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Activity 2 

CIPD HRPM professional areas and bands and how behaviours are essential to being an effective HR 

Professional 

According to CIPD (no date) the HR Professional Map (Map) identifies what professional standards HR 

Professionals (HRPs) adhere to, how to plan and benchmark throughout their career and how it conducts 

its role to the stakeholders of an organisation and their role as ethical stewards to make sound decisions 

based on their knowledge through continuous professional development (CPD).  

The Map is utilised by anyone in HR to build on their capabilities regardless of role, level or specialism for 

their own developmental planning or for the use within the HR team or organisation.  It can be operated 

anywhere in the world across all sectors and it determines the best human resources underpinning skills, 

behaviours and knowledge.   

The Map has three elements; ten professional areas, eight behaviours and four bands and transitions.  It 

details activities to develop competencies to progress through the four bands and the behaviours which 

need to be exhibited when carrying out the activities.  Woodhams et al (2016) refer to these as the 

capability framework which emphasises the contribution everyone embarks on within their career. 

Two core professional areas at the heart of the framework are insights strategy and solutions referring to 

knowledge, skills and behaviours required to develop the business using the insights, tailoring strategies 

and solutions to meet the organisation’s requirements using a situational approach.  Armstrong and Taylor 

(2017) observe HRPs strategically work towards the goals and values of the organisation.  In essence, to 

think about what the organisation wants delivering unique organisational insight, meeting current needs to 

identify opportunities, potential risks and priorities providing HR solutions; understanding the bigger 

picture observing the impact of events has on activities whilst utilising analytical tools from personal 

experience and management information to understand external factors to challenge the status quo. 

The second professional area leading HR refers to the need to act as a role model leader contributing to 

the organisation’s need through your own efforts or through supporting, developing and measuring others 

across the organisation (Woodhams et al, 2016).  To be ‘business savvy’ is essential in order for HRPs to 

function to influence events rather than reacting to them.  To add value to stakeholders through effective 

people management and leadership culture ensuring the HRP are visibly working collaboratively. 

Alongside the core areas are eight technical professional areas:- 

Organisation design (OD) ensuring the organisation is designed to deliver maximum impact in the short 

and long term.  HRPs are required to have a broad awareness of OD practice and activities as they have 

information on people’s data and knowledge of undiscussable issues and performance challenges 

therefore they are able to identify the right opportunities (CIPD, 2018). 

Organisation development focusses on aligning culture, behaviours, skills and performance.  Stanford 

(2011) considers HRPs act as business partners working with line-managers to produce high performing 

stakeholders.  Acting as key players on organisation’s strategy focusing less on basic HR transactions and 

instead on adding business value. 
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Resourcing and talent planning is attracting the right people and creating competitive advantage through 

assessment, selection, induction and exit.  CIPD (2018) refers to HRPs playing a critical role in supporting 

and facilitating processes ensuring the right skills are employed at the right time, place delivering the 

organisation’s objectives. 

Learning and development (LD) in both the short and long term devising learning strategies to motivate, 

learn and grow.  HRPs are responsible for their own LD to continually improve their own knowledge, skills 

and competency.  It is important to create an environment of a learning organisation to actively engage, be 

innovative and be responsive to change (Woodhams et al, 2016).   

Performance and reward ensures the reward systems are market-based, equitable and cost effective. 

Employee engagement determines employer brand, engagement interventions and employees displaying 

emotional intelligence. 

Employee relations range from conflict management to clear and transparent frameworks underpinned by 

policies, procedures and relevant law. 

Service delivery and information to stakeholders on resource data establishing customer requirements, 

approach, project and change management.   

Supplementing these are eight behaviours which validate achieving the activities:-   

Curious therefore open minded and innovative adding value to the organisation. 

Decisive thinker who uses data and information to identify options and make recommendations. 

Skilled influencer who is capable of influencing diverse stakeholders on organisation value. 

Personally credible whose HR expertise adds value to the organisation and stakeholders through 

professionalism, collaborative working with people internal and external. 

Driven to deliver exhibiting resourcefulness. 

Courage to challenge having the confidence to challenge when confronted with resistance or unfamiliar 

situations. 

Role model therefore leading by example acting with integrity, impartiality and independence.   

Behaviours are essential to becoming an effective HRP as Moran (2013) reported on the behaviour curious 

stating; observing the world around you in a tough economic climate HRPs are required to see the wider 

organisational issues, sector trends, competitor foresight, and technological advancement in and beyond 

your organisation. Therefore, to have the ability to think analytically, critically and be a thinking performer.  

