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BRIEF: OVERVIEW OF THE ROLE OF HR PROFESSIONALS. 
PURPOSE
The purpose of the brief is to provide an overview of the role of an HR professional in relation to the current CIPD profession map. 
BACKGROUND 
The role of an HR professional is often considered ambiguous wherein responsibilities involve management of workforce and the overall administration of the organisation to hire new employees. similarly, it has been observed that HR professionals operate with the help of principles they consider to be best practices for them. however, they do not consider if the said principles are appropriate for the organisation which often consequences in poor decision making (Mayne, 2021). For this, CIPD (Chartered Institute of Personnel and Development) has developed a professional map with the help of which, HR professionals can make an informed decision. In this document, therefore, an overview of the role of an HR professional is provided in relation to the CIPD profession map (Mayne, 2021). 
1. As an HR professional, one of my significant duty of mine involves hiring effective personnel for the job opening in the organisation I am employed in. For this, I have to develop processes through which I can recruit and select the appropriate personnel for the job opening (Michael, 2019). The principle I use during the recruitment and selection of the candidate is that “Work should be used as a force for good, for organisations and employees as well as the communities and societies they make up”. Further, another principle I use during the decision making is that I must always act with integrity and I must always strive for better (Mayne, 2021). 
2. Another responsibility of mine as an HR professional involves the management of talent effectively. That is, as an HR professional I must ensure that I hire talented people for the organisation and develop strategies through which I can make sure that the talented workforce of the organisation continues working there (Michael, 2019). While developing relevant talent management strategies, I use the certain principle of the CIPD profession map. Firstly, I ensure that the workers of my organisation always have access to all the HR professionals. I also understand that employees have the right to voice their thoughts and they must be treated fairly. I also recognise that people are worth caring for and investing in (Mayne, 2021). 
3. Another role of mine as an HR professional involves making sure that the workforce I have hired is from diverse backgrounds. After I have hired employees from the diverse background it becomes my responsibility in ensuring that anyone in the organisation isn't discriminated against due to their colour, religion, gender etc (Michael, 2019). the CIPD principle I associate with this practice is that “Work should always be safe and inclusive, recognising contributions in a fair manner”. Furthermore, I always ensure that I make value based decisions since I understand the implications of my action (Mayne, 2021). 
Respectfully submitted by: 
Ivan Medarev
HR professional at ABC company. 
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[bookmark: _Toc491176156]INTRODUCTION 
This report is based on the evaluation of HR practices within an organisation associated with employee sourcing. This report will critically evaluate the HR activities related to employee sourcing like planning, recruitment and selection. Later in this report, the learner will consider Cadbury as a case study and will analyse the evolution of HR practices namely, planning, recruitment and selection in Cadbury. 
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[bookmark: _Toc491176158]HUMAN RESOURCE MANAGEMENT 
Human resource management is the management of the workers working in the organisation. Over the years, the importance of human resource management has increased since now organisations have started using a "worker centric approach" rather than a "process centric approach" (Bei, 2018). Employee resourcing refers to the process of acquiring and then keeping a staff with the necessary abilities, competencies, beliefs, and dispositions. Planning, recruitment, selection, performance appraisal, compensation practices, and workforce engagement are all examples of HR activities (Papa et al., 2018). These activities of HR are briefly analysed below-
[bookmark: _Toc491176159]PLANNING 
Human resource planning or popularly recognised as HRP and manpower planning is the human resource activity that happens when the management of the organisation evaluates the need for hiring more manpower for the firm. For instance, Cadbury might believe that for the successful completion of a particular project they might need to hire more employees. The planning for the sourcing of employees is also done in order to ensure that the hired people will help in achieving the business objectives of the organisation (Van Mierlo, Bondarouk and Sanders, 2018). At the stage of planning, in Cadbury, the manager of the HR department collaborates with managers of other functions like the marketing department, function department, customer service department etc. to analyse the skills required for fulfilling the responsibility of the said job opening (Kosheleva and Bordunos, 2018). At the planning stage, it is also analysed if the said job opening can be fulfilled by internal promotion or by external hiring. Likewise, Human resource planning is constantly reviewing the organization in order to accomplish the organization's goals. This is beneficial to the company since it includes assessing information about existing personnel, helping the company to attain optimum structure and anticipate future requirements (Papa et al., 2018).
