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[bookmark: _Toc58581113]Introduction
The CIPD Profession Map enables HR professionals at all levels to efficiently perform their key roles such as recruiting/selecting the right candidates, training and developing the employees and managing their performance to ensure that the company’s mission/goals are accomplished. It outlines the core knowledge/behaviours and specialist knowledge areas required by HR professionals to contribute positively to the organisation’s performance. The Human Resource Management (HRM) function’s responsibilities towards delivering the company’s resourcing-based objectives in recruitment/selection are discussed in the context of Southwest Airlines, a leading, US-based low-cost airline. 
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[bookmark: _Toc58581115]A Briefing Statement Defining a HR Professional, with Reference to the Current CIPD Profession Map
The primary role of the HRM function is to improve the organisational effectiveness and sustainability by ensuring that the employees enable the organisation to attain its mission/objectives successfully (Bányai, 2019). Important objectives of the HRM function are:  effectively manage and utilise the organisation’s human resources to ensure that it accomplishes its goals, objectives and mission/vision; identify and address the employees’ needs; improve and maintain the staff’s morale; motivate employees; enhance employees’ skills/capabilities to perform their jobs efficiently; and promote good team spirit among employees for effective teamwork (Bailey, et al., 2018).  
According to the current CIPD Profession Map, the main purpose of a HR professional is to support and encourage better work lives for employees (CIPD, 2020). The Profession Map lists the behaviour and knowledge required by HR professionals to effectively handle their vital roles of recruiting the right candidates, training/developing employees and managing their performance so as to ensure that the organisation attains its vision/mission and objectives. As such, irrespective of whether the HR professional has begun his career in the HR field or is a senior leader, the CIPD standards helps the individual understand the knowledge/behaviours essential for HR professionals to take better decisions, act confidently, deliver outstanding performance, make a significant positive contribution to the organisation, drive organisational change and advance in their individual careers.  
The core knowledge band in the CIPD Profession Map lists the following knowledge areas, required by HR professionals: adopt appropriate people-related practices, develop a favourable/positive organisational culture, possess a good insight about the organisation’s commercial context, understand/analyse analytics to develop insight, apply technology in people-related context and drive organisational change effectively (CIPD, 2020). 
The Profession Map’s core behaviours refer to the behaviours, which basically define the HR profession and emphasises on decision-making based on evidence and ethics (Whiting & Martin, 2020). These include ethical behaviour to build trust; courage to speak openly and influence others skilfully; building a shared/common purpose among employees and facilitating employee development; working/collaborating inclusively and effectively across frontiers to attain positive results;  making good use of opportunities to learn and improve; gaining a better insight about issues/problems; taking appropriate practical, situation-based decisions; possessing a commercial drive and facilitating change for value addition. The Profession Map’s specialist knowledge areas enable HR professionals to apply individual expertise. These include developing a comprehensive approach concerning employee engagement and welfare that brings the best in employees and gives freedom to raise concerns; ensuring that the employer-employee relations are managed satisfactorily through relevant regulations and transparent practices; building an inclusive culture; ensuring that employees possess the essential knowledge/skills and experience to address individual/organisational goals and requirements; applying behavioural science/systemic approach to boost organisational performance; applying analytics to guide decision-making; implementing effective resourcing practices to ensure good fit of candidates and outlining appropriate reward approaches that suit the organisation’s current/future requirements and market-based conditions.