(Mcdonnell and Sikander, 2017, p. 83-101) reflect HRPs have the ability to build effective relationships, 

influence, negotiate and lead in order to be effective, efficient and ethical. 

The CIPD (2018) highlighted a case where HRPs utilised the professional areas and behaviours within the 

Map demonstrating professional values and competencies from adding value, stakeholder involvement, 

business acumen, change, insight focus, talent management and resourcing to name a few.  Mencap had 

difficulty recruiting good long-serving employees therefore it put together a team to promote the charity’s 

values focussing on recruitment and advertising campaigns and integrated people with learning disabilities 
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on the recruitment panel.  Within six months this inclusive approach achieved a decrease in turnover of 

new hires falling from 33.7% to 14%.   

Accompanying the professional areas are four bands and transitions which follow the HRPs career.  As the 

HRPs transitions from one band to the next renewing their perspective on what is important, any new skills 

to focus on and what they can relinquish in order to move through the bands.  The Map utilises CPD which 

is built on reflective practice by improving knowledge moving from Associate to Chartered Member to 

Chartered Fellow if they desire.  Band one is customer orientated delivering administrative processes.  

Band two is an advisory role. A HRP in the infancy of their career falls between these two bands.  Band 

three leads a professional team understanding the business functions and can provide solutions, challenge 

decisions and give insight.  Band four operates strategically in a leadership role understanding the 

organisation’s industry and dynamics. 
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Activity 4 

Group and team dynamics and how political behaviour impacts on organisational objectives 

Watson (2014) summarises groups and teams are interlinked stating individuals working together for a 

common goal where there is social communication, a pattern of relationships and sharing.  Differences are; 

to be part of a group individuals contribute individually towards the common goal and the evaluation of 

their performance is dependent on their individual contribution.  To be part of a team is defined as a group 

of members who have complementary skills who are committed to a common goal with collective 

responsibility for the results who enter into a psychological contract with one another.  

Google embarked on an initiative to build the perfect team; it reviewed their best teams to find out if they 

shared interests or whether everyone was motivated by the same rewards.  Google stressed that 

psychological safety was critical to making the team work as well as other behaviours such as clear goals 

and creating a culture of dependability (Duhigg, 2016). 

HR Professionals (HRPs) must be able to work with one another as poor team work can affect an 

organisation’s productivity and individual motivation therefore dynamics of group situations need to be 

comprehended in order to provide a strong cohesive team (Johns and Perkins, 2016).  Management should 

focus on communication and group dynamics strategically to increase the effectiveness of teamwork 

within organisations.   

Effective teamwork is essential in hospitals, surgical teams work collaboratively with different professionals 

providing safe, effective care in order to maintain high performing teams. It was noted the primary cause 

of surgical error was the breakdown of communication.  Training was developed that had transportable 

competencies which can apply to any surgical team following the design of a training needs analysis.  

Communication, mutual monitoring skills, being alert to mistakes, being able to speak up regardless of 

position, standard language, and ensuring messages are accurately received together with role-plays and 

simulated surgery formed the training programme (Lacerenza et al, 2018). 

Mohanty and Mohanty (2018) conclude communication is important; it is intertwined with group dynamics 

affecting how groups function.  Therefore dynamics of group environments should be explored as these 

could be affected by different factors such as the nature of individuals within a group and structure of the 

group. 

There are many theories on group behaviour; Tuckman’s Forming, Storming, Norming, Performing and 

Adjourning (Mullins and Christy, 2013) is deemed the most influential foundation for modern thinking on 

teams and teamwork (Nestor, 2013).   

 

Mullins (2006) refers to Belbin’s Team Role Model (BTRM) Plant, Resource Investigator, Co-ordinator, 

Shaper, Monitor-Evaluator, Team Worker, Implementer, Completer, and Specialist illustrating team’s roles 

and dynamics.   

 

Owen (1996) completed a case study of the Red Arrows utilising BTRM over two years with two different 

teams the outcome was the same and the Red Arrows successfully learnt the new display.  It determined 

BTRM held value but could not explain the process of maintaining a high performing team as the teams’ 

profile differed while performance remained. 
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Miller (2014) refers to Tuckman’s model stating leaders need to manage the processes at the storming 

stage utilising Hersey/Blanchard Situational Leadership approach to determine how the team develops and 

their own leadership style together with BTRM in order to become high performing teams and thus 

avoiding getting trapped in Tuckman’s early stages.  At the forming stage a leader is required to be 

directive.  Belbin’s shaper or co-ordinator tends to be more inclined to this. At the storming stage where 

power and control are an issue the leaders style can be questioned therefore conflict can occur.  Belbin’s 

team worker can withdraw it if necessary to redefine goals to discuss emotions and to coach.  At the 

norming stage it is imperative to be supportive and a facilitator encouraging team roles to share ideas and 

opinions.  Organisations function by manager and supervisors exercising leadership accordingly Higgs, 

2006, (as cited in Armstrong and Taylor, 2017, p.150) state leadership behaviour accounts for 50% of the 

difference between change success and failure.    