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Recruitment is the process through which the organisation encourages the potential candidate to apply for the job opening. At this stage, organisations like Cadbury advertises the job opening, roles and responsibilities associated with it (Cadbury, 2021; Hamza et al., 2021). Whenever the HR department is involving in recruitment activity they ensure that they attract the candidate whose personal objectives can be aligned with the business objectives. However, it is important to note that whenever the organisation has a job opening, they consider either hiring the employees internally and externally. 
INTERNAL RECRUITMENT- the process of internal recruitment involves fulfilling the job opening by the existing employee. That is, out of all the employees already working in the organisation, the most appropriate employee for the job opening is chosen. Henceforth, the chosen employee is either promoted or transferred for the purpose of fulfilling the job opening. With the help of internal recruitment, the company can ensure that they have to invest less time in hiring the employees since they don't have to screen the numerous application and CVs they will receive (Dany and Torchy, 2017). Further, internal recruitment either eliminates or at least shortens the overall induction process since the existing employees are already adjusted to the culture. Further, due to the probability of having a promotion, employee motivation is also increased. However, it is important to note that for grabbing the opportunity of promotion, conflicts in the organisation might arise. Similarly, if the employee is promoted to another position, the job position previously occupied by that employee becomes vacant (Oaya, Ogbu and Remilekun, 2017). Thus, the organisation will have to hire another employee for that position. 
EXTERNAL RECRUITMENT- External recruitment occurs when for the purpose of fulfilling the job opening, an employee is chosen externally. The job opening isn’t fulfilled by an already existing employee. For the purpose of recruitment, the hiring for the job opening is marketed on various digital platforms, print media and so on. However, it is important to note that there are certain strengths and limitations associated with it (Slavić, Bjekić and Berber, 2017). Due to the hiring of employees from external sources, the company has the opportunity to attract new skills and inputs. The company also gets to select the appropriate candidate from the vast amount of applicants.  
[bookmark: _Toc491176161]SELECTION 
Selection is the process through which the organisation decides the appropriate candidate as per the objective of the organisation. In various organisations, distinct processes are used for the purpose of selecting appropriate candidates. However, in Cadbury, three round of selection is used. Firstly, screening of the application will take place. At this stage, candidates are eliminated if they don't have the minimum qualification required for the job opening. At the next stage, a practical test occurs wherein the candidate’s skill assessment takes place. And at the last stage, an interview of the selected candidate takes place and there are skills are analysed by the HR manager (Hamza et al., 2021). After this stage, an appropriate candidate for the job opening is chosen and it is ensured that the hiring of the said employee will assist in the achievement of the business objectives.
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For the purpose of analysing the evolution of HR activities in the organisation, Cadbury is chosen. Currently, Cadbury has over 70,000 employees and thus from its establishment in 1824, the HRM activities in that organisation has evolved (Cadbury, 2021). 
[image: Cadbury (2020).svg]
Figure 1: Logo of Cadbury 
Source: (Cadbury, 2021). 
A brief account of the evolution of HR practices in Cadbury is briefly discussed below 
1. PLANNING- Planning is considered as one of the most significant prospects related to human resource management especially in Cadbury. However, over the years since its establishment, HR practices have evolved. Previously, in Cadbury, whenever any job opening was recognized, the HR department didn’t use to collaborate with managers of another department. That is, only the information regarding the job opening was used to provide to the HR department of Cadbury (Van Mierlo et al., 2018; Cadbury, 2021). However, due to the evolution of HR practices, nowadays, the HR department of Cadbury collaborates with the manager of the function wherein the job opening is present so that the HR department can analyse and comprehend the skills necessary in the candidate for the job opening so that appropriate candidate according to the business objective can be hired. In this way, the probability of hiring the right candidate increases. 
