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BRIEFING STATEMENT ABOUT CIPD PROFESSIONAL MAP



This statement is about evaluation of CIPD Profession Map, how it is helpful to the human resources departments, is it missing important areas which must be include or it is good enough to be used by HR professionals.
[bookmark: _Hlk56867071] The profession CIPD map evolved since 2013, designed to guide work development and planning careers for people profession. Created by business leaders, profession experts, academics and others, the map is helping to all people, willing to know how to develop their career’s path. The Profession Map is guideline for all individuals, teams and human resources department how to step into the new work environment (Franklin, 2018). The purpose of the Profession Map is to get the best out of people, taking new opportunities and developing new skills for better outcome for the economies and social life. Everyone can use the CIPD Map in order to understand how good their performance in the organisation is, how to improve it, is it confident enough and what else can bring to the organisation for better personal or professional outcome. The CIPD is presented like a graph in which every circle is designed to represent the knowledge, behaviour and values needed to be taken better decisions from professionals (https://peopleprofession.cipd.org/profession-map). 
[image: ]
[bookmark: _Hlk56867135]Resource: (https://acacialearning.co.uk/wp-content/uploads/2019/02/profession-map.jpg)

A human resources professional must know how to select and hire the right person for the certain position in an organisation. The updated map is designed to help them to classified people and make better decision in hiring people. The map is value-based and therefore the centre of the circle is the purpose, highlighting the role of HR to maintain the better work. The changing environment and economic, the development of technologies required new way of employment and development of HR management. Therefore, the map is improved to be more efficient and helpful to the specialist in human resources department (Faragher and Webber, 2018). Other important part of the map is the principles, where is highlighted the importance of people, professionalism and work. The evidence- based is about the research of people’s behaviour, stakeholders concern, business performance and others. The core knowledge section includes culture and behaviour, digital working, people practice, and this is important for understanding their impact on the working environment. Core behaviour contains few examples of behaviour which helps to determine effective people for the certain job. The specialist knowledge section is about understanding the employee experience, relations, to create culture in company for knowledge and development and other factors which influence the relationships at work (https://peopleprofession.cipd.org/ ).
The new map is made to offer support of the HR specialist in the early point of their work and is improved to include the new skills and way of employment in the changing world. It is built to look in the future, for the development of employment and be used by professionals to make better decisions in hiring people (Faragher and Webber, 2018). The added sections and explanations to the map are clarifying what a HR specialist should consider when hiring people in the organisation and is helpful to understand the importance of the values, the relationships with employees, behaviour and the knowledge for the people involved in the company.























EXECUTIVE SUMMARY 

This report is about the meaning of human resource and human resource management. It is written to define the HR functions and explain their implementation. Using internet sources, books and articles, this report defines and analyse the significant role of HRM in the business, what approaches, models or strategies HR department embraced to discover the best employees needed for the organisation.




