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Human Resources professionals have a vital role in the business landscape, and any company could seriously benefit if they have an HR professional in their team. The HR professional must deal with planning, strategy, development, business and playing an essential role in promoting company value and conflict solving. In addition, these professionals must keep up with all up to date business demands and trends to provide a satisfying and completed service. Each business has different needs/factors that push HR specialists to be flexible in their roles. In general, the HR professional's role includes:
· HR leadership
· Skill development
· Strategic partner
· Skill development
· Hiring new staff members
· Promoting change within the business
· Employee advocate
· Problem solution finder and handling disputes.

	To be an HR is not skills and expertise demonstration; it is a knowledge of when and how to apply that knowledge. HR no longer has supporting functions as before now it's a leader of the corporate strategy. Human resource management involves recruiting and selecting people, monitoring their performance, and developing a healthy and safe working environment for the employees.
The HR profession has had many names—industrial relations, personnel, HR—and now some organisations have invented new names, such as Google, where HR is "people operations." (Mitchell & Gamlem, 2017)
	HR professionals have to be well skilled and qualified for the different situations or workplaces they can be in. In addition, good HR must be competitive and well qualified. The qualifications that each HR has to pass are different and depend on the situation, companies, their needs, and positions offered. There is a few personal qualities and skills which every HR professional must have or develop over time. Part of the skills and qualities are to be a good listener, being flexible, confident, clear communication, having managed and organisational skills and not on the last place to be with a caring heart.
	The person who wants to be a senior HR professional must have accredited professional qualifications from the Chartered Institute of Personnel & Development (CIPD). This qualification could show that the HR professional is up to date with the latest procedures and HR developments. An HR professional with experience could add value to any team and deliver a better and more productive working environment. A successful HR professional must follow the CIPD map and realise how essential and significant functions have in the workplace and how the decisions and detailed attention can affect employees lives. The HR professional has to place himself as an employee and as a manager. He has to look at the situations or decisions which have to be taken from both sides by reaching compromises and following the line of company success. A good HR professional has to find ways and take the proper steps to improve the business structurally.
One of the core competencies of an HR professional is the ability to understand how technology impacts current processes and how technology can be used to maximise efficiency while not damaging the strong interpersonal relationships required to do business. HR needs to look at the challenges of technology and the impact it has on the work we do. (Mitchell & Gamlem, 2017).

CIPD Professional Map
	The CIPD Professional is made to assist not only HR professionals but can be used by people who are not in the profession; it doesn't matter whether you are a CIPD member. The map can be used to make better decisions and provide transparency and clarity of the knowledge, skills, and expertise in every role and level. 
	The Profession Map includes areas relevant to all people professionals (purpose and values, Core knowledge and Core behaviours), and optional areas dependent upon your role (Specialist knowledge). (CIPD, 2021)
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	A major aim of the CIPD is to actively encourage evidence-based managements in the HR field. It does this partly by undertaking and sponsoring major research projects and then disseminating the results as widely as possible, and partly by promoting good practice through its professional education activities. (Taylor & Woodhams, 2016)
	The heart of the CIPD professional map is the purpose vital for the HR industry to maintain a collective identity. to guide all the professions and cover all industry standards. In addition, the framework allows HR professionals to build the trust who have to develop and create at the workplace positive changes. CIPD map is splitting the industry into three categories – Principles-led, evidence-based, and outcomes-driven. Each of those three categories provides few subcategories to help the HR professional make better and faster decisions.
	All HR professional decisions should be guided by a set of beliefs and principles covering work, people, and professionalism matters. Those three key principles are defining good decision making depending on the context and situation. The map will never tell straight away what the HR professional must do but will show how the evidence-based decisions can positively help be taken the right one. The evidence can be used to support HR professional opinion combining behavioural science and academic research, organisational data and practitioner expertise.
	On the other hand, the work done must be driven by understanding outcomes such as the impact on employment, people, professionalism, or individuals. The outcomes always must be centred around the clear purpose of better work and working lives.
There are another three cores that can help the HR professional:
· for adequate decision making – core knowledge; 
· to improve the working lives of employees and organisations – core behaviours; 
· or to show the HR professionals how to apply their specialism to develop a positive impact – specialist knowledge.
	The world is changing quickly, and that's why the CIPD must change with it. The new technologies priorities and ways of work are hanging HR role as well. Using the map, HR professionals, organisations, and employees benefit from shifting focus to value-based decisions. The most important is that the CIPD map could help the HR professional maintain the highest global standards for the organisation in which he works.
	The human resources function helps the organisation deliver its objectives and corporate strategy by developing and recruiting people to be performance manageable. The HR objectives are delivered different and depending on the company type and their differences.
	The HR role and mission changed and evolved significantly in the past few years. The organisations' leading HR objectives and goals were straightforward – the right people, in the right place at the right time. Nowadays, HR professionals have to be more complex. The main objectives and goals are more focused on the organisation's productivity, engagement, performance, sustainability, and innovations. Those changes are due to the significantly changed HR purpose and the HR role in the organisations.