2. RECRUITMENT- Recruitment is the process in Cadbury wherein they attract the candidates who are suitable for the job opening. Previously in Cadbury, for the purpose of recruitment, print media was used. Due to this, the hiring used to take place locally. They generally used to advertise their job opening by releasing the information on their bulletin board and print media (Dany and Torchy, 2017). However, with the evolution of technology, nowadays, more advanced technology is used during the recruitment of the candidate. For instance, nowadays, job openings are marketed on social media channels like Twitter and Facebook so that the information regarding job openings can reach more people due to which the organisation gets more options while selecting the candidate (Slavić, Bjekić and Berber, 2017). 
3. SELECTION- Selection is the process through which Cadbury starts the process of selecting the appropriate candidate for the job opening. Earlier, while selecting the candidate only interview was conducted for the candidates who are selected. Due to this, the HR department had to take interviews of numerous candidates. Previously, the process of selection was both, time consuming and will consume other resources like money. Moreover, all the work did by Cadbury was manual in nature. However, as discussed earlier, due to the advancement of technology, much of the work is done using computers and other machines. Similarly, Cadbury has managed to develop three round process wherein at the first stage they used to filter the applicants on the basis of their qualifications mentioned in their CV. At the next stage, skill tests or practical tests are conducted wherein the candidates are further eliminated. And at the lasts stage, a handful of candidates are evaluated on the basis of the interview conducted (Dany and Torchy, 2017; Cadbury, 2021). Due to this three round comprehensive selection process, Cadbury has ensured that they hire the most appropriate candidate for the job opening. 
Thus, HR activities like planning, selection and recruitment have evolved in Cadbury in the above-mentioned ways. 
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From this report, the importance of HR activities related to employee sourcing in an organisation can be realized. This report consists of a detailed critical evaluation of sourcing activities like planning, recruitment and selection. In this report, the learner has also analysed the evolution of HR activities like recruitment, selection and planning considering the British multinational organisation, Cadbury Plc. 
REFERENCE 
Bei, X., 2018. Boundary Choices in Innovation: How does the Availability of Hiring Affect Firms’ Technology Sourcing Strategies?. Tech. rep., Working paper.
Cadbury, 2021. Cadbury. [Online]. Available at: https://www.cadbury.co.uk/ (Last accessed: 19 July 2021). 
Dany, F. and Torchy, V., 2017. Recruitment and selection in Europe Policies, practices and methods 1. In Policy and practice in European human resource management (pp. 68-88). Routledge.
Hamza, P.A., Othman, B.J., Gardi, B., Sorguli, S., Aziz, H.M., Ahmed, S.A., Sabir, B.Y., Ismael, N.B., Ali, B.J. and Anwar, G., 2021. Recruitment and Selection: The Relationship between Recruitment and Selection with Organizational Performance. International Journal of Engineering, Business and Management, 5(3), pp.1-13.
Kosheleva, S. and Bordunos, A., 2018. HRM systems effects as a basis for strategic HR planning. Human Resource Planning for the 21st Century, pp.83-102.
Mayne, T., 2021. CIPD Profession Map. [Online]. Available at: https://dpglearn.co.uk/blog/human-resources/cipd-profession-map/ (Last Accessed: 19 July 2021)
Michael, A., 2019. A handbook of human resource management practice.
Oaya, Z.C.T., Ogbu, J. and Remilekun, G., 2017. Impact of Recruitment and Selection Strategy on Employees Performance: A Study of Three Selected Manufacturing Companies in Nigeria. International Journal of Innovation and Economic Development, 3(3), pp.32-42.
Papa, A., Dezi, L., Gregori, G.L., Mueller, J. and Miglietta, N., 2018. Improving innovation performance through knowledge acquisition: the moderating role of employee retention and human resource management practices. Journal of Knowledge Management.
Slavić, A., Bjekić, R. and Berber, N., 2017. The role of the internet and social networks in recruitment and selection process. Strategic Management-International Journal of Strategic Management and Decision Support Systems in Strategic Management, 23(3).
Van Mierlo, J., Bondarouk, T. and Sanders, K., 2018. The dynamic nature of HRM implementation: a structuration perspective. The International Journal of Human Resource Management, 29(22), pp.3026-3045.
1

image1.png