  

Political behaviour refers to behaviours including organisational politics, influence processes, power 

struggles and conflict in order to gain advantage with winners and losers (Dubrin, 2009).  

 

Rodgers (2008) recognises that formal strategies, plans and programmes do not change, it is through 

informal interactions of individuals who play an influential role on the impact of power and politics on an 

organisation’s outcome concerning performance and decision making.  Individuals share their experiences 

and perceptions and evaluate these as they go along in informal coalitions.  For most parts this is done 

informally throughout the organisation and managers cannot stop this or control it however, they can 

influence by reframing communication, thinking culturally, acting politically, building coalitions, embracing 

paradox and providing vision. 

 

Huczynski and Buchanan, 2010, (as cited in Johns and Perkins, 2016, p. 84) highlight power-plays and 

negative use of political activity which cannot be ignored.  Armstrong and Taylor (2017) refer to groups 

exercising power whether directly or indirectly and the use of influencing to achieve results can be 

misused.  HRPs will need to be effective influencers in order to convey their knowledge and expertise to 

managers and supervisors.  Yemm, 2008, (as citied in Johns and Perkins, 2016, p.84) believes influencers 

display certain attributes to be friendly, to build alliances, have expertise and knowledge, have bargaining 

skills, have vision and empowerment.  Without creating an open and trusting atmosphere the influencer 

may be challenged and asked difficult questions to avoid this the influencer must convey their thoughts, 

listen and communicate to teams and at times bargain and compromise. 

 

Thomas (no date) ascertains there are positive and negative political behaviours either self-driven by their 

own needs and goals or shared organisational goals.  Workplace politics is often viewed as toxic.  

Armstrong and Taylor (2017) identify in such cases you will see individuals exhort to powers of persuasion 

to legitimise their actions to their colleagues but self-interest and influencing is foremost in advancing their 

career at the expense of others.  Politicking can have a negative effect on an organisation and can be taken 

to excess leading to feuds between emails, people or departments which is counterproductive.  Dulude 

(2014) cites a positive approach is to become politically savvy which relates to leadership behaviours and 

qualities to become an effective leader and strengthen political skills.  Therefore, to build collaborative 

relationships, to think before you speak keeping composure, to put people at ease and the use of 

networking demonstrate skilled interpersonal influence.  

 



Kate Houston - 1403228 
 

Armstrong and Taylor (2017) ascertain knowledge is power therefore HRPs should exercise political 

sensitivity and liaise with key decision makers in order to ascertain opposition or indifference before 

making final decisions as those politicking are influencers within the organisation. 
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Activity 5 

Undertake a self-assessment against a section of the CIPD HR Professional Map, at Band 2, to identify 

your professional development needs.  The section should include: 2 professional areas (1 of which 

should be a core area) and at least 2 behaviours. 

 Select at least 3 development options to meet your development needs 

 Devise a personal development plan in which you detail your development objectives and justify 

development options selected. 

I have undertaken a self-assessment development plan in order to future my career within HR and to 

ensure development.  I began by using the CIPD HR Professional Map, 2013 to ascertain my current 

banding based on my knowledge set and behaviours.  This was useful to understand what HR functions I do 

well and those which I need further development with.  Furthermore, I have used the Professional Map to 

explore those professional areas I am interested in currently and which I believe will enhance my career 

linking them to my organisation’s requirements to plan my developmental needs going forward.  

 

As of November 2018, CIPD (2018) has introduced a new styled Professional Map focussing on knowledge 

and behaviours and instead of referring to activities to ensure generic best practice it focusses on the 

impact it has on work and values-based decision-making. The core values and purpose which drive the 

professional standards remain the same but as new roles emerge and opportunities arise the new 

Professional Map will ensure you are kept future-fit adapting and incorporating them.  The Professional 

Map was developed collaboratively with CIPD members, market leaders and industry experts with 19,000 

people from across the world.  The Professional Map has three new professional values, two completely 

new specialist areas to learn from and fourteen core knowledge and behaviour areas.   

