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Introduction
The Human Resources (HR) profession has developed dramatically throughout the years. It has evolved from personnel where it was predominantly viewed as simply a function to pay employees, to the HR of today which has become an indispensable part of an organisation. Megginson and Whitaker (2003) state the need for an individual to take control of their career by planning their Continued Professional Development (CPD). This will benefit the employee themselves as well as the business as a whole. The Chartered Institute of Personnel and Development (CIPD) have been a huge driver in the CPD process. The CIPD (2015) developed the HR Profession Map, which is a framework for HR professionals to follow, in order to develop their career, and in turn add value to the business.
[image: ]

2.1) Evaluate how the professional areas and bands of the CIPD HR Profession Map define the HR profession.
The CIPD Professional Map is made up of ten professional areas, two of which are at the core of the map which are Leading HR and Insights, strategy & solutions.  These areas are relevant regardless of what stage an individual is within their career or the role they have in an organisation, and are a driving force in the development of the HR professional as a forward thinking strategic individual rather than simply operational staff. The further eight functional professional areas within the HR Profession Map are Organisation Design, Organisation Development, Resourcing & Talent Planning, Learning & Development, Performance & Reward, Employee Engagement, Employee Relations and Service Delivery & Information. These are the main areas of the HR function and will help enforce the goals of an organisation. Often in larger companies they will be separated into different sections i.e Organisation Development would be responsible for the training needs of staff to ensure they are continually developing, and the employee relations would be the area that looked more closely at policies and advised managers of best practice. However, in smaller companies the HR department is usually made up of fewer staff meaning that employees within the department would need to be skilled and have knowledge of all the professional areas. 
In conjunction with the professional areas and behaviours there is the Four bands of professional competence. The CIPD (2015) state the bands map the contribution an individual makes at the different phases of their career within HR. The key areas in which these bands contribute are;
1. The relationship that the HR professional has with clients
2. The focus of the activities performed by the HR professional
3. Where HR professionals spend their time
4. What services they provide to clients
5. How their contribution and success is measured.
Regardless of what area of HR an individual works in they will be able to map out their journey using the bands. Knowing what band an individual is at whether it’s in band 1 and coming in at entry level or band 4 being in a leadership role will give the individual the tools to see what is required to take the next step in their career. By knowing what is required at each stage of their career it highlights what is required to be a successful professional in HR.

2.2) Explain why the behaviours identified in the CIPD HR Profession Map are essential to being an effective HR professional.
There are eight behaviours within the CIPD HR Profession Map which give an indication of what is expected of an individual in order to succeed and progress within a career in HR. The CIPD (2015) “describes eight fundamental behaviours that underpin good practice regardless of specialism.” These behaviours are;
1. Curious – This behaviour is beneficial as an individual looks at ways to improve and develop their career by actively seeking out new ways of developing ideas that best suit themselves as well as the company.
2. Decisive thinker – This behaviour will see an individual looking at facts and figures before making an informed decision that will help the needs of the business.
3. Skilled influencer – This behaviour is beneficial to a company as an employee can use their bargaining power in order to influence key stakeholders when making important decisions.  
4. Personally credible – This behaviour is a vital part of a HR Professional as by having the knowledge it builds crucial working relationships with different groups connected to an organisation. Stakeholders will be confident when dealing with a HR Proefssional.
5. Collaborative – This is again an important behaviour as it is imperative that a HR professional is able to work effectively with multiple people both within the business and wider world.  
6. Driven to deliver – This behaviour is essential for any HR Professional as it’s the back bone for all staff to be able to deliver on set business objectives and add value to an organisation to ensure the function is viewed as a business partner rather than simply operational staff. 
7. Courage to challenge – This behaviour is vital to a HR professional as staff within HR will have built up skills and knowledge relevant to situations that managers outside the department may not possess. An example of this would be to challenge a process if it did not meet current legislation.
8. Role model – This behaviour again is compulsory as a HR Professional as it is vital staff within the department set an example on what behaviours are expected within the business world. 
These behaviours are essential for an individual working within HR to become an effective HR Professional as when used in a positive way it will allow an individual to progress through the four bands and ensure continuing professional development. Although the CIPD (2015) are flexible with the behaviour an individual pays most attention to depending on what role they play within an organisation, they insist on the behaviours being followed in order to meet their requirements for professional membership. By being a member of the CIPD it will allow further development opportunities for an individual as it is recognised as the professional body for the HR Profession. 
Conclusion
The CIPD HR Profession Map is an ideal tool for an individual working within the profession to use in order to map out their career progression. It gives clarity to an individual and guidance at the different stages of their career on what is required to get to the next band and take the next step in their career development.
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