DEFINITION OF HR AND HRM, HR FUNCTIONS AND HRM MODELS



Human resources departments start their development in 19th century with the industrial revolution and the need of managing the misunderstanding between employees and employers. HR is involving in planning, hiring and firing job applicants. The department is responsible for training people, compensation and benefits and updating with key and law information the employees. The HR are important section in every company, which duty is to measure the efficiency and productivity of each member of the staff and protect the organisation from problems appeared within labour force (Kenton, 2020). The concept of employment of people and managing them develop in the human resources management (HRM). The HRM defines as function in organisation which manages all issues with employees in the company. HRM combine the human capital management, resourcing, learning and development, employees’ relations and well-being and others and it is straightforward and strategic approach to development and hiring of the staff in a company (Armstrong and Taylor, 2014). HRM aims to support the achievement of the company’s objectives, to develop the human resources strategies, to ensure the high-level of performance of the company, to built good relationship between employees and management team and to provide skilled and trained workers for the organisation. HRM must ensure the staff satisfaction and the development of the employees, which are the asset for the company. The business may rely on HRM to create good competitive advantage of the firm on the market. The HR department helps to managers to improve their skills in order to create the best teams, providing them tools, facilities and initiative to do so (Armstrong and Taylor, 2014). 
[bookmark: _Hlk56867190]The human resources department have many functions which help to the company to move forward. It includes functions like planning, recruitment, training and development, health and safety, rewards and employee benefits and many others. The planning function relates to the knowledge of the needs of the company. This function determines the recruitment and selection of the employees according the future needs of the firm. Every company have vision, mission and values, which shape the desired skills for the employees. The short-term or long-term plans the company have determine the need of hiring capable and productive people for their organisation (Armstrong and Taylor, 2014). MANGO, international company for design and manufacturer women, men and kids’ clothes, have more than 16,000 employees worldwide and their concept is to dress and modernize urban women with quality and original designed clothes. The company’s mission shaped the planning process in recruitment as they valued people and accept the members of the staff as their assets and ensure the development of the employees within the company (https://mango-emea.jobs.net/en-GB/ ).
Recruitment is a process which defines the finding and choosing the right people for the company needs. The company must attract people to candidate for certain available positions and desire to work for them. The selection is part of recruitment process, where the HR department would pick the most qualified and suitable applicants for the position (Scott, 2018). HR departments and managers should be aware of the requirements of the company in order to bring in the best candidates. They should work together and choose carefully among the people. At MANGO, the HR team is collaborating with the management team and participate together in the recruitment and selection, interviews and training.
Recruitment starts when there is an open new position in the firm, when there is demand of people for new activities, branches or the necessity of replacement. The available positions in the company are announced through advertising, recruitment agencies, websites and within the organisation. Before starting the selection among the candidates, the company must set the desired requirements for the potential employees and inform the HR specialists for them, in order to be selected the best applicants for the role. The role profile must be specified and include all special requirements, terms and condition, such as salary and hours of work. In the profile must be described the skills, behaviour, special knowledge, qualification, previous experience and determine demands which the employee should follow and achieve (Armstrong and Taylor, 2014).
[bookmark: _Hlk56867256]Most companies use online recruitment, creating own websites or use websites of recruitment agencies. On the site, the company post the vacancies and specific role profile and requirements for the candidates and they can apply online, providing CV. MANGO use their website as well for promoting and advertising available positions worldwide. Every candidate may apply, posting its CV for vacancies, suitable for it in every part of the word, where the company is operating. It is clearly explain what position is available, what are the key responsibilities of candidates and what they need as individual to bring in to the company (https://mango-emea.jobs.net/en-GB/job/store-manager-brent-cross/J3P38R6WZL0ZC81SQNH ). Online recruitment advantages are that this method is faster, cheaper, have big range of candidates and the selection may be done automatically. But still there is a disadvantage like too many unsuitable applicants chosen. At many companies like MANGO, the selected CVs from internet source goes to HR specialist office, where the CVs are reviewed and preselected in order to cover the special needs of the certain store in the area (Phillpott,2019).
To hire people the firm must choose the right recruitment strategy. Some companies are relying on online recruitment, external recruiters or internal managers decisions. Usually, the organisation announces the vacancies externally and internally and make selection among candidates from both sources. While the external recruitment is coming from necessity of new skilled, qualified and experienced people for new activity of the company or senor positions, the internal concern the promotion or transfer of employees or recruiting former employees. Many companies have the practice to transfer employees in different branches, towns or even countries if they are suitable for the position. For example, at MANGO the employees may transfer to other cities or one store to another if there are vacancies or may be hired again after one-year period of absence (Harness,2019).
The selection process starts when all applications are collected via email, letters or handed. Next steps are the processing and sorting all of them in which way they will be rejected, approved and shortlisted. The HR specialist organise, structure and list the applications in order of the desired requirements of the company. After carefully categorized and analysed the applications are ordered as possible, marginal and unsuitable. Often when analysing the specialist use criteria like previous achievements and experience. This may be time consuming, so that is why companies may use keywords and software to make better selection (Armstrong and Taylor, 2014). 
When the list is ready is time to arrange interview with the chosen candidates. The interviews may be done face-to-face, telephone or Skype, may be individual or in group. The interviewer may be HR specialist, or managers or both. Face-to-face interviews are more common, although this year, in pandemic situation many companies choose telephone or Skype method. For an example, at MANGO the interviews are face-to-face, individual or in group but in the current lockdown the recruitment process is stopped (Harness, 2019). Some organizations may have assessment centres where the candidates may have exercises, group practice and tests and may be measured their performance, ability and skills. Some may have trials for several hours after candidate’s interview like MANGO. That company used the 20 min trial on the shopfloor to see the capability of the applicant to deal with the job (Armstrong and Taylor, 2014).
After the selection is done and interviews are performed, the selected people must receive offer for employment. Normally the offer is proposed via email, letters or phone call. Often when candidate is found for suitable for the vacancy, may be offered for the job directly, especially when the company have immediately need for employees. This is very common practice in retail store, like MANGO, because of the constant turnover of staff. The hiring process is done by the manager or HR department. While offering an employment, the contract should be ready for the candidate, to be read and sign. Some organisations may ask the potential employee to make pre-employment tests (Harness,2019).
There are soft and hard models of HRM which are implement in the work of HR departments and companies.  The soft model approaches the employees as assets of the company, as most important resource in the business. It can be described as model related with goals of flexibility and adaptivity and is related to the MacGregor’s Theory Y. The soft models reveal that communication is the major role in management. The advantages of it are the higher motivation and participation of the employees, dedication and less absenteeism. The hard model is focusing on the business strategies and needs and is recruiting workforce accordingly them. The advantages are diversity, more control and efficiency etc. Disadvantage may be tired employees, put under control and inefficient productivity (Truss et al., 2003). The tendence in HRM in the organisations is to combine both models together. That depends on the business strategies and leadership terms the company embraced. Although in the new modern businesses the soft model is used more. The importance of employees is more significant now than ever and employers are focused on employee satisfaction and better treatment. International companies like MANGO have politics to treat employees as assets and are attended to work together for their development and business needs (Truss et al., 2003). 




CONCLUSION

HR department have vital role in every business. HR have many responsibilities like managing people effectively, improving staff capability, implementing new ideas, creating powerful competitiveness, developing employees and achieving the businesses goals. HR frequent combine the soft and hard models of HRM in order to create balance between the importance of the employees and company’s efficiency. Following the modern business world, HR departments took a major role in organisations and contributed for the evaluation of the employees and highlighted them as essential resource.
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