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   Introduction
The role of the HR function is a key, strategic role in the smooth running of human resource management within an organization. Any organization or enterprise aims to create, to realize, to manufacture products, to offer services to achieve the strategic objectives of the organization and all these have as common point the HUMAN. All these are produced for people, in general and in the same way most of them are also made by people, consequently the most important resource of an economy is HUMAN RESOURCE. Human Resource Strategies make a connection by advising business strategies with the human resources involved in the organization's business plan.
Throughout the 20th century, the function of human resources developed and differentiated in direct measure with economic development, with the development of new economic branches that brought in turn the necessary requirement to transform and improve what the function of human resources pursues and delivers. As Armstrong (2009) says about the function of HR, "it plays a major role in creating an environment that allows people to make the best use of their abilities." The department not only seeks and hires staff, offers advice and services, deals with the search for new strategies, compliance with policies in the field to obtain the results proposed by the organization, for efficiency and increase the profit of the organization. According to Ulrich and Brockbank (2005b) "care, listening and response to employees remains a central element of human resource activity". Along with the positive results with a stability and increase of the organization's income, the employment is pursued, the development of the well-being of the employees of new relations between the management and the labor force. The human resources function and its members must be aware of the ethical dimensions of their activity .(Armstrong, M., 2009)
CIPD Profession Map
First of all, the human resources function aims and has a well-defined purpose according to CIPD - The New Profession Map, we quote “The fundamental purpose of this profession that deals with people is to promote better work and professional life. Everyone connected to the world of work has a role to play in achieving this, which is why they are at the heart of the new map of the profession.”
Work is creative
· Working in good conditions offers security, is inclusive, causing participation to the entire organization and not only but also civil society, communities, societies and economies included. 
· Through work, new skills and talents are discovered and acquired at the same time in a personal and collective sense and everything as a whole, working in good conditions, safely, offers benefits to individuals, organizations but also to civil society. 
· It creates economic stability, brings long-term benefits and provokes the participation and social responsibility of the entire civil society.
Peoples
· Man is the basis of this society, they are main and extremely important for businesses and organizations, it is important to have access to work where they can work and express themselves professionally and responsibly. 
· The equaty and equal treatment of employees, giving everyone equal opportunities 
· Is provided by law and is a right of every individual, important being the protection, safety and correct treatment regardless of race, gender, age, religious orientation or if they suffer from any disabled.
Professionalism is what characterizes the HR function. 
· The staff at HR is responsible for finding, discovering and hiring people with professional qualities appropriate to the functions of the organizations where they work this means trust and devotion. 
· He creates value through decisions based on the values he demonstrates, through integrity and dedication to professional development establishing a balance between risks and opportunities at the level of organization.
The CIPD profession map sets a new benchmark is almost an important guide for those working in the field of human resources and beyond. It is useful in making the best decisions based on established values and principles and helps to instill a common professional identity by applying the same set of standards and values.
As reported in the CIPD: "A sense of common purpose is essential to ensure that the human resources industry maintains a collective identity, along with industry standards to help guide all professions. This shared value framework enables Human Resources to it builds the confidence it needs to create and develop positive change in the workplace."
The CIPD map of the profession breaks down the professional values of the industry into the following three categories: principle-based, evidence-based and results-based.
A sense of common purpose is essential to ensure that the human resources industry maintains a collective identity, along with industry standards to help guide all professions. This shared value framework on and allows Human Resources to build the confidence it needs to create and develop positive change in the workplace.
Core behaviors - knowledge of employees as individuals, so as to create a connection that facilitates teamwork, self-confidence must be encouraged, be guided by ethical values ​​as a moral compass to improve the lives and conditions of all workers, equitable support, responsibility etc.
As Andy Lancaster, Head of Learning and Development Content, CIPD says - "In our fast-changing world, a passion for learning is non-negotiable. Whilst learning and curiosity is a natural inclination for children, it's something that can wane in adulthood. However, if we neglect our commitment to learning we choose stagnation. A passion to learn ensures we stay at the forefront of knowledge and practice, enables us to leverage opportunities, drive innovation and achieve fulfillment and purpose. "
With the technological development with the emergence of a new era, the digital one, and Artificial Intelligence, it is imperative to keep up with all these discoveries through education, learning and the development of new skills and knowledge.
•	Ethical practice  
•	Professional courage and influence
•	Valuing people
•	Working inclusively
•	Commercial drive
•	Passion for learning
•	Situational decision-making 
•	Insights focused
Core knowledge - Internal and external factors such as social, economic, technological can influence the smooth running of the company, predictability and the ability to know how to take measures to influence the financial and non-financial performance of the organization, tracking costs and eliminating unnecessary expenses. The digitization, technologization, computerization of the system leads to an increase in the number of information, its selection and use for planning and recruitment has an impact on human resources activity and brings value to the organization and society by promoting professionals.
•	People practice
•	Culture and behaviour
•	Business acumen
•	Analytics and creating value
•	Digital working
•	Change
Specialist knowledge - Transparent practices and appropriate and relevant legislation, the desire to then understand and demonstrate the value of accepting diversity and accepting stakeholder inclusion. It is necessary to know the policies and the process that involves the subjects. Promotes training courses to update the knowledge of employees, constantly updated and informed with technology or requirements in the field for the creation of professionals. Executive reward, payment and benefit modeling.
•	Employee relations
•	Diversity and inclusion
•	Learning and development
•	Reward
•	Talent management
•	Resourcing 
•	Organisation development and design
•	People analytics
   

