In September 2007, the CIPD published a report on the changing HR function.  The report identified that HR Professionals considered recruitment and retention of key staff to be a major priority, followed by developing employee competencies, improving the management of people performance and maximising employee involvement and engagement.  

The CIPD launched the 2013 Profession Map in 2009 to set the standards for HR professionals and how the activities, knowledge and behaviours are needed for success. It can be used by anyone working at any level in Human Resources (HR) or Learning and Development (L&D). The Map is used by HR Professionals to plan their development and build their HR capability. 
 
There are ten professional areas – two of these professional areas – ‘Insights, Strategy and Solution’ and ‘Leading HR’ are at the core of the Profession Map as they apply to all HR Professionals, regardless of the level they are working at. The Map outlines the professional areas which describe what HR Professionals need to do and know for each area, and defines the eight behaviours that are essential for HR Professionals to carry out their activities. The professional areas and behaviours are identified across the four bands of professional competence. The four bands set the standards for the professional areas and behaviours. 
 
Since the CIPD Profession Map was launched, the role of the HR profession has evolved. In order to realign the Profession Map to changing priorities, the CIPD developed the New Profession Map in 2018, which focuses on the core knowledge and core behaviours that HR Professionals need to make a valuable contribution to the people and the organisation. The common purpose and core values set the professional standards for all HR Professionals. The new Map shows HR Professionals how being evidence-based, principles-led and outcomes-driven lead to making better decisions for the people, the organisation and the profession. Using the four impact levels, the Map defines the six core knowledge areas and eight core behaviours required to excel at each level.
 
The core knowledge areas are necessary to be an expert in people, work and change – they represent everything HR Professionals need to know in order to be a specialist in their role. The core behaviours are necessary to be an effective people professional. From ethical practice to valuing people, they enable HR Professionals to create value for people, organisations, society and the HR profession. Finally, the Specialist knowledge areas exist to inform HR Professionals how to develop and apply their expertise to make a positive impact.
 
 The personnel function was introduced in the late nineteenth – early twentieth century.  The primary function of the personnel department was to look after the wages and welfare of workers. The main duties of personnel employees included hiring workers, maintaining employee records, processing wages, dealing with the Trade Unions and overseeing the report card performance appraisal process. These were fairly basic administrative tasks.
Towards the end of the twentieth century, the Personnel function evolved into the Human Resources (HR) function.  This change brought with it an appreciation that non-monetary factors could influence employee motivation and subsequently, increase productivity.  Employees were now being considered as a resource to the organisation rather than previously being considered as the cogs in the company machine.  
The HR function had a modern approach, with people management being a key priority.  The HR role was no longer the administrative function it once was. The role had developed strategically, with the main duties including recruitment and development, providing a challenging work environment, negotiating compensation and benefits packages and carrying out performance related appraisals
More recently, the role of the HR function has evolved further, with the introduction of Strategic Human Resource Management (SHRM).  The HR function was valued for its contribution. A realisation that the people were no longer just a resource, but now an asset to the organisation.  The role of SHRM is not just to hire, or recruit – it is to attract and retain the best people. 

The HR function can be split into transactional HR roles and transformational HR roles. 
Transactional HR is the traditional HR role that supports the day-to day administration of the people function. This is a process driven role that involves carrying out routine and repetitive tasks, from benefits administration i.e. enrolment in company pension scheme to processing terminations and conducting exit interviews.  
Transformational HR builds on the transactional HR role with the introduction of Strategic Human Resource Management (SHRM) which focuses on the strategic goals, objectives and values of an organisation.  

There are many challenges faced by todays modern organisations, from economic changes, constant developments in technology and changes in government legislation to the uncertainty surrounding Brexit. These challenges and many more, force organisations to implement change in order to succeed and grow. 
Change is inevitable, so understanding how to enable change effectively is essential to success. It’s also important to understand that if change is not managed effectively, it can have a long term negative effect on the organisation and subsequently the people – potentially losing key employees and lack of employee engagement and morale.
  
Understanding how to effectively manage change is a core knowledge area of the CIPD’s New Profession Map.

It is essential for HR professionals to be involved in driving organisational change.
There are a number of Models of Change that organisations can adopt when going through a change process from Beer et al’s six steps to effective change and Kotter’s Eight Step Change Model to the DREC Simplified Model of Change and Lewin’s three-stage Model of Change.  
Each change model has its advantages and disadvantages. For example, one of the criticisms of Kotter’s Eight Step Change Model has a ‘Topdown‘ approach – this means that change is instigated by the top level management of an organisation, which can result in missed opportunities.

 
 The DREC Simplified Model of Change highlights the fundamental phases of change that people normally experience, which are Denial, Resistance, Exploration, Commitment.
Denial is the first phase. This is where people do not believe that the change is happening, to the extent that they may convince themselves that nothing will change. The uncertainty felt during this phase can make people feel insecure and anxious, which in turn can affect morale.  Therefore, regular and effective communication is critical at this phase.
The second phase is resistance. People come to the realisation the change is taking place and it is unavoidable.  This phase fuels feelings of anger, self-doubt and fear as people are pushed out of their comfort zone.  Challenging behaviours emerge and people look to others for solidarity and reassurance. In order to avoid any setbacks, the organisation must consider and respond to the concerns of those affected by the change. Communication is key to successfully passing through this phase.
Exploration is the third phase and while people are not fully accepting of the change, they come to understand the rational for the change process.  Behaviours start to change and people begin to voice ideas, make suggestions and explore what the change means for them. The organisation needs allow people the time to come to terms with the change.  This phase is the turning point in order to move on to the final phase.
The final phase is commitment. People regain control and accept and embrace the change - the new way is now the norm.  Productivity and efficiency are restored and the organisation starts to see the benefits of making the change. Success is shared and celebrated with individuals for their contribution and commitment to change.  

