[bookmark: _GoBack]Executive Summary
This report outlines the significant transformation of the HR function over recent years.  It discusses how HRM has moved away from being the traditional ‘Personnel Department’ that was heavily administration-focussed; to now being at the core of supporting the organisation to deliver performance objectives and achieve its strategic goals.  
This report discusses what it means to be a ‘Professional’ and highlights the importance of the CIPD HR Profession Map in ensuring that all HR Professionals are adding maximum value and driving change within the organisation .  It outlines how the Professional Areas and Bands on the CIPD HR Profession Map define the HR Profession and clearly defines why its behaviours are vital to being an HR Professional.  
It concludes with highlighting the importance of ongoing use of the CIPD HR Profession Map with the suggestion for Continued Professional Development (CPD) to be used in conjunction with this in order to encourage development and career growth of HR Professionals in an ever growing and evolving Profession.

Introduction
Research studies suggest that approx. 95% of organisations have experienced some HR transformation over the past decade (Boroughs 2015, cited in Swift, 2016).
There has been a significant move from HR supporting line managers to manage their people, to supporting the business to achieve organisational sustainability and deliver its objectives.  The CIPD HR Profession Map supports organisations to achieve this by examining individual HR roles, what they do and how they operate across each specialism (Farnham, 2015).
CIPD HR Profession Map – Professional Areas and Bands that define the HR Profession
The Professional areas on the CIPD HR Profession Map describe the activities of HR Professionals, along with the knowledge required in order to be fully competent.  The CIPD believe that for all HR Professionals, there are two core professional areas sitting  at the centre of the CIPD HR Profession Map that ensure the HR function adds significant value (CIPD, 2019).
‘Insights, Strategy and Solutions’ is the first core area; relating to a clear understanding and knowledge of the organisation in which the HR Professional works, in order to develop effective solutions to meet the needs of the business now and in the future.  The second core area is ‘Leading HR’ which relates to the individual being a role model, not only in their specialism, but throughout the organisation.  Eight additional professional areas then encompass these two core areas (Woodhams, Perkins & Wilkinson, 2016).
‘Organisation Design’ ensures the structure and design of the organisation are able to effectively deliver its objectives.  ‘Organisation Development’ ensures that the workforce can deliver the company’s strategy and that its values are linked to achieving business performance.  ‘Resourcing and Talent Planning’ ensures the recruitment and selection process attracts individuals who can add significant value.  ‘Learning and Development’ ensures the workforce have all the skills and knowledge to perform effectively.  ‘Performance and Reward’ creates a performance culture by delivering strategies that recognise and reward performance.  ‘Employee Engagement’ ensures colleagues feel positive and valued within their organisation and that interventions are embedded where necessary.  ‘Employee Relations’ ensures all policies are up to date and provide consistency and transparency.  ‘Service Delivery and information’ ensures that HR data is managed correctly and delivered to colleagues efficiently and accurately (CIPD, 2019).
Accompanying the ten professional areas are four bands of professional competence.  HR Professionals can progress from one band to another.  Those who operate at Band One focus on process and data support, mainly being client focussed.  Band two is ‘Adviser’ level focusing on current priorities, supporting with HR issues and providing solutions for key stakeholders.  Band three operates at a ‘Partner’ level; leading a professional area and dealing with medium to longer term issues.  Band Four is for Leaders who are heavily focused on developing and delivering strategy (Woodhams, Perkins and Wilkinson, 2016).  
Behaviours that are essential to being an effective HR Professional
One definition of what it means to be a ‘Professional’ refers to an occupation that is controlled by a governing body of which you become a member when you join the profession but may also be expected to leave if you don’t reach the required standard. The majority of HR Practitioners within the UK are members of the CIPD which is the only professional body within the area of HR (Johns & Perkins, 2016).  The CIPD is also underpinned by a Code of Professional Conduct which ensures all members behave professionally, ethically and with integrity (CIPD, 2009).
It is important that all HR Practitioners commit to the behaviours highlighted in the CIPD HR Profession Map.  Firstly, the HR Professional is required to be ‘Curious’; always thinking strategically, being open-minded and continuously focusing on the future.  HR Professionals are also required to be ‘Decisive Thinkers’; being able to analyse information quickly before finding a solution and making a decision.  The HR Professional needs to be a ‘Skilled Influencer’; able to negotiate and be influential with key stakeholders at all levels.  HR Professionals are required to be ‘Personally credible’; therefore being known for their utmost professionalism and expertise in the HR field.   They are not only expected to be fully competent within their area of expertise, they must also be able to adapt their knowledge and skill to best support an organisation’s individual needs.  HR Professionals are required to be ‘Collaborative’ in their approach to all tasks and effectively work with individuals at all levels to achieve business goals.  They need to be ‘Driven to deliver’, determined to achieve results, resilient and strive to overcome any barriers. Achieving business Goals and doing what is best for its people always need to be at the forefront of the HR Professional’s mind.  They need to have the ‘Courage to challenge’ and be confident to speak up in new situations even when posed with a conflict of opinion.  Finally, the HR Professional is required to be a ‘Role Model’; objective and acting with integrity at all times (CIPD, 2019).
‘Thinking Performers’ will display all of the above behaviours. They will be the most effective and efficient performers.  Typical traits of ‘Thinking Performers’ are working innovatively with flexibility and confidence whilst also having excellent social skills and a great attitude (Reilly, 2019).  ‘Thinking Performers’ contribute significantly to an organisation in their individual performance, the value they add to the HR function and the business (Johns & Perkins, 2016).   
Recommendations
HR Practitioners should continue to use the CIPD Profession Map to develop and grow as Professionals.  Continuous Professional Development (CPD) needs to be ongoing to move HR Practitioners from one band to the next in order to strive towards becoming the ‘Thinking Performer’ that is fundamental in supporting the business achieve its objectives.  Continuous Professional Development is very different to a short term action plan; it’s a long-term commitment to future development (Woodhams, Perkins and Wilkinson, 2016).
Conclusion
The CIPD HR Profession map clearly sets out the skills, knowledge and behaviours that are expected of HR Professionals.  It also creates a transparent structure for career progression within the field of HR regardless of individual specialism.  It places Human Resource Management at the core of ensuring organisational sustainability by supporting the organisation to achieve its overall business and performance objectives whilst also ensuring its people are effectively managed (Farnham, 2015).
In 2018, the CIPD introduced a New Profession Map which remains focused on knowledge and behaviours required to add value within an organisation but also take into consideration new priorities and new specialisms that have been established since in the ever changing world of Human Resource Management (CIPD, 2018).
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