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[bookmark: _Toc80734137]Introduction 
This report will evaluate the HR professional, An HR professional is a person employed to represent both the firm and the personnel (Mayo, 2020). The current CIPD Profession Map will be analysed; CIPD stand for the Chartered Institute of Personnel Development is the leading evaluating and granting authority for professional HR skills. This report will discuss the resourcing activities that is planning, recruitment and selection. The HR function's responsibility for achieving organisational goals in resourcing operations will be done, the report will show the evolution of resourcing activities in Aviva. Lastly, this report will evaluate the influence of management of resourcing by internal and external factors of Aviva. 


[bookmark: _Toc80734138]Briefly evaluating what it means to be an HR professional about current CIPD Profession Map
HR professionals should develop confidence and commitment by demonstrating the capacity and willingness to question conventional wisdom and provide business executives with a variety of important insights about how to generate long-term organisational value with personnel (Griggs and Allen, 2018). To be an excellent HR professional must be ready to access the understanding of business difficulties, not just understand the level of information that determines the professional (Van den Berg et al., 2020). 
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Figure 1: CIPD professional Map
(Source: Pepple and Zhang, 2021)
The CIPD Profession Map is an integrated collection of criteria for HR professionals to use to constantly evolve and improve the workplace (Davies, 2017). The Profession Map's goal is to assist create a defined professional identity around the HR business, with everyone adhering to the same set of principles and objectives. The CIPD has attempted to focus on the future professional map, which is analytics-driven, commercial-driven, and people-driven. A great deal of attention has been placed on change, particularly concerning digital changes (Talyor, 2018). The entire professional map of CIPD is divided into three major sectors:
Specialist knowledge is an old version of the CIPD 2013 map that is technical areas it has been transformed into the specialist knowledge which is 9 in the area which includes Employee relation and experience, learning and development, people analytics, diversity and inclusion, talent management, resourcing, reward, design and organisation development. 
Core behaviour, or the 2013 behaviour skills, has been kept as the core behaviour for the 2019 professional map. The HR professional continually aims to enhance the working career of the company and worker, including in challenging and new situations. That's where the core behaviours come into effect, identifying just what is needed to be a successful HR professional in today's challenging work environment. Core behaviours include: valuing people, passion for learning, commercial drive, ethical practice, working inclusively, situational decision making, professional courage and influence, insights focussed.
Core knowledge has been effectively divided by the CIPD into 3 main subsets: people, workplace, and change, for a total of six core knowledge competencies: Business acumen, people practice, analytics and creating value, digital working, culture and behaviour (Hunter-Hill, 2019). 
Based on the CIPD professional map for 2019, this would build capability and competency. One of the unique features of the current CIPD professional map is that the analytics aspect has been ingrained into specialist knowledge, then in core behaviours, CIPD has attempted to engrain the commercial drive aspect, and even in core knowledge, CIPD has attempted to inject analytic from a people analytics perspective, as well as the ability to skillfully integrate digital transformation. By utilising the CIPD map, HR professionals, firms and most essential, workers may benefit by changing their approach to value-based decision making. 
[bookmark: _Toc80734139]Resourcing activities 
Employee resourcing is a task done by the hr manager of a firm that employs individuals and assists individuals in equipping them with the required skills and knowledge to accomplish their tasks. There are various sorts of jobs for hr of a firm as human resources planning, recruitment and selection of the personnel (Shaw, 2017). 
Human resource planning: Human resource planning is a plan made by the firm that is followed by the hr to employ individuals who are the best option to fill up the vacancy of the firm. Human resource planning is done in an organisation to fill up the vacancy as per as possible, as it can result in a workforce deficiency that can negatively impact the firm’s productivity. Human resource planning is done by the firm to meet the future requirements of skilled employees. The challenges faced by an hr during human resource planning are health issues of the employees, getting promotion or leave taken by an employee for holiday. These types of problems can hamper the productivity and profitability of the firm, so human resource planning makes sure that the vacant position is fulfilled by skilled personnel (Dutta and Chaudhry, 2021). 
Recruitment: Recruitment is a process that is completely different from the selection process done by the firm’s HRM. The recruitment process is a systematic procedure of identifying the vacant position in the firm, making a job description for attracting individuals, choosing the best method for application and advertising the vacant position. Recruitment is the task done by the hr of a firm to attract personnel from the internal and external environment. The hr must-do marketing for the vacant post in their entity by advertising it on the website of the firm that can reach the individuals who need the job. The application form should be simple, and the job description should be clear, as this can attract the individual towards the firm (Rupčić, 2017). 
Selection: Selection is a procedure fulfilled by the hr of a firm after successfully attracting the individuals for applying for the vacant position. The selection of employees is a crucial aspect for an hr, as one individual can hamper the environment of the firm. The job of the hr is to select the best individual for the vacant position. Hr should choose the individuals that can satisfy the job description and match the firm’s environment. Hr should make sure that the selection of individuals does not affect the productivity and culture of the firm (Zhang, 2018). 
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The hr of Aviva plays a crucial role in accomplishing the organisational objectives of Aviva through its functioning, as human resource planning performs an influential factor in the success of Aviva in achieving long term goals. Aviva should have a plan for their employees as it is important for an organisation to fill the vacant position as per as possible as the vacant position can hamper the performance of the organization (Alabbood and Champion, 2017). The recruitment and selection procedures are different from each other; their objective is the same, as they want to employ the best individual in Aviva that can help the organisation in accomplishing its goals. The selection of an individual is a task that requires more focus from the hr as if a wrong individual is selected in Aviva then it can hinder the fecundity of the firm. Recruitment and selection have a great impact on the functioning of the firm, as a good employee will help in accomplishing the goals and objectives of the firm, but the bad selection can demotivate other employees in their tasks (Roberts et al., 2019). Other functions need to be done by the hr to accomplish the goals and objectives of Aviva. Some functions are:
· Culture of Aviva: The culture of Aviva has a great influence on the productivity of the employees as hr of Aviva should be active in its work such as giving leave to the employees who require it. This builds trust between the hr and the employees that there is someone who is actively working to solve the problems. This helps in motivating employees of Aviva to be more productive. The hr helps in creating a friendly culture in the work culture of Aviva (Adisa et al., 2017). 
