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The 5DVP Developing Professional Practice unit is a cornerstone of the CIPD Level 5
Intermediate Diploma in Human Resource Management and Learning and Development. It serves
as a rigorous framework designed to transform HR practitioners from administrative executors into
strategic, self-aware, and ethically driven people professionals. In an era defined by rapid digital
transformation, shifting workforce demographics, and the rise of remote-first operational models,
the mastery of professional practice is no longer a luxury-it is a functional necessity for
organizational resilience.

The Core Objectives of 5DVP Developing Professional Practice

The primary aim of 5DVP is to enable learners to develop a profound understanding of the
knowledge, skills, and behaviors required by human resources professionals. This involves a dual
focus: evaluating the external requirements of the profession (as defined by bodies like the CIPD)
and engaging in an internal, reflective journey to identify personal development gaps. By the end of
this module, practitioners are expected to demonstrate how they can add value to an organization
while upholding the highest standards of professionalism and ethical conduct.

The Scope of the Professional Map

At the heart of the 5DVP unit is the CIPD Profession Map. This map acts as a benchmark for the
global HR community. It is structured to provide a clear pathway for career progression, moving
from foundational levels to strategic leadership roles. The map emphasizes that being an HR
professional is not merely about technical knowledge-such as knowing employment law-but also
about how that knowledge is applied through situational decision-making and commercial
acumen.

Theoretical Framework: The Pillars of Professional Practice

To master 5DVP, one must navigate several theoretical frameworks that underpin the concept of
'the professional.' These frameworks provide the scaffolding for the assignment and the practical
application of HR duties.

1. The Reflective Practitioner (Donald Schdn)
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Reflective practice is a critical component of 5DVP. Donald Schén introduced the concepts of refle
ction-in-action (thinking while doing) and reflection-on-action (evaluating after the event). For an
HR professional, this means constantly analyzing their interactions with stakeholders, their
management of grievances, and their effectiveness in recruitment to ensure continuous
improvement.

2. Kolb's Learning Cycle

David Kolb's Experiential Learning Model is frequently utilized within the 5SDVP curriculum to
explain how professionals learn from experience. The cycle consists of four stages:

- Concrete Experience: Encountering a new situation or reinterpreting an existing one (e.g.,
managing a difficult redundancy process).

- Reflective Observation: Reviewing the experience and identifying what happened (e.g., noting
that communication could have been clearer).

- Abstract Conceptualization: Learning from the experience and forming a new idea or modifying
an existing one (e.g., researching better redundancy communication frameworks).

- Active Experimentation: Applying the new ideas to the world around them (e.g., implementing
a new communication protocol in the next departmental restructure).

3. The 5 Whys and Root Cause Analysis

Problem-solving is a core skill identified in the JSON data for 5DVP. HR professionals must move
beyond surface-level symptoms to address systemic issues. Using Root Cause Analysis (RCA), a
practitioner can identify why a turnover rate is high or why a training program is failing, rather than
simply treating the immediate outcome.

Technical Analysis: Knowledge, Skills, and Behaviors

The 5DVP module breaks down professional competence into three distinct but overlapping
categories. Understanding these is vital for the summative assignment and professional mastery.

Comparison Matrix: Knowledge vs. Skills vs. Behaviors
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Knowledge

Skills

Behaviors

Category

Definition
The theoretical and technical

information required to perform a

role.

The practical application of
knowledge to achieve specific
outcomes.

The way a professional conducts
themselves and interacts with
others.

Page 3 of 7

TECHNICAL GUIDE | TECHNICAL PAPER

Examples in HR Practice

Employment Law, Talent
Management Models, Compensation
Structures.

Data Analysis, Interviewing
Techniques, Negotiation, Project
Management.

Ethical Integrity, Situational
Decision-making, Commercial
Insight, Valuing People.
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The Shift in HR Behaviors

Modern HR practice, as emphasized in 5DVP, has moved away from a 'rule-following' approach

toward a principles-led approach. This means that instead of looking for a specific policy for every

scenario, professionals use core principles (like fairness, transparency, and inclusion) to guide their

actions in complex, unprecedented situations.

Project Management and Problem-Solving in HR

As highlighted in the research data, 5DVP requires evidence of using project management

techniques. HR is increasingly project-based, whether it is implementing a new Human Resource

Information System (HRIS) or launching a cultural transformation initiative.

The HR Project Life Cycle

1.

Initiation: Defining the scope, stakeholders, and objectives. Using a Business Case to justify
the investment.

Planning: Creating a Gantt Chart or using Agile sprints to define timelines. Identifying risks
through a SWOT analysis.

Execution: Implementing the project plan while managing stakeholder expectations.

Monitoring and Control: Using Key Performance Indicators (KPIs) to measure progress against
the project goals.

Closing and Review: Conducting a post-implementation review to capture lessons
learned-essential for the 'Reflection’ aspect of SDVP.

Critical Problem-Solving Models

When faced with organizational challenges, 5DVP practitioners are encouraged to use structured

models such as the Rational Decision-Making Model:

Define the problem clearly.

Identify the decision criteria (e.g., cost, time, legal compliance).
Allocate weights to the criteria.

