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[bookmark: _Toc77601678]Current CIPD Profession Map 
In recent times, the HR department plays a vital and sensitive role in any organization for attaining various organizational goals. The department helps to manage the workforce of an organization, employee benefits management, task completion, profit generation, as well as encourages the employees to perform better and achieve targets on time. As opined by Ahammad (2017), this particular profession encourages to encompass a set of exclusive disciplines such as resourcing, diversity, rewards and benefits, learning and development, employee relations, organizational developments, and others. However, the era of globalization highlights a business environment that is revolving continuously around various emerging changes, hence engendered both opportunities and threats to business across the globe. As opined by Mojeed-Sanni and Ajonbadi, (2019), the HR professionals are more responsible for the remodelled actions that have been initiated for gaining access to pivotal talent as well as leveraging those talents to manage the gaps in the core capabilities of an organization. In this particular assignment, the researcher attempts to discuss the HR practices of a disruptive business model along with various challenges to maintain a balance between HR practices and organizational bottom lines. 
Along with various tools and technology, the HR department of a business organization has developed the CIPD Profession Map for managing various professional areas covered by HR professionals of that organization. As opined by Royce et al. (2021), the key role of the CIPD Profession Map is to set a global standard for the employees of the company while guiding them for their activities. It further provides knowledge and behaviour required for the success of the employees as well as the organization.  As a result, it helps to develop a shared professional identity across a particular industry. 
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Figure 1.1: CIPD Professional Map
(Source: Dpglearn.co.uk, 2021)
However, the CIPD Profession Map comprises an interactive set of standards that provide guidance to employees working as HR professionals, therefore developing, modifying, and improving the working atmosphere of an organization. As opined by van den Berg et al. (2020), the main purpose of the CIPD Profession Map is to motivate an installation of a shared professional identity and to ensure the fact that all who are working as HR professionals apply the same set of values and standards across the industry. 
The CIPD Profession Map particularly provides a set of professional values to HR professionals, hence guiding them to make a better decision in any given situation. As opined by Qadir and John, (2019), the Mapping theory and practice of HR analytics for strategic Human Resource management considers an organization along with its groups and individuals as a whole and encourages it to handle every situation efficiently. However, The CIPD Profession Map can be divided into three particular categories: principles-led, evidence-based and outcome-driven.
It has been suggested by the professional norms that all professional decisions are required to be impacted by a set of beliefs and principles, particularly during significant organizational changes. As opined by Dundon and Wilkinson, (2018), it further comprises three major principles namely work matters, people matters, and professional matters that attempt to elaborate accurate decision making, without being regardless of context.
Along with the changing organizational structure, the CIPD map is also required to be changed with new priorities, technologies, and modes of working. It has predominantly changed the role of HR forever. The use of the CIPD Profession Map assists an organization, its HR professional, as well as its employees to get maximum benefits from value-based decisions. The true value of each and every individual has been made apparent through the use of this map, hence offering various opportunities that did not exist before considering the map as a key tool of HR performance. It fills the HR department of an organization with confidence and assures that it is maintaining the highest standard of global industry. a new and fully updated professional map has been launched by CIPD that helps to setup values, knowledges, and behaviour underpinning professionals in a modern working world.
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[bookmark: _Toc77601681]2.1 Evaluation of HR Roles
Human resources management is one of the most critical departments in an organization, and the HR department of Delivaroo is one of the most capable of managing their HR. The main focus of the HR department is looking after the needs of its employees and focuses on making their future successful. The roles of HR have changed through years and years of advancement in organizational policies. HR practices centralize around HR values, and some of the practices are delivered to its employees through the efficiency of administration and others through company policies and interventions (Chams and García-Blandón, 2019, p. 121). The HRM is a strategic partner and has multiple dimensions such as change agent, strategic HR planner, business expert, and knowledge manager and consultant. The HR leader has various functions, and these lead to collaboration with other procedures for business development and sustainable growth. The role of the HRM, which is one of the most complicated roles in an organization, ensures corporate governance and standard strategic thinking.
