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Activity 2
Report of the range of HR roles and behavioural requirements of HR professionals

Introduction
Meaningful Continuous Professional Development (CPD) increases productivity, encourages creativity and improves staff engagement and retention (CIPD, 2005). CPD is currently a key focus of the human resources agenda. CPD should benefit the organisation and the individual, giving the most up to date, relevant information and allow application of learning within the profession. The CIPD’s HR profession map outlines the competencies required within the HR role, with the prime function of driving professional development. (Perkins, Wilkinson, and Woodhams, 2016)

This report will evaluate how the CIPD HR Professional Map (HRPM) bands define the HR Profession.  It will also define how the behaviours in the CIPD HRPM are essential to being an effective HR professional. 

Findings
HR professionals are Human Resource Management (HRM) is about adding value. This can be achieved by maintenance activities, crisis prevention, continuous improvement and change management to maximise the contributions of employees, whilst inspiring them to be the best they can be (CIPD, 2015).  In order to achieve this, the HR professional needs to demonstrate many behaviours that are identified in the CIPD HRPM.  These will be discussed later. 

The CIPD HR Profession Map is a progressive framework, to supports all HR Professionals at any level through four developmental bands of professional competence, from band 1 at the start of an HR career transitioning through the bands to band 4.  A band 1 HR Technician, would be directly working with the client, transitioning to a band 2 advisor, progressing to a band 3 consultant and finally, to the other end of the scale, a band four leadership colleague, who would lead and develop strategies.  The HR professionals in this example would work at differing degrees of complexity, striving to develop within their profession.  There are five areas that the CIPD HRPM assess level of competence towards.  These are, where the time is spent, service provided to the client, the relationship with the client, focus on activities performed and the measure of success (CIPD, 2015).  

There are ten professional areas in total, two of which are at the core of the professional map.  The difference between the two professional areas (Insights, strategy and solutions and leading HR) and the remaining eight, is that they are relevant to all HR professionals, regardless of their experience, band or role.  These core areas focus on the people and organisational context, providing a direction (CIPD 2015).  Insights, strategy and solutions focusses on the development of the HR professional in relation to the business context, aligning organisational needs with political, environmental, economic and social drivers.   HR professionals will strive as they transition through the bands, from gaining and understanding to leading strategically.   Leading HR promotes the HR professional as a role model, supporting, developing and assessing the workforce, ensuring that HR is visible within all areas of the organisation and providing a support function to lead the workforce (CIPD, 2015). 

The eight other professional areas are organisational design, organisational development, resourcing and talent planning, learning and development, performance and reward, employee engagement, employee relations and service delivery, and information.  These allow HR professionals to assess their performance within a specific role. 

The eight behaviours identified by the CIPD HRPM are to be curious, a decisive thinker, skilled influencer, personally credible, collaborative, driven to deliver, have the courage to challenge and a role model.   There is a growing importance that HR professionals need to be a ‘thinking performer’ (Taylor & Woodhams, 2016), this demonstrating the links between the professional map and the HR role. Similarly, the CIPD suggest that HR professionals need to be ‘business savvy’ (CIPD, 2015), involving knowing the business model, generating insight, connecting with curiosity and leading with integrity (Taylor & Woodhams, 2016).  This not only links with the core professional areas relating to insights, strategy and solutions, it also relates to all eight behaviours mentioned above.   Being ‘business savvy’ also relates to the other professional areas of HR. 

HR professionals have to adhere to the CIPD Code of Conduct, which requires some of the behaviours identified in the profession map (Taylor & Woodhams, 2016).  This document outlines that members should establish, develop and maintain relationships built on trust and therefore involve being personally credible, a role model and challenge unprofessional behaviour (CIPD 2015).  

As with the professional areas, there is an expectation for HR professionals to progress through the bands.  If being curious was considered, at band one, a HR professional would be expected to be open to change and comfortable with failure.  A band 4 would promote a culture that supports continuous improvement and innovation. 

A professional makes use of specialist knowledge, skills and expertise (Lester 2010).  HR professionals should be business and change focussed (Perkins, Wilkinson, and Woodhams, 2016), expert facilitators, building capability of the workforce to lead and deliver change (CIPD, 2015).

The HR fuction is to enable staff to maximise their potential (Taylor & Woodhams, 2016).  In order to achieve this, there is a requirement to be a skilled influencer, have credibility, the ability to work collaboratively and a role model.  (CIPD, 2015)

Taylor (2014) identifies three ways a HR professional can contribute to an organisation, delivering business objectives, being an ambassador for effective people management and providing an excellent HR administrative function (Taylor, 2014).  Delivering business objectives relates to the insights, strategy and solutions professional area as well as others.  The ambassador and HR administrative function relate to the leading HR core professional area.  
Conclusion
Having considered the CIPD professional map, the professional areas and behaviours provide a clear pathway for all HR professionals to continuously develop within their role, both personally and professionally.  The self-assessment tool provides the flexibility for HR professionals to work within their specialities, whilst having the ability to develop other professional areas at a different pace. 
Cheese (2018) introduced the Profession Map 2018, updated to meet the needs of the changing profession.  Although discussion has been around the 2013 professional map, having identified the similarities, the relevance to the HR profession remains the key focus of the framework. 
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