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How the CIPD HRPM professional areas and bands define the HRPM profession and why the HRPM behaviours are essentials to being an effective HR professional
Executive summary 
This reports provides a brief overview of the CIPD Profession Map 2013. It analyses the different areas of the Profession Map and how it links to the roles within the HR profession.  It highlights how the Profession MAP is used to provide professionals with a learning pathway for career development and the purpose of the CIPD in its role underpinning the fundamentals of the profession of HR in any organisation.
Introduction
The aim of this report is to briefly explain the CIPD Human Resource Profession Map highlighting the professional areas and bands within it which define the Human Resource profession. Along with this it will highlight why these behaviours are essential to being an effective HR professional.
A simple description of the word professional person would include someone who has standards and ethics in a particular specialist area and that these standards are recognised or set down by a professional body. In the case of the HR profession, the CIPD is the recognised professional body that provides and supports this. The CIPD is currently the only body operating in the HR field in the UK and those employed within a HR role recognise the status as a professional to be a member of the CIPD. It is recognised as the core organisation for HR Management instilling standards of practice and progressive in its development. 
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Watson and Reissner (2014) highlight that ‘knowledge, skills and continuing professional development are at the top of the twenty-first century human resurces agenda’.
It is therefore clear to recognise how the CIPD Profession Map is a simple way of encapsulating the core behaviours of an effective HR professional.
The Profession Map is made up of:-

· Eight behaviours – relate to all individuals working within the HR profession regardless of specialism or level in an organisation. These are positioned on the outer rim of the circle/wheel. Each one is broken down and aligned to each of the 4 bands of professional practice providing a simple descriptor. 
One of the behaviours that personally stands out for me is Personally Credible. Part of my role involves delivery of learning and development interventions. I need to possess a knowledge of theories and practical knowledge to underpin any learning I deliver. I am also a qualified coach working with both internal and external clients. I undertake continual evaluation and receive regular feedback in the form of observations, learning evaluations and self-reflection.
This behaviour also closely links to that of Role model. Due to the nature of my role and the development I have undertaken, I have strong awareness of my ‘self’ and how I behave. As part of the organisational HR function, I must promote the values and behaviour standards of PCC and model them for others to follow. This would include taking ownership and being solution rather than blame focused. I must remain impartial. This is something that I have been able to develop further as a coach. My beliefs or values may be different to that of my coachee but I must respect the difference and remain non-judgmental. 
· Ten professional areas – these make up the inner of the circle and consider the core areas along with the different specialist areas within the HR function. 
I am part of the Organisation Design & Development team. Depending on the size of an organisation, a HR professional may include more than one professional area remit.
· Four bands of professional practice – These highlight a development/career path. 
My title is Learning Organisational Development Advisor. I can easily relate to the band that I sit within, namely band 2, using the band descriptors to compare to the functions that undertake in my role e.g. recently my time has been spent developing an internal Leadership & Management programme. I have had to understand and analyse the current management role and the issues it faces, consider a range of development interventions and potential organisational design changes. As a service to my client, the manager, I have designed a programme which can be delivered to meet the ‘managers’ needs in a timely and flexible way. This programme will support them to overcome the daily challenges that they are facing now and in the future within an ever changing local authority. These interventions include; - 1-2-1 coaching, face to face workshops, webinars etc. They support managing change, developing high trust behaviours etc. It is clear to see how this links to the band 2 measures descriptor.
Working within a specialist are of HR my skill balance does match that of the skill balance/technical behaviour 50:50 as suggested in the band 2 descriptor. 
To develop further and seek promotion within the HR function the band descriptors give me a clear understanding of the tasks and activities I need to undertake and develop further within the HR profession, hence my enrolment on the Level 5 Diploma
Conclusions. 
From this report it is easy to see how the CIPD Profession Map is recognised by those working within HR. It has been simply written to reflect the reality of the roles undertaken by the HR professional. I am able to relate my role and level at which I work with ease along with what I need to develop further. The descriptors are clear and highlight the key behaviours to be an effective HR professional. The CIPD has considered the many specialisms that make up the HR function and how these link to an organisation regardless of industry or size.
In line with their own values of forward thinking, the CIPD has recently updated its Profession Map. Its core still remains but the CIPD has grown to have an international presence and thus it has had to widen its context. It has been designed to evolve with the ever changing role of the HR professional. They have also matched the Profession Map to CIPD Membership levels and introduced a ‘Fundamental’ level, which supports those at an earlier stage in their development and career. 
[bookmark: _Toc520212768]Recommendations 
My recommendations would be for all HR professionals to use the CIPD Profession Map as the core tool to ‘guide your work, career planning and development’ CIPD website.
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