[bookmark: _Toc77601682]2.2 HR Department of an Organization 
Deliveroo is a food delivery business that aims to transform the way of ordering and delivering food. However, Deliveroo engages exclusive HR management for managing its employee workforce efficiently. 
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Figure 2.2: HR Department of an Organization 
(Source: Businessmanagementideas.com, 2021)
Deliveroo has developed an exclusive and efficient HR management team that follows an organisational structure of the HR department for analysing and evaluating multiple issues, hence measuring necessary steps to resolve those issues. Deliveroo is considered to be a business venture that allows its HR team to deal with issues as follows: 
Recruitment & Selection: 
The HR team of a business organization like Deliveroo selects its employees carefully to provide the required workforce and manage it efficiently.  
Performance Management:
The department effectively manages the performance of its employees as well as encourages them to perform better.
Learning & Development:
The HR team of Deliveroo works tirelessly on new strategies and measurements for organizational success as they believe that learning is the key to development. As opined by Griggs and Allen (2018), they arrange effective learning activities for their employees that help them to develop and modify their personal skills, hence adding benefits to the organization.  
Succession Planning:
The HR persons of Deliveroo work to provide the assurance that Deliveroo will continue to perform its operations in a glitch-free manner despite the fact that some of its efficient employees may consider new opportunities, retire or pass away (Ahmed et al. 2020).
Compensation and Benefits:
The HR department works for the employee benefits management, therefore focusing on compensation and benefits for both employees and consumers and helping them to get it.
Human Resources Information Systems:
The department works to develop a Human Resources Information System necessary for systematic growth and procurement of a company like Deliveroo. 
HR data and Analytics:
The HR department keeps a conscious eye on current market demands, hence collecting data, examining, and evaluating it. This crucial and sensitive responsibility helps the company to figure out further business development strategies and motivates them to reach certain business goals.
[bookmark: _Toc77601683]2.3 The New HRM and Their Capabilities 
The major role of HRM is to ensure the smooth functioning and glitch-free operations of an organisation. As stated by e Cunha et al. (2020), strategic agility can be attained through improvisational capabilities, particularly along with the implications for a paradox-sensitive HRM.  The process of HRM begins with the effective policies for job requirements and ends with an assurance of successful business growth of a company like Deliveroo.  It can be stated then that the HRM of Deliveroo acts as an invisible agent, hence binding various aspects of the organization and ensuring its steady progress. As opined by Anderson (2017), the current manners of HRM engage both ‘soft’ and ‘hard’ versions of it that follow the labour laws of the particular state or country closely. In Deliveroo, the HRM seems capable of recruiting, managing, and providing direction for its employees. 
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Figure 2.3: Human Resource Management
(Source: Uconsulting.nl, 2021)
The business develops a partnership with the best restaurants of the United Kingdom and operates their business in more than 200 cities and towns. The company engages more than 2,500 employees along with 35,000 partner restaurants and 30,000 self-employed riders across all its branches (Deliveroo.co.uk, 2021). As opined by Ross et al. (2020), recently the function of HRM seems to be associated with bridging the research-practice gap, with a particular reference to the case of learning and development. However, the modern HRM seems to be capable of planning and managing the human resource, career management, compliances, information sharing, administrative performance, and others. 


[bookmark: _Toc77601684]2.4 Functional Areas of Human Resource Management
There are multiple functional areas that an HR manager should command for making sure that the company is capable of achieving its organizational goals. The functional areas are employee engagement, talent acquisition and retention, learning and development, the structure of the HR functions, total rewards, workforce management, technology and data management, organizational effectiveness and growth. Employee retention, diversity and inclusion, risk management, HR in a global context, business and HR strategy, and corporate social responsibilities are the functional areas on which HR should command. Human resource management is one of the pillars of an organization that is responsible for activities that come under a wide range (Nawaz and Koç, 2019, p. 30). The activities are all linked with the employees of an organization that provides benefits for both the companies and the employees. The primary role of the HRM is recruiting the workforce in an organization, providing them training and help in their personal development, and building good relationships.