What are the organizational objectives of the resource activities ?
The objective of the Human Resources department and of the management it practices is closely related to the organization's objectives. So the activity of the service will be used and managed to meet the requirements of the company's organization. The company wants profit, growth of the activity, expansion of the company, diversification of services then it is necessary the competent labor force to ensure the needs of the enterprise.
As I said above, the organization's objectives must be shared by the Human Resources office. In this part I will try to talk and make a short report of a fictitious HR department and an organization that is small up to 10 employees. It is a small business that will operate in the field of services. The field of services fits perfectly in the landscape of this great cosmopolitan city which is London and especially as the car market is one of the most important we chose this small business to deal with car detailing, car wash and to diversify services also submits a complementary activity that of maintenance and cleaning of upholstery and carpets. This additional activity was also necessary to bring a larger number of customers to increase the income of the organization and to make a difference in the face of such fierce competition in this field. We assume that the organization was established recently and after all the necessary formalities, after arranging the intended space, of course, follows the process of planning, recruitment, selection and at the end of the decision regarding the staff of the organization.
Social objectives
Based on the laws and the legal framework, the documents are drawn up and the number of employees, the nature of the position, duties and the payment system are established.
   Organizational objectives
It recruits, selects, places, prepares and develops the relationships between the leader of the organization and the employees.
   Functional objectives
Maintain activity at a level appropriate to the needs of the organization.
   Personal goals
The aim is to achieve personal goals, job satisfaction, better working conditions, standard working hours, motivation.

Workforce planning
Workforce planning is a business process that is generally triggered by a change or specific event in the organization, new acquisition, new project and is an important process between aligning the needs of the company that is restructured in relation to the organization's staff or staff what is necessary and useful to the organization.
· Strategic direction 
· Analyse objectives
· Necessary current human resource
· Estimate Gape
· Formulate Plan
· Implement Plan
· Monitoring and Control
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Recruitment
In the economy this service is always needed because either new jobs are created by setting up new businesses or at the level of the organization it must be replaced or the activity increases in conclusion it is a constantly changing field. Recruitment is and remains an important target of Human Resources.
Recruitment is a field that penetrates the social and legal space as activities and is an important process for both the organization and the recruit.
The person who is recruited must meet certain selection criteria:
• behavioral competence - You work directly with the man, with the owner, you need an impeccable outfit and behavior
• basic or advanced knowledge depends on the requirements of the job - Due to the fact that the company progresses directly with technological discoveries must have knowledge of cars.
• qualities and skills that can promote him an ideal candidate for the position - The age of digitalization has penetrated all social spheres must have IT skills as well as the fact that working with technical skills machines. The use of different chemical solutions on different surfaces qualifies him to have basic knowledge in chemistry.
According to the Personnel Institute (CIPD).
The recruitment process should cover:
· establishing the correct definition and activity of the job
· previous experience or professional training for the job
· how it is paid - establishing remuneration
· a list of the activity of the position is drawn up
· what skills are required for that position
· public presentation of vacancies
· the selected one is interviewed
· the selected person must meet the requirements of the job
· if it matches the selection profile is employed
· presentation of the job and the position in the organization
· accommodation with staff and integration into the organization
· support and supervision during the accommodation period

Selection
Following the recruitment process, after presenting the available positions duties, requirements and obligations as well as how they are rewarded they create a portfolio of a certain number of potential employees from this number will be selected those who can contribute to increasing the overall performance of the organization. Selection is an important process because the value of employees creates the value of the organization.
According to the CIPD, "Staff selection has two main stages: shortlisting and evaluation. In both stages, employers should ensure that their selection methods treat candidates fairly, without discrimination or bias, and that selections they are made on the basis of the candidate's ability to fulfill the role, contribute to the organization and to their development potential."
I will list some of the selection methods that are used and of course some of them are not characterized by the necessary accuracy but are generally used and make a clearer classification and an achievement of the proposed purpose.
· Application forms
· Self-assessment and peer assessment
· Telephone interviewing
· Testing - Types of test for occupational use
· Group selection methods and assessment centres
· Work sampling/portfolios
· References
Of course there are other selection methods and here we can list some of which some might sound bizarrely less conventional, such as physiognomy, phrenology, body language, palmistry, graphology and astrology but the requirements of the job or job may be obvious. and make possible a more precise selection.
· use interviews face-to-face techniques
· use interviews following the content of CVs/application forms
· tests for specific skills
· use of distance interviews
· telephone interviews
The Covid - 19 pandemic has brought a new and difficult situation in this field, the whole process needs to be practiced remotely or under conditions of protection and the employer and the employee.
The process can take place not only at the company's headquarters but also from home as those who have the opportunity to do so have been advised to work from home. The interview can be done online are platforms dedicated to this process.
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Understanding the external environment by clearly understanding the external factors that may affect the company's activity and this is provided by the PESTLE analysis. A PESTLE analysis is one of the most effective frameworks for understanding the "big picture" in which an organization operates.
Political: Tax policy; environmental regulations; trade restrictions and reform; tariffs; political stability 
Economic: Economic growth/decline; interest, exchange, inflation and wage rates; minimum wage; working hours; unemployment (local and national); credit availability; cost of living
Sociological: Cultural norms and expectations; health consciousness; population growth rates; age distribution; career attitudes; health and safety
Technological: New technologies are continually emerging (for example, in the fields of robotics and artificial intelligence), and the rate of change itself is increasing. How will this affect the organisation’s products or services? 
Legal: Changes to legislation impacting employment, access to materials, quotas, resources, imports/exports, and taxation 
Environmental: Global warming and the increased need to switch to sustainable resources; ethical sourcing (both locally and nationally), including supply chain intelligence. Pandemics Covid 19 and other emergencies.
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