 

CIPD (2018) recognised the 2013 Professional Map was antiquated as new specialisms and ways of working 

have emerged and with that the role of people profession has changed.  The new Professional Map will aid 

in making sound decision making regardless of whether there are rules and guidance available, it will allow 

you to prove your worth based on the impact you make, it will inspire new people to join the profession 

with relatable news stories based on people professionals have on employees, organisations and the wider 

society and focusing on ethical practice, inclusive working and the value of people.  The new Professional 

Map enables you to take a critical approach to the functions within your organisation allowing for 

questioning such as how good are we and are we doing enough? 

Before the launch of the new Professional Map I had already began to use the 2013 Professional Map to 

identify my banding in each of the professional areas and behaviours therefore I will continue for this 

activity to use the 2013 Professional Map (CIPD, 2013). 

 

Before beginning to access my knowledge, skills and behaviours in order to ascertain which band I am 

operating in and at which banding and transitions I need to move to I used the online tool on the CIPD Map 

to identify which areas of HR seem to be of the most interest to me.   I answered various questions and the 

table below assisted me in choosing which professional areas to access (CIPD, 2018), please see below.  
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It was essential I accessed my knowledge, skills and behaviours in the two core professional areas namely 

Insights, Strategy and Solutions and Leading HR.  Once I completed the online tool for these professional 

areas I used the information from above to select professional areas I am most interested in namely; 

Organisation Design, Organisation Development, Learning and Development, Performance and Reward and 

Employee Engagement.  I answered a series of questions in all mentioned professional areas to ascertain 

my banding. 

The following is a snapshot of my results:- 

 
 

My individual results were as follows:- 

Core Professional areas: Banding: Appendix 

Number: 

Insights, Strategy and 

Solutions 

Developing 28 

Leading HR Developing 29 

Functional Professional areas: 

Organisation Design Developing 30 

Organisation 

Development 

Developing 31 

Learning and 

Development 

Developing 32 

Performance and Reward Developing 33 

Employee Engagement Developing 34 
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Behaviours: 

Curious Emerging 35 

Decisive Thinker Developing 36 

Skilled Influencer Developing 37 

Personally Credible Developing 38 

Collaborative Developing 39 

Driven to Deliver Meeting 

Expectations 

40 

Courage to Challenge Developing 41 

Role Model Meeting 

Expectations 

42 

 

Overall, I came out as level: developing in the majority of the professional areas and behaviours however, 

my level was emerging in the behaviour Curious.  In the behaviours Driven to Deliver and Role Model my 

level was meeting expectations. 

 

Utilising a development plan (see Appendix 43) I will prioritise areas for my development in one of the core 

professional areas namely, Leading HR.  This is based around being a role model leader through using my 

own effort and assisting in supporting, developing and measuring across the organisation.  It will be 

essential to be supportive in an activity, to co-ordinate an activity sharing my insights and best practice 

ideas with my colleagues.  To implement this I will need to gage feedback from my colleagues.  I am 

currently updating the organisation’s procedures as I do, I am requesting feedback from the i2i Group 

before circulating to all employees.  This will strengthen my advice, knowledge set relating to HR policies 

and procedures.  I will seek approval from my Manager, I will seek solicitor’s advice and I will observe my 

Manager in providing advice across the organisation. 

Alongside this core area I have identified one of the additional eight functional professional areas which 

again I feel need continuous professional development in the future namely, Employee Engagement.  This 

is an area I am most interested in and currently I am exploring well-being initiatives and the impact this has 

on stress in my organisation.  This area concentrates on strengthening the connection all employees have 

in their work, colleagues and in the organisation.  If employees are satisfied in their work they will have 

greater impact on the organisations goals. To do this I want to seek colleagues’ viewpoints on employee 

surveys relating to employee engagement utilising questionnaires and 1:1’s.  To research how other 

organisation’s gage employee engagement in order to maintain energy and confidence in the organisation 

such as participation survey’s and exploring what ateb could use.  To evaluate the best way forward for 

ateb and be able to present my findings in an appropriate format to my Manager and the Senior 

Management Team.  This will be my first project utilising these skills I would aim to undertake other similar 

projects in the future. 

 

In addition, I identified two behaviours the first was Curious as my level is that of emerging and Decisive 

Thinker which my level is developing. 
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Curious was that of emerging therefore I need to increase my knowledge set and skills in this area.  This 

relies on looking outside the organisation and looking to the future.  Currently, I am on a working group 

looking at the future needs of ateb from work space and design of our building, agile working, terms and 

conditions and flexibility for our workforce to name a few.  All working groups have had difficulty to see 

the bigger picture and to provide options above the norm instead providing safe recommendations.  Our 

Chief Executive wants us to be creative and innovative therefore to be curious and provide suggestions for 

ateb’s future that are not necessarily what our competitors are doing now but to come up with 

recommendations that will reflect our needs in 10-20 years to equip us to stay competitive therefore 

looking beyond.  In order to achieve this I will need to look at other organisations, connecting to social 

media, newsletters and blogs and other research setting up working groups and trailing new initiatives, 

processes or approaches going forward. 

