018 profession map has taken this into account. The knowledge, skills and behaviours set out in the map are pivotal to the work of the HR professional and their development. It is important to acknowledge that the profession map identifies areas of development need and devising a continuing professional development (CPD) plan to meet those needs is crucial. It is recommended that the HR profession continues to use the new 2018 profession map, which since its launch has been explored by more than 147,000 people on the CIPD website (CIPD, 2019c) and incorporate any identified development needs into a CPD plan.
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