	The beginning of human resources was as a social care unit, which with the time changed to personal management and evolved to the birt of HR management function. The top organisational management modified the HR objectives and goals, and that's only because the management expectations were raised during the years. The increased responsibility and accountability of the people management practices immediately reflect the HR objectives and goals. Now, the HR professionals are on the top level in the organisational structure, have power and voice, and influence strategic decisions.
	A few years ago, the HR department fulfilled tasks and orders, which wasn't enough for the organisations and couldn't raise employees' performance and productivity to the next level. The HR management was a progressive, well designed strategic decision made by top management. Today, HR management is not managing employees. Instead, HR is designing a tool that managers can use and show them how they have to operate, develop, and lead their employees. This is not the goal of a human resource; it's the purpose of a human resource in the company.
	Nowadays, the central HR goals and objectives can be found in the corporate culture, employees engagement, productivity and performance management, sustainable and profitable business and global management practices. The human resources role is to define strategic goals into the specific segment, and the main aim and responsibility are to lead and move the team forward and conquer new peaks. The key HR goal is to create an honest, open and high performic workplace.
	The HR objectives can impact the organisation positively if the objects are challenging and effective. Employees are the organisation's values and are trying to make the workplace positive, fair and equitable. Those goals cannot be achieved for a short period of time, and they require more time and full involvement and more effort from the management. Creating a sustainable business is a long process, and  HR just have to lead the team forward. The long term HR goals are about to change the organisation. So have to be engaged and involve the managers and employees in case of success. 
	The Human Resources role is driven by the business strategy and can not be in conflict with the main HR objectives and goals. If there is a conflict, that means that there is a mistake in the HR company system. All HR departments have the same goals to solve problems and to develop plans. However, there are differences like size, resources, responsibilities and recruiting methods between HR in small businesses and large companies. 
	The Human Resources in a small business where I've worked before the COVID-19 pandemic was run by one person. From my manager, who was running the HR duties, I understand that it could be stressful to find skilled and experienced people for the available job position. The stress came from the responsibility to host complicated and time-consuming tasks for people without training and experience, and budget is another problem this person has to deal with. 
	In a small company like London Stay Apartments, where I worked before, communication between managers and the employees was important. As a result, the workers could share their feedback, including the negative and positive opinions related to the business process, company roles, and beyond. In small businesses like LSA, encouraging employees for excellent work can significantly impact the workforce and success compared with other small companies without employee encouragement. Employees who are engaged in their work are more satisfied in their job, which on the other hand, can also contribute to higher productivity and reduced employee mistakes.
	One of the most common differences between large and small companies is the availability of resources. Small businesses have limited resources and small HR teams. As a result, small companies cannot afford to train their employees or do long-term work policy development or team building. Therefore, human resources in small businesses have to be creative and find a way to engage the employees and encourage them. For example, a note, an email or encouraging conversation to the employee can reflect his work method and accordingly to the business success, as my manager, Nick Kolev, was doing. 
	Business owners have to challenge their employees from time to time. Some people are more creative and work-focused than others and have to be raised in their position. That's what my manager did after few months working in the company. The manager saw that I am responsible and sharing his business strategies and creativity. This was an excellent opportunity for me to learn something new, improve my learning, and step up in the company hierarchy. When the business is growing or if there is a person raised instead of the other one, there is a potential for conflicts in the workplace. And if the HR or managers ignore that situation could cost time and money. In this case, the small companies have an HR professional or a person playing that role and be used as a buffer to handle conflict resolution properly.
	In small companies, the entrepreneurs play the role of leaders or HR managers who have their positive and negative sides. To manage HR effectively, the process has to start with planning and hiring, appraisal and training, and at the end, must have the complete mechanism for retaining employees. 
	Every employee owes a common-law duty of loyalty to his or her employer. The duty is an implicit part of the employment relationship unless the employer and employee agree otherwise (Fleischer, 2009) . Some small companies also offer some benefits or compensations to their employees, attracting them to stay longer. That could be payroll, health, life and disability insurance or even retirement planning.
	The future of the human resources and their leaders needs to be bigger, broad thinkers, have to deal with an increasingly nimble and restless workforce, be tech-savvy, more responsible and flexible to employees needs changing. The next generation has a vital role in replacing the traditional cost-cutting and practices approach with a brand new strategy, tools, structure, metrics and processes. The future of human resources puts prominence on humans and less so on people as a resource. The human resources sector is changing incredibly quickly, especially in the past ten years, and the trend will stay the same and even more rapidly. The expectations are for the HR tech sector to develop specific solutions as remote teams, cloud-based HR. Expecting employee wellness to focus on mental health, enhancing recruiting experiences, analytics with AI (augmented analytics platforms), or even increased data security, which can be implemented in businesses.
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