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[bookmark: _Toc77069665]Introduction
Human resource management is a vital tool in the current changing business environment. Competition is rising rapidly in many industries, and this calls for organisations to employ the best and competent workers to be sustainable in the market. Human resource professionals are tasked to ensure that an organisation is well staffed with committed and qualified individuals who will achieve the objectives of the organisation. With this regard, HR professionals need to possess specific characteristics and behaviours to be able to handle their assigned tasks effectively. The present paper provides a briefing document that evaluates what it means to be an HR professional, making reference to the current CIPD profession map. Then, the paper explains the organisational objectives within resourcing activities that the HR function is responsible for delivering. Similarly, the paper explains how resourcing activities have evolved in Halfords. 
[bookmark: _Toc77069666]Briefing document that evaluates what it means to be an HR professional using CIPD.
Human resource professions are required to have a certain level of professionalism to handle the tasks assigned to them effectively. Professionalism within the field of HR is determined by various attributes such as integrity, maturity, wisdom and intelligence (Storey and John, 2016). As such, HR professionalism can be defined as the process in which HR experts handle their tasks effectively using defined attributes of integrity, maturity, wisdom and intelligence. 
[bookmark: _Hlk77067427]HR professionals use the CIPD map as a tool for continuous development. The chartered institute of Personnel and Development (CIPD) is a professional body founded in 1913 which deals with HR and L & D personnel (Emmott and Mike, 2016). The CIPD professional map contains knowledge that is updated by HR professionals continually at various stages in their careers. The map was first introduced in 2009 and was designed to be used by HR professionals globally. Notably, the map enables the HR professionals in understanding what is expected of them to boost the performance of an organisation. Similarly, it brings out the best professional competencies needed within an organisation using its eight behaviours, ten professional areas and four bands (Ulrich et al., 2013).
It is essential for HR professionals to possess certain professional values to guide them in their profession. The CIPD map breaks downs the HR professional values into three categories, including principles-led, evidence-based and outcome-driven (Hunter-Hill and Michelle, 2019). Principles-led states that the HR professionals should be guided by clear beliefs and principles, which will help them in the decision-making process. Moreover, this category operated under three principles, as mentioned below.
Work matters: according to Harrison and Laura (2015), to be an HR professional, it is important to make sure that work has a purpose and that employees are helped to improve their personal talents and skills. Besides, the working environment should be safe and should be beneficial to both the organisation and the employees. 
People matter: people are a major part of the growth of an organisation. Therefore, they should be treated fairly and given an opportