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HR Professionals
The Roles of HR Professionals, according to the Current CIPD Profession Map
The CIPD (The Chartered Institute of Personnel and Development) profession map sets the standards for duties of HR (human resource) professionals in the US and Europe. The concept of the CIPD profession map is simple and covers eight behaviours and ten operational areas at four competence levels. The map aids in regulating the behaviour, knowledge and focus of a particular HR professional, which are vital to the success of the HR department and the entire company (CIPD, 2021). The CIPD is structured to accomplish various objectives, including: acknowledgement of accomplishment via the confirmation of professional skills, the explanation of the notion of active personnel management, describe the professional qualifications of HR-workers, identify activity areas that are essential for acquiring HR-professional success or necessitating improvement, and participation in the organisation’s Management (O’riordan, 2017). The CIPD map uses research data, and it is regularly updated. Therefore, it provides relevant information on how to be an efficacious HR professional at all levels of career development. 
HR professionals develop and enforce HR policies, organise recruitments and receptions, coordinate benefit and compensation schedules, and evaluate staffing needs (Ahmad and Shariff, 2019). Furthermore, HR specialists cater for personal development, which involves career assessment, training, orientation, motivation and rewarding. Additionally, they support the entire organisation via strategy, insights, values, objectives and design. Therefore, HR professionals must have the proper skills, knowledge and conduct of a thinking performer. Thinking performers act operationally, think about their actions, discern their responsibilities and actively contribute to their objectives. 
The map explains the activities of each professional area, the required behaviour for each activity, and the bands that portray the trajectory and focus to developmental scheduling and activities. The two principal professional areas are leading HR and insights, as well as strategy and solution. A successful leader is a role model who is supportive to everyone in the company. Insights, strategy and solutions include creating workable solutions and insights, prioritised and customised according to the contextual and structural understanding of the business. The courage to challenge, curios, skilled influencer, role model, decisive thinker, collaborative, personally credible and driven to deliver are the prescribed behaviours by the CIPD map that guide how HR professionals should conduct themselves to offer value to the company (Syrigou, 2018). 
The map is relevant in practice for all HR professionals, from those who are beginning their careers to the highest-ranking managers. The map explains a range of personnel and processes linked issues, and it is equally applicable for professionals with multiple duties or specialised managers in remuneration, personnel selection, organisational development, talent identification and involvement. The HR card prioritises human resource managers’ duties and consolidates the company’s corporate HR strategy (Gupta, 2020). Therefore, it identifies the relevant professional areas for a specialist at a specific level of competence. 
The CIPD map acknowledges that a positive association between employees and the business is crucial to the inclusive performance of the company. Therefore, the HR function creates and upholds robust relationships through ethical and transparent procedures that adhere to the employment laws and guidelines to resolve internal problems (Alzola, 2018). Furthermore, the HR function supports the enactment of hands-on policies that minimise the risk of future crises.
An insufficient number of qualified and skilled individuals can lead to economic challenges that block the profitability and competitiveness of a company. HR develops and implements procedures and policies that affect every employee within the organisation. The policy of the HR function is to ascertain that all employees are engaged and their prospects accorded priority.
The Organisational Objectives within Resourcing Activities 
The HR function is responsible for ascertaining that different business objectives are accomplished by implementing robust recruitment and supporting performance management through development. The HR function aids the company in setting and delivering its business objectives and strategy through effective recruitment and development of the workforce. HR has an extensive remit divided into performance management, colleague retention, career planning, rewards, HR scheduling, recruitment and selection. The CIPD map portrays the significance of HR in the success of organisational objectives when informed by the predominant change within the business surrounding (CIPD, 2021). 
Planning, recruitment and selection form a vital part of a company’s overall resourcing tactics, which recognise and secure individuals required by the firm to succeed. The primary aim of recruitment is to generate a pool of suitably skilled individuals to facilitate the selection process by attracting numerous applicants. The fundamental goal of the selection procedure is to pick qualified applicants to fill the different positions in the company. The HR functions in recruitment and selection involve sourcing candidates, using interviews and tests to screen potential applicants, selecting candidates according to results, and on-boarding to ascertain that they effectively satisfy their new duties (Hamza et al., 2021). Therefore, employing efficient recruitment and selection procedures increases organisational performance. 
Human Resources Planning
The procedure of the HR planning includes developing strategies which will make sure that the skills and size of the company’s workforce are sufficient to meet the company’s needs. The function goals include forecasting, retaining, recruiting and improving the deployment of the employees and adapting to the outside forces, such as competition and technology (Ellinger and Svendsen, 2021). The HR function prepares an inventory of the current workforce that contains the number of workers, their technical qualifications, skills, preferred workstation, and technical abilities. HR then forecast the future demands for workers by analysing the current personnel and gap in competencies. Using this information, HR identifies the number of personnel needed and future organisational requirements. Forecasting uses quantitative and qualitative methods to make projections of the competencies needed in the future. 
Planning generates the specifications and actual requirements of the human resources (Zeebaree et al., 2019). The human resources plans initiate the recruitment process. Planning is essential as it aids in identifying the future human resources obligation of the firm. Effective human resources planning warrants an adequate supply of workforce in the company. Transport for London has a human resource planning system that ensures an adequate supply of quality staffing. The planning system caters for the replacement of personnel by monitoring retirement, terminations, and resignations. 