I have chosen the Decisive Thinker because this is a key behaviour I want to develop in.  I want to have the 

ability to analyse and understand data in order to develop options for ateb to make recommendations that 

are robust defendable decisions in a timely manner.  Our department is continually looking for better ways 

to deliver our service and to offer our employees best service this would include requesting feedback on 

our service across all our sections e.g. learning and development, employee engagement etc…  I will need 

to work with my Manager and my team and explore our functions and service and find alternative ways to 

provide our services if warranted.  To do this I would need to gather information from other organisations, 

look at research already out there and request reflective feedback from ateb’s employees. 

In devising the development plan for my continuous professional development I was conscious of my 

learning style which I established using the Honey & Mumford questionnaire (see Appendix 13) that of 

activist, pragmatist and reflector.  I established I had a strong preference for activist with equal scoring of 

both pragmatist and reflector which were of moderate preference.  I recognised it is essential to want to 

achieve high performance therefore this is my main aim.  Over the coming years I wish to be able to 

transition through the Profession Map moving up in the banding therefore my development actions 

require that I gain experience and skill in my perceived weaknesses. 

 

My learning style suggests I perform less well with the implementation stages therefore to rectify this I 

have set timeframes in 2020 to ensure that I continually develop processes and initiatives and continually 

evaluate these.  A further weakness of an activist which I can empathise with is to lose interest and 

become bored therefore setting an elongated timeframe will motivate me to stay on track.  An activist also 

is known to lack planning therefore by setting development actions in the development plan with 

timeframes and target dates to said outcomes this will assist in the application of this skill. 

 

As I have a moderate preference for the learning style of a pragmatist I am aware that I may lack patience 

with people’s ideas and I act on ideas that I am attracted to first.  Therefore in order to develop I have tried 

to include actions were I hold 1:1’s and focus groups working in teams and to reflect on group decisions 

and importantly my own decisions.  Hopefully by including team working and group discussions I can 

consider other people’s views and suggestions and when possible alternatives. 

I recognised by completing the VARK assessment (see Appendix 9) which determines my preference of 

learning that I am fundamentally that of an aural learner therefore recognising this I have included a lot of 

interaction with different people throughout my development plan as this is a perceived strength.  I have 
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ensured I work collaboratively with my colleague and Manager talking through procedures, reading out key 

points of the procedures, using role play to answer questions that may arise, feedback from group work 

such as i2i as I appreciate this is how I remember detail rather than writing and reading. 

 

I appreciate that as a reflector I can be indecisive consequently I have included measuring my success in my 

outcomes that I prepare reports on employee engagement and present my conclusions and 

recommendations to my Manager and the Senior Management Team. 

 

I scored low on the learning style of a theorists consequently I have included areas within the plan to 

research and read, to research legislation, to stay connected reading newsletters and such like therefore I 

can strengthen my ability to analyse and synthesise utilising principles, theories, models and systems 

thinking increasing my intellectual ability. 

 

I also undertook Belbin’s Team Role Model questionnaire (see Appendix 14) at the beginning of my studies 

therefore I have attempted to reflect on this model throughout the development plan for instance my 

preference is that of a Team Worker whose strengths are diplomacy and someone who listens these are all 

essential skills when dealing with groups where I need improvement is that of indecisiveness and being 

easily influenced.  I believe that broadening my expertise, knowledge and skills in the behaviours of 

Decisive Thinker and Curious will encourage this.  My second preference is that of Specialist in Belbin’s 

questionnaire the main weakness of this team role is that you fail to see the bigger picture by choosing the 

behaviour Curious I am able to explore the bigger picture learning about other organisational issues. 

I believe by concentrating on these areas this will provide a sound foundation on Human Resource 

Management to future my career and my understanding of how to approach decisions and problem-

solving.  Taylor and Woodhams (2016) refer to being able to justify your approach or decisions across 

Human Resource Management to ensure your arguments are both robust and evidence-based and thus 

have knowledge of the business environment which is ever changing and evolving.  As I proceed with 

continuous professional development I will utilise the new Professional Map 2018 to ensure my impact on 

work and values-based decision-making. 
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