· Integrity between the employees: The productivity of Aviva is directly connected with the productivity of the employees, and the productivity can only be increased with better integrity between the employees. The hr of Aviva should make sure that there is proper communication and integrity between the employees, as it helps in the seamless functioning of the day by day operations of Aviva (Chipunza and Mupani, 2019). 
· Training and development of the selected employees: The employee’s skills and knowledge to complete the task effectively and effectively. The performance of the employees is interlinked with the quality of training provided to them. Aviva's focus on training and equip their employees with highly specified training programmes that help them in accomplishing their tasks on time. A trained employee helps Aviva in accomplishing its goals and objective easily (Chipunza and Mupani, 2019). 
· Employees motivation: The employees should be motivated in their work, as motivated employees tend to be more productive in their work. They can help Aviva in executing its aims and vision easily. Hr of Aviva organise meetings and seminars in regular intervals of time as this creates a bonding between the hr and the employees as the problems of the employees are solved in the meetings. The seminar organised by Aviva helps in motivating the employees to accomplish their target efficaciously and expeditiously (Adisa et al., 2017). 
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Human resourcing has a great impact on the development of Aviva as the employees are the main pillar of a firm. Aviva always tries to focus on the employee’s resourcing in their firm, as employees resourcing helps in selecting and retaining the employees for the betterment of the firm. The resourcing activities are sorted into three main segments that are:
Human resource planning: Human resource planning is the initial step in the process of employee resourcing. Human resource planning is the method through which Aviva calculates how many employees it will need to achieve its strategic goals. Ensure that the company has the appropriate amount of personnel at the appropriate location at the appropriate time in order to carry out the growth strategy of the business. It is important to recognise and value the significance of identifying the most qualified individuals inside Aviva to carry out their responsibilities and to assist the administration in setting their goals and objectives as they continue to conduct commercial operations. Given its significance as an organisational process, this tries to look into the future of the organisation's activity and takes into consideration the future of the company and environmental demands on the organisation, with a focus on hiring the most qualified workers to perform such operations (Adeniji et al., 2019).
Talent management: Talent management is the next step in the procedure of workforce resourcing. This method is primarily concerned with the establishment of a talent-driven organisation in which each employee has a unique set of skills that are regarded to be among the company's largest investments as well as a source of creativity and performance in the industry. Aviva has come to the realisation that it is critical for them to be in a position of being able to discover and invest in important and significant talents who can help them to create an environment of success, possibilities, and development. Thus, when it comes to describing talent requirements identifying diverse sources of potential employees, improving both personal and group talent within the organisation, and utilising such talent in ways that will assist Aviva in achieving its strategic objectives, management of Aviva must be extremely selective (Thuo, 2018).
Recruitment and selection: Recruitment and selection are two additional processes that are critical in the workforce resourcing procedure.  There is one basic and essential goal of any organisation's recruiting and selection procedure, and that is to hire the most qualified candidate for the most qualified position. In Aviva, the procedure of recruitment and selection is extremely important because it has a direct impact on the ability of the company to achieve its goals, the performance of the products and services that are offered to customers, and the overall well-being of the whole team collaborating towards the common goal of setting up a more successful enterprise. Each company's recruiting and selection processes are unique, reflecting the opinions of the company's administration and what they believe will be the most successful in assisting them in achieving their goals (Ofodeme et al., 2019).
Introduction programme: Introduction to the organisation would be the following step after a thorough recruiting and selection procedure has taken place inside Aviva. This process includes employee introduction, during which the person is made informed of their responsibilities to supervisors and co-workers in order to provide them with a positive first impression and to provide them with reasons to remain with the company for an extended period of time. Considering that an employee introduction programme theoretically gives new workers their very initial experience in the business, it should be an exciting and engaging event that the employee looks forward to participating in. It should be capable of delivering a well-thought-out programme that is geared at fostering a pleasant working environment inside Aviva. Instead of seeing it as an event, it should be seen as a procedure (Thuo, 2018).
Firing employees: Employees are released from their positions as the last step in the employee resourcing procedure. It must be recognised that no matter how hard a business works to keep all of its workers and create a sustainable organisational culture, it is unavoidable that some individuals will quit Aviva, leaving the company with little choice but to just resign and release them. Additionally, releasing employees is based on intentional corporate policies, particularly in the case of violations of discipline standards and work laws, as well as poor performance in their current positions. Redundancy may be used as a basis for releasing. This means that technological advances have taken over the activities formerly performed by employees, and as a result, there is no longer a need for human labour, and the workforce has become entirely reliant on machines. Another element that contributes to the discharge of workers is the establishment of increased performance requirements (Ofodeme et al., 2019).
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Conclusion 
This report has evaluated the HR professional. The current CIPD Profession Map "CIPD stand for the Chartered Institute of Personnel Development" has been analysed in this report. This report has discussed the resourcing activities that is planning, recruitment and selection. The HR function's responsibility for achieving organisational goals in resourcing operations has been done, the report has shown the evolution of resourcing activities in Aviva. Lastly, this report has been discussing the influence of management of resourcing by internal and external factors of Aviva.
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