Personal SWOT Analysis 

Figure 1: Source: Made by Student (2020), Adapted from CIPD (2020)
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This task describes HRM’s responsibilities towards delivering the resourcing objectives concerning planning, recruitment and selection and how these activities have evolved in the context of Southwest Airlines, a leading American provider of low-cost flight services (Southwest, 2020). An organisation’s HRM function encompasses the various organisational activities that concern recruiting, selecting, describing the job/work role, training, developing, assessing, rewarding, guiding, controlling and motivating the employees (Wilton, 2019). HRM thus covers the entire framework of policies, philosophies, practices and procedures to effectively manage the relations between the organisation’s management and its workforce (Abiyah, 2018). Management of people has undergone a sea change since the 1980s when it was primarily viewed as an administrative/operational function to being a management function, considered as a crucial source of the organisation’s competitive advantage and long-term viability. Southwest Airlines’s main competitive advantage lies in its strong emphasis on hiring the correct candidates that conform to the company’s brand image as a customer-oriented company (Thibodeau, 2019). The organisation firmly believes that its employees represent its single largest strength; it strives to provide exceptional customer experience, which is delivered by its employees with the right attitude and helping/serving nature.
HRM’s primary responsibility is to outline, develop and implement policies and initiatives, which are designed to make the most of the organisation’s human resources. People resourcing encompasses ensuring optimal staffing for the business’s existing and future requirements through activities such as planning, recruiting, selecting and inducting employees along with managing talent, succession planning and employment termination (retirement/redundancy management) (Emeagwali, 2017). Other important functions of HRM include managing employee/team performance to ensure that the organisation’s goals/objectives are attained through goal-setting, performance-reviews and training/development. The function is also responsible for reward management, which involves outlining/implementing reward and compensation systems that comprise individual/team and financial/non-financial rewards such as benefits, incentives, increments and promotions; determining individual/team development requirements and organising learning/training programmes; and maintaining good employee relations with the management by ensuring employees’ concerns are voiced, maintaining good communication network and involving employees in the organisation’s decision-making process (Hook, 2019). 
Resourcing activities, which include planning, recruitment and selection, represents a vital function of HRM. The HR professional would first carry out HR planning and then proceed with recruiting and selecting the final candidates. HR planning determines the type and number of employees, essential to attain an organisation’s goals/objectives (Leatherbarrow & Fletcher, 2018). Research constitutes a key aspect of HR planning as relevant information should be collected and analysed to estimate the company’s future HR requirements and forecast HR supplies. 
Recruitment refers to attracting qualified candidates by issuing job vacancy advertisements in various media (print, television, social media etc.) (Whiting & Martin, 2020). Recruiting employees can be either done through internal sources, which involves hiring the organisation’s existing employees through promotion/job rotation/transfers, or external sources, which involves inviting external candidates for the job role. Organisations can use online (internet) recruitment, hire employment agencies or undertake campus recruitment for external recruitment. Job description and person specification are two important documents used in the recruitment process. Job description includes job-specific details such as the role’s responsibilities and tasks, working hours, salary, incentives and work conditions (Bailey, et al., 2018). Person specification comprises details pertaining to the knowledge/qualifications, skills, experience, qualities, attitude/interpersonal skills, training and abilities essential for the job role. 
Selection of the right candidates for a job role begins by testing the candidates using oral or written tests on relevant subjects, group discussions and interviews and finally verifying the candidates’ background to check their credentials and genuineness (Whiting & Martin, 2020). Selecting the right candidate is vital to ensuring that the organisation possesses a workforce that is capable of achieving its main goals and objectives.   
Southwest Airlines, which possesses a workforce of nearly 56,000 employees, mainly uses external recruitment to fill its vacant positions; however, the company has recently started focusing on internal hiring (Thibodeau, 2019). The company hires nearly 6,000 candidates for full-time employment every year through external recruitment while internal recruitment accounts for 1,500-1,800 hires every year. 
Employing the right candidates with the right knowledge, skills, experience and attributes is paramount to achieving the organisation’s main goals/objectives. To ensure effective recruitment/selection process, the HRM should be able to access a large talent pool that would improve the chances of finding the right candidates; use well-designed job description and person specification documents to attract and connect with top talent; adopt a well-defined selection process to screen the several job applications;  identify the candidates that complement the organisation’s work culture/vision through personality assessments; and streamline the pre-screening, shortlisting and interviewing processes (Hook, 2019). Companies currently use technology to screen resumes that closely match the key job requirements and necessary skills. Southwest Airlines is seen as an exceptional player in the US airline sector that is often censured for its average service and non-friendly staff (Dru, 2019). The company’s employees are perceived by customers as friendly and ready to offer their best services. This is due to the fact that the company’s recruitment and selection processes are value-driven and emphasise more on the candidates’ attitude/qualities rather than on their experience/skills. Prioritising on employees has enabled the company to establish its brand as synonymous with good service quality.