Recruitment 
HR recruitment is the practice of identifying individuals who can benefit the organisation; it also includes inciting the inspiration of these individuals to apply for a given position (Akter, 2019). ThIS HR function makes an effort to alert the applicants about the job requirements, qualifications needed to fulfil the task and the job opening available. The HR function decides whether to fill the vacancy internally or externally, depending on the availability of human resources, requirements of the vacancy and the organisation’s human resources policies. The HR sets a reasonable salary and benefits for the advertised vacancy to facilitate successful recruitment. 
HR sets up an effective recruiting system that pre-screens the applicants based on their interest in the company. The recruiting system useS telephone interviews or web-based interviews to screen candidates before the actual interview protocol. The screening helps eliminate candidates who do not have a sincere interest in the firm. Furthermore, the pre-screening process saves time and enhances the efficiency of the entire process.  
The HR must make recruitment plans that are aligned with the organisation’s strategic plans. Therefore, the recruiting plan and method should consider the type of job. The HR function can conduct internal recruitment, external recruitment or online recruitment depending on the job opening and the company’s policies. For example, Transport for London has an established recruit process. The process begins with submitting the application form and screening through online ability testing and situational judgement test. The screening process proceeds to a video or telephone interview. Then the candidates are evaluated using written exercises, group exercises and role-play. Lastly, HR conducts a competency-based interview.  
Selection 
Selection is the procedure of picking the candidates out of the total pool of applicants who have the necessary qualification and competence needed for the task to be filled in the company (Hamza et al., 2021). Selection fundamentally refers to choosing candidates from an external recruitment process, but HR can apply selection methods like transfer or promotion for internal recruitment. Thus, recruitment and selection form a crucial part of the human resources system. Recruitment is the positive procedure that targets attracting numerous candidates for a particular job; selection is a negative process of picking the best applicant, thus rejecting others. 
The selection process has an essential role, as work performance depends on the selected employees. The HR function determines the company’s competitiveness and, consequently, the quality of the workforce. Selecting the best talents gives the organisation advantage over its competitors. A robust selection process that picks candidates based on merit motivates the existing personnel as selecting the right employees for the task results in an effective organisation. 
The selection process starts with an introductory interview and ends with an employment offer. The HR conducts different selection criteria for different levels of job. The selection process can be affected by the availability of particular skills, political consideration, company’s policy and unemployment rate. In addition, the selection includes conducting aptitude and personality. Recruitment and selection are time consuming and expensive procedures, so the HR managers must ensure they select qualified candidates to help the firm achieve its objectives. Transport for London selects the qualified applicants based on merit and the results of the recruitment.  
How HR is Evolving in Transport for London
Transport for London (TfL) is a governmental organisation in charge of the transport system in London, England. Transport for London manages principal road routes, London’s buses, trams, taxis, cycling provision, river services and various rail networks. TfL is managed by board members appointed by London’s Mayor. The commissioner of TfL heads a management team with diverse functional responsibilities. TfL has about 28,000 staff, making the human resource department into essential management functionality (Transport for London, 2021). Since the organisation’s formation in 2000, human resource functions have evolved with time to meet the current business challenges.   
Planning 
Traditionally, the HR function was responsible for record-keeping and backing line managers with the correct procedure. Currently, HR is responsible for analysing trends in performance and developing training and support mechanisms that eradicate underperformance (Suherli et al., 2020). The HR managers use this information to plan for human resources and decide the quality and size of the future workforce to accomplish organisational goals.  
The HR department at TfL plans for continuous training programs for employees to ensure the availability of a competent workforce. The HR professional studies the performance trends to determine the number of employees required by the company to function optimally, and therefore schedule recruitment. Performance records are used for evaluation when considering individuals for promotion and internal recruitment. Moreover, the HR function has set reasonable salaries for all employees and compensate for overtime, thus ensuring that the workers are satisfied. 
Historically, the HR function utilised distinct techniques and tools to accomplish objectives; but in the current business environment, HR operations involve using computer systems to store diverse information and utilise the information for human resources planning and forecasting processes (Pessach et al., 2020). Human resources management systems are electronic-based systems that offer all the details associated with the current human resources inventory and aids in monitoring personnel availability. The aim of the system helps accomplish optimum usage of existing personnel and planning for future needs. For example, Transport for London has a human resource planning system that enhances employee efficiency by offering opportunities for promotion, transfer, rotation and deputation. The system also monitors retirements and resignations to prevent a shortage of human resources.   
Recruitment and Selection
Initially, the recruitment and selection functions were a back-office service for human resource managers of TfL. The process was manual, and managers could not fill the positions on time. As company evolved and changed strategies for satisfying the new marketplace demands, so did the need to change the talent acquisition and personnel experience (Jatobá et al., 2019). HR departments have invested in new technologies to provide an optimal recruitment and selection journey for potential candidates. HR managers currently use recruiting platforms with inbuilt solutions such as behavioural assessments, artificial intelligence, applicant tracking, scheduling tools and reporting technologies. The integration of technology and the recruitment process has fast-tracked the talent acquisition process and has eliminated the redundant data associated with manual recruitment. 
The recruitment and selection process for Transport for London has also evolved to incorporate technology. The recruitment process involves submitting applications, situational judgement tests, online ability testing, telephone or video interviews and competency-based interviews. The application is online, encouraging many potential candidates from anywhere in the globe. The online ability test and situational judgement test help in screening and eliminates applicants who do not have the minimum qualifications, therefore, easing the work for the TfL’s HR department.  
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