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Write a report in which you briefly explain:
· How the CIPD HRPM professional areas and bands define the HR profession
· Why the HRPM behaviours are essential to being an effective HR professional



It is commonly known that continual professional development has become high on the agenda with organisations in the modern age, no matter the profession (Taylor & Woodhams, 2016).  With people at the heart of the work of the Human Resource (HR) function, it is important that any development and/or practices carried out only enhances the profession, and thus the working lives of the workforce (Taylor & Woodhams, 2016).  This assignment will look at HR as a profession and evaluate the role the CIPD Profession Map plays in its definition, define what a ‘professional’ is and explain why the behaviours set out in the Profession Map are said to be essential to be an effective professional, before concluding.

A ‘profession’ is defined as having a body of knowledge at its core, having workers that apply that knowledge in their functions, and adhere to a code of conduct/ethics (Taylor & Woodhams, 2016).  The HR function has a vast differential body of knowledge at its core, across the wide range of areas that it covers.  Its workers must apply their knowledge and expertise daily, and there is a HR code of conduct developed by the Chartered Institute of Personnel and Development (CIPD).

The CIPD is an internationally recognised professional body that set the HR standards for professionals of all levels working within all aspects of HR (Cheese, 2018).  One of the ways they help shape and develop HR professionals is through the HR Profession Map.
[bookmark: _Hlk529523265]
[bookmark: _Hlk529523537]This Profession Map is a competency framework (Taylor & Woodhams, 2016) that outlines the skills and behaviours that HR professionals are expected to adopt, whilst looking to set practices to guide professionals to contribute to an effective HR function (Cheese, 2018).  The map can also guide a professional in how to progress in various ways – up the ladder or into other specialist areas (CIPD, 2018). The map was introduced in 2013 but has been revised in 2018 to provide principles in decision making, rather than “prescribing practice” (Cheese, 2018).  The 2013 map holds ten professional areas, eight behaviours and four bands of professional competence (CIPD, 2018). 
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These professional areas define the knowledge and actions that are required within each area at each of the professional bands (CIPD, 2018).  Within the ten professional areas are two core areas – Insights, strategy and solutions, and Leading HR – that are fundamental to all HR professionals’ practice, not matter in which area(s) they specialise or at what band they operate (CIPD, 2015). The other professional areas of operation are ‘Organisation Design’, ‘Organisation Development’, ‘Resourcing and Talent Planning’, ‘Learning and Development’, ‘Performance and Reward’, ‘Employee Engagement’, ‘Employee Relations’, and ‘Service Delivery and Information’ (CIPD, 2018).  

The four bands of professional competence describe the degree of complexity in all the behaviours within each of the professional areas (CIPD, 2015).  They help provide a pathway for any professional to progress, transitioning from one band to the next.  The bands provide a guide to the level of competence in five key areas – the relationship with the client, focus on activities performed, where time is spent on activities, services provided to the client, and the measures of their success (CIPD, 2018). 

Through the areas held in the Profession Map is encourages strong infrastructure, that looks after elements that are necessary for a staff member to be employed, with resourceful differentiators, that look at ways of getting the very best from staff members, to ensure, not only that an organisations outcomes meet or even exceed objectives, but that the working lives of the workforce are as enriched and valued (Taylor & Woodhams, 2016).  By assisting in the transition between bands, continuous improvement is made by the individual and therefore the HR function, adding value to the organisation (Taylor & Woodhams, 2016).

However, there is a limited number of areas.  The HR profession is changing with new specialisms being continually developed (Cheese, Our Profession Map, 2018).  These new specialisms may not fall under any of the 2013 ten professional areas.  It may not reflect the current HR function, nor is it future proof for further new developments. 

Lester (cited in Taylor & Woodhams, 2016) attested that a professional is an individual who utilises their “expert or specialist knowledge, exercises autonomous thought and judgement” and commits to a set of principles and behaviours.  This is applicable to those within the HR profession. 

The behaviours within the Profession Map describe how the HR professional should carry out their activities, the degree of complexity of which is dependent on their band (CIPD, 2015). These behaviours are ‘curious’, ‘decisive thinker’, ‘skilled influencer’, ‘personally credible’, ‘collaborative’, ‘driven to deliver’, ‘courage to challenge’, ‘role model’.

Since 2002, the CIPD have promoted that to be an effective HR professional one needs to be ‘thinking performer’, someone who consciously performs operationally (Francis & Keegan, 2006).  A thinking performer realises that best practice is not enough, therefore proactively analyses strategic purposes, challenges current practice to discern solutions, networking with key ‘customers’ to gain a greater understanding, all to deliver “next practice” (Taylor & Woodhams, 2016).  All of which encompass behaviours in the profession map.  

The behaviours also make for a ‘Business Savvy’ professional (Taylor & Woodhams, 2016).  One who curiously asks purposeful questions gaining insight and understanding, collaboratively making connections across the business and at all levels, is driven to deliver value and high performance due to the depth of understanding gained, has the courage to Challenge even when others’ behaviour/plans do not enhance the function’s effectiveness. All of which make an effective and valuable HR professional (Taylor & Woodhams, 2016).

When professionals display these behaviours, they adhere to the CIPDs code of conduct.  The code’s stipulations include asking its members to maintain and provide up-to-date knowledge, be a role model, challenge unprofessional conduct, influence development of practice (Taylor & Woodhams, 2016). All of which align with the behaviours.  

This assignment has looked at how the CIPD 2013 Profession Map categorised the HR profession into ten professional areas, each with a set of behaviours that all HR professionals should display according to each band.  These behaviours are vital for the HR professional to be display professionalism, be thinking performers, be ‘business savvy’, and in turn ensuring the HR directorate to function as it should – to protect, develop and enhance the workforce – adding value to the organisation.
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