Employee management is one of the most complex activities in an organization, and the HR department provides them with training and prepares them for the tasks within the organization. The training provides them with opportunities for performing better and continuous development is one of the critical investments in an organization (Hewett et al. 2018, p. 92). Salary, as well as compensation provided to the employees, motivates them to be involved in the workplace more, and the HR managers are the ones that ensure that the employees get their insurances, retirement plans, and also other benefits. HRM is people-centred, and the process of HRM is based on service given to the employees of the organization, and the managers of the HR department must be regulation-friendly. HRM is said to be a philosophy that Deliveroo can use in their managing department to improve their organizational functions, which is the basis of sustainable development.
[bookmark: _Toc77601685]2.5 Practical Tools for Every Manager
Managers are the responsible persons for employee performance, and they need tools for managing the organization. There are multiple tools that a manager can use and implement in the workplace for improving the environment and the relationship between the employee and employer. The top HR management tools that are beneficial for the business of a firm are employee engagement surveys, balanced scorecards, and strategic planning for employee training and development. An employee engagement survey is one of the best tools for management for any manager where the most valuable asset is an employee and their talent management through planning, recruitment, and selection (Keegan et al. 2018, p. 127). The key performance indicator of the employees is a balanced scorecard that helps the employees in reflecting the current growth of the company and economic struggle. Strategic planning has been one of the most crucial tools for the employees for companies to execute their operations and keep track of the employees.
There are other tools that any manager can implement in their company to get maximum profit, such as customer-relationship management, benchmarking, and many more. The HR department of Deliveroo can implement employee engagement surveys so that they become more capable of performing organizational operations.
[bookmark: _Toc77601686]2.6 Importance of HRM to All Managers
HRM significantly contributes to the success of the organization, and HRM has become one of the most famous case studies worldwide.
· To avoid personal mistakes: The managers can avoid personal mistakes when they work as professional HR managers. The managers become more capable of performing the task and executing their jobs when they are under the guidance of HRM (Bencsik et al. 2019, p. 291). The managers of Deliveroo may implement effective HRM to avoid the mistakes they have been performing and build a successful business.
· To improve profits and performance: All managers in an organization can place HRM as their guide to management and business development. The main task of the HRM is to recruit employees that are capable of performing organizational performance (Bučková et al. 2017, p. 71). Managers can provide the employees with training and develop their skills for better performance as well as improve profits and organizational performance.
· Spending time as one: Managers can spend their time as HRM to see and observe what the HRM does and how they operate to become more effective in their jobs. Plan, recruitment, and selection are the resourcing activities of the HR department, and managers may put their foot in the HR managers' shoes to improve (Alzgool, 2019, p. 2076). All managers can end up being their own human resource managers through understanding the management courses of the HRM.
[bookmark: _Toc77601687]2.7 Line Manager’s HR Management Responsibilities
A line manager is an employee who directly manages other processes and other employees while they are accountable to a senior manager. A line manager oversees and works with employees so that they can fulfil organizational purposes and the main point of contact between employees and management. The line managers must have leadership qualities such as listening strategy, effective communication of tasks, delegation, and grievances handling (Sivapragasam and Raya, 2018, p. 151). The primary responsibility of the line managers is placing the right person in the correct position so that the organizational objectives are met. Line managers' job is to provide orientation for the employees who are starting in the organization. The line managers give the new employees training so that they become capable of performing their tasks in the future to meet organizational goals. The line managers are the one who helps each one of the employee's encouragement to improve the job performance (Scavarda et al. 2019, p. 5130).
The responsibility of the line managers is gaining creative cooperation and developing a smooth working relationship between the staff and the management so that no conflict arises in the workplace. The line managers interpret the company's policies and procedures to the employees so that they fully comprehend the working environment. Other responsibilities of line managers are developing the abilities of each employee and controlling the labour cost of the organizational activities. The line managers create and maintain departmental morale that is crucial for developing the personality of the employees (Fletcher, 2019, p. 1222). They protect the health and physical conditions of the employees so that the employees feel safe in the workplace. The role of the HRM is a broad topic, and organizational operations and its success depend on the employees and the management of the employees, which inspire them. 
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