Develop alternatives.

Evaluate alternatives against the criteria.

Select and implement the best alternative.

Professionalism and Ethical Practice
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What defines a 'Professional’ in the context of 5DVP? It is more than just a job title; it is a
commitment to a specific set of values. Professionalism in HR involves maintaining confidentiality,
acting with integrity, and ensuring that the interests of both the employees and the organization are
balanced.

Ethics in Decision Making

HR professionals often face ethical dilemmas. 5DVP explores different ethical perspectives, such
as:

- Utilitarianism: Making decisions that provide the greatest good for the greatest number of
people.

- Deontological Ethics: Focusing on the rightness or wrongness of actions themselves, as
opposed to the rightness or wrongness of the consequences of those actions (duty-based).

For example, when handling a whistleblowing case, a 5DVP-trained professional would rely on the
CIPD Code of Conduct to ensure that the process is handled legally and ethically, protecting the
individual while addressing the organizational risk.

Practical Implementation: The Personal Development Plan (PDP)

A mandatory requirement of 5DVP is the creation of a Personal Development Plan (PDP). This is
not a static document but a dynamic roadmap for career growth. The process involves a rigorous S
elf-Assessment against the Profession Map.

Steps to Developing an Effective PDP

Step 1: Gap Analysis

Evaluate your current performance against the CIPD Level 5 standards. Use feedback from
managers, peers, and 360-degree appraisals to identify areas where knowledge or skills are
lacking.

Step 2: SMART Goal Setting
Objectives within a PDP must be SMART:
- Specific: e.g., "Master the use of Tableau for HR data visualization."
- Measurable: e.g., "Complete three advanced reports for the executive board."
- Achievable: e.g., "Enroll in a 6-week online certification course."
- Relevant: e.g., "Aligned with the organizational shift toward data-driven decision-making."

- Time-bound: e.g., "Achieve by Q4 of the current fiscal year."
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Step 3: Identification of Learning Activities

Learning is not confined to the classroom. SDVP advocates for the 70-20-10 Model of learning:
- 70% Experiential: Learning through on-the-job tasks and challenges.
- 20% Social: Learning through mentoring, coaching, and networking.

- 10% Formal: Learning through structured courses and reading.

Case Study: Applying 5DVP in a Change Management Scenario

To illustrate the practical application of 5DVP, consider an HR Manager at a medium-sized
enterprise undergoing a merger. The manager must utilize 5SDVP competencies to navigate this
transition.

The Problem

Post-merger, there is a clash of cultures leading to a 15% decrease in productivity and a spike in
voluntary resignations.

The 5DVP Approach

1. Situational Decision-Making: Instead of applying a generic culture-building program, the
manager conducts focus groups to understand the specific points of friction.

2. Project Management: The manager initiates a 'Culture Integration Project’ using a structured
timeline, identifying 'Culture Champions' within both legacy organizations as key stakeholders.

3. Commercial Acumen: The manager demonstrates to the Board how the turnover is impacting
the bottom line, quantifying the cost of recruitment and training for new hires.

4. Reflective Practice: Throughout the six-month project, the manager keeps a reflective journal,
noting which communication styles worked best with different departments, and adjusting their
approach in real-time.

Operational Challenges and Troubleshooting in 5DVP

Many students and practitioners struggle with the transition from 'doing HR' to 'reflecting on HR."
Here are common pitfalls and solutions:
1. Lack of Criticality

Challenge: Descriptive writing that merely says what happened rather than analyzing why it
happened or what could be done differently.Solution: Use 'The So What?' test. For every
statement, ask why it matters to the organization or your professional growth.
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2. Over-Reliance on Theory

Challenge: Citing models (like Maslow or Hertzberg) without linking them to actual practice.Soluti
on: Always bridge the gap. "By applying Herzberg's Two-Factor theory, | identified that the hygiene
factors (pay) were met, but the motivators (recognition) were lacking, leading to the redesign of our
internal rewards system."

3. Ignoring the 'Professional’ in Professional Practice

Challenge: Focusing solely on technical tasks and ignoring the behavioral aspects like courage,
influence, and ethics.Solution: Explicitly reference the CIPD Profession Map behaviors in your
project reports and self-evaluations.

Summary and Broader Implications for the People Profession

Mastering 5SDVP Developing Professional Practice is an essential milestone for any aspiring HR
leader. It provides a standardized language and a rigorous set of expectations that elevate the
status of the HR function within the business world. By integrating reflective practice, technical
project management, and ethical decision-making, practitioners ensure they are not merely
administrators but vital strategic partners capable of driving organizational success.

As the workplace continues to evolve with the integration of Al and the emphasis on Environment
al, Social, and Governance (ESG) goals, the foundations laid by 5DVP will remain the compass
for the 'People Professional.' The ability to learn, unlearn, and relearn-the essence of the CPD
cycle-is the ultimate competitive advantage in the modern economy. Professionals who commit to
the standards of 5DVP are better equipped to lead through uncertainty, advocate for their
employees, and deliver measurable value to their organizations, ensuring a sustainable and ethical
future for the world of work.
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