Southwest adopts a prolonged/meticulous approach towards recruitment to ensure that only the right candidates that fit well with its culture are selected (Thibodeau, 2019). The company’s job description document lists the attributes that it looks for in prospective candidates, such as warrior spirit (indicating a strong desire to perform well, innovate and act boldly); a heart to serve (prioritise others first, serve customers proactively and respect them); and fun-loving nature. Southwest conducts behavioural tests/interviews to check if the candidates possess these traits (Dru, 2019). For example, the interview/test questions would involve asking the candidates if they had earlier contributed towards a co-worker’s success. Group interviews are also conducted, where the behaviour of applicants towards other applicants is observed and assessed. Care is taken to ensure that the candidates’ values synchronise with the company’s core values. Less emphasis is placed on skills, which the organisation believes can be developed through training. Southwest Airlines takes care that only individuals, who serve as passionate, selfless and hard-working role models for other employees are chosen as key leaders.    
[bookmark: _Toc58581118]An Analysis of How the HRM’s Responsibilities towards Resourcing are Evolving in Southwest Airlines
In the recent decades, the recruitment and selection processes have evolved with the job market, becoming growingly driven by the prospective job applicants (Ployhart, et al., 2017). Over the years, a majority of employers have started recruiting candidates online either through their corporate website’s ‘Careers’ section or through online job portals, given that it represents an effective means of finding the best talent (DeCenzo, et al., 2016). The job market has become more candidate-driven; as such, a key factor that differentiates one employer from the other is the package of benefits that they provide to the best candidates. Candidates, who are on the lookout for attractive employment opportunities, are also adopting a proactive approach in interacting with recruitment agencies/consultancies, organisations and executives. 
In contrast to older recruitment/selection practices, organisations are employing an array of technological tools to lure and engage a huge talent pool (Wilton, 2019). Examples of these tools are online job advertisements, online evaluation tests, systems to track applicants and video interviews. Skills testing that include several assignments are used to ensure if the candidates fit well within the organisation. The recruitment/selection processes in organisations have evolved with the advent of internet and smartphones in the past decades. Though the desired outcomes of employer/candidate remain the same from these processes, technology has simplified the process of advertising job vacancies and selecting the right candidates for the advertised role with the availability of huge databases of candidate resumes and skill/experience details online. Selection tools have helped ease the process of matching the applicants’ skills/qualifications with the job advertised. Nonetheless, irrespective of the major impact of technology, significant human efforts are involved in matching the right candidate skills/qualifications/experience with the job’s requirements. 
Southwest Airlines is famous for adopting novel recruitment methods; it uses digital technology tools such as online job advertisements to attract and connect with good talent (Southwest, 2020). The company emphasises more on the individual’s personality/qualities rather than on their skills/experience. Although the company uses digital technology in its recruitment/selection process, it emphasises on identifying the candidate’s fit with its culture by observing their behaviour/responses in interviews and group discussions. Though time-consuming and painstaking, the company’s innovative selection approach has evolved over the years to focus on determining whether the candidates’ values synchronise with that of the company. Once the job applicants assemble at the organisation’s premises, the recruiters observe their interaction with other applicants (Dru, 2019). The candidates are then required to attend in-person behavioural interviews, where they are assessed on various behavioural dimensions (such as customer service focus, sensitivity etc.). Supervisors/managers, under whom the candidates would work in future, are asked to partake in the selection process.
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The CIPD Profession Map provides the main knowledge areas and behaviours/attributes essential for HR professionals to perform their roles satisfactorily and contribute significantly towards the achievement of the organisation’s goals/objectives. The report provides an insight into the organisational objectives within planning, recruitment and selection activities that should be delivered by the HR function. The recruitment/selection processes of Southwest Airlines, a leading American low-cost airline that considers its workforce as a key source of competitive advantage, are analysed. 
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Strengths
* Good academic qualifications
* Excellent interpersonal skills. Good trust-building abilities
* Courage to speak openly. Good, effective oral/written communication skills
* Outstanding time management skills
* Quick learning ability










Weaknesses
* Inadequate experience  in HRM , building a positive organisational culture and driving organisational change
* Lack of experience in HR decision-making
* Lack adequate knowledge in applying relevant HR technologies used in people-related analytics
* May react based on emotions









Opportunities
* Employment opportunities in organisations that require HR professionals with good educational qualifications and excellent HR skills
* Job opportunities that allow adopting behavioural science to improve performance
* Job roles that require candidates who can facilitate employee collaboration across frontiers






Threats
* Competition from candidates with more experience and better academic qualifications in the HR field
* Competitive threat from candidates who are well-versed with HR technologies
* Lack of good job opportunities in HR field due to market uncertainties





3

image1.png