According to Kurt Lewin, change should happen in three stages: Unfreezing – Change – Refreezing.
Lewin’s Three-Stage Model of Change is one of the oldest and most well-known change management models.
Unfreezing – Ensure that employees are ready for change by making them believe that change is necessary.
Change – This is the implementation stage where change is executed.  
Refreezing – Ensures that the change becomes permanent by reinforcing the new ‘norm’.

Outsourcing to a specialist HR company eliminates the expense of recruiting and training in-house HR employees to perform duties such as payroll and absence recording.  Experts in these fields will be able to perform these duties efficiently and effectively, resulting in substantial savings, particularly labour costs as well as .
Outsourcing also allows HR employees to be relieved of the many administrative tasks involved with employee related responsibilities, which in turn gives them more time to focus on the organisation’s strategies.
Specialist HR companies often have greater knowledge of HR legislation which can reduce the organisations exposure to liability and reduce risk.
Outsourced services are typically used by small to medium sized enterprises (SME’s) that don’t have or can’t afford a dedicated in-house human resources function, so the benefits of being able to access specialist skills and knowledge, reduce risk and make cost savings are an attractive alternative to an in-house HR function.  

Dave Ulrich’s Three-legged stool model proposes splitting the HR function into three distinct roles that complement each other:
Shared services are a centralised service group that deals with routine HR functions such as recruitment, absence monitoring, data analysis and payroll.
Centres of excellence are small teams of experts in the field of HR with specialist knowledge in areas such as reward, recruitment, employee engagement and organisation development.
HR Business Partners are senior HR professionals who work closely with Managers to ensure policies and procedures fit the organisations goals, objectives and values. 
The ultimate aim of the three-legged stool model is to move the role of HR from administration to strategy.

The HR function and line managers need to work together to ensure successful people and performance management. While the HR function has overall responsibility for people and performance management, the evolving role of HR means that many of the people responsibilities previously carried out by HR have been redirected to line managers. Although the responsibility for pay, benefits and employee relations tend to stay with the HR function, line managers are responsible for day-to-day people management, including training, allocating work, monitoring workload and measuring performance.  As line managers have regular contact with their direct reports, it’s understandable that they would be the first point of contact when an employee raises a concern. It is important that HR works closely with line managers to develop their capabilities to ensure consistency, transparency and fairness when dealing with such issues.
The CIPD sets high standards for its members and there is a requirement to adhere to the Code of Professional Conduct, which stipulates four overriding principles that apply equally to all levels of membership:
1. Professional competence and behavior
2. Ethical standards and integrity
3. Representative of the profession
4. Stewardship. 

Ethical Practice is a core behaviour of the CIPD’s New Profession Map. 

The Equality Act 2010 (Gender Pay Gap Information) Regulations 2017 came into force in April 2017.  The legislation requires private and voluntary-sector organisations with more than 250 employees to publish and report specific figures about their gender pay gap.  
In July 2017, the BBC published a report that revealed an inequality in pay between male and female employees. The report highlighted that two-thirds of its stars earning more than £150,000 are male.  
In October 2017 it was reported that the gender pay gap at the BBC was 9.3% against a national average of 18.1%.
In January 2018 it was reported that six of the BBC's leading male presenters agreed to take pay cuts in a bid to support their female colleagues. 
The BBC pledged to close the gap by 2020, saying the corporation should be "an exemplar of what can be achieved when it comes to pay, fairness, gender and representation". 

HR must have meaningful and reliable systems for evaluating HR services. There are a number of effective methods for evaluating HR, from service level agreements (SLA’s), key performance indicators (KPI’s), benchmarking, balanced Scorecards, objective setting and staff satisfaction surveys.
Key Performance Indicators (KPI’s) are used to measure performance against a set of measurable objectives.  For HR, a KPI could be measuring absence.  The absence rate measures loss of productivity due to sickness absence. The absence rate can be calculated by dividing lost time by total work days scheduled. Ideally, KPI’s need to be SMART objectives –’ Specific, Measurable, Achievable, Realistic and Timebound’. 
A more strategic approach to evaluating HR is the balanced scorecard.  The balanced scorecard is a strategic performance management system used by organisations to set strategic goals, develop action plans to deliver those goals and develop strategies to monitor the delivery of those goals.  The balanced scorecard relies on the following four perspectives to define the organisations goals, action plans and performance metrics:
Customer perspective – how do we ensure customer satisfaction?
Financial perspective – how do we increase profits and manage costs?
Internal Business Process perspective – what processes do we need to be good at to deliver our goals?
Learning and Growth perspective – how will we learn and evolve?
The balanced Scorecard is particularly useful in evaluating HR services as it allows users to monitor quality and service as well as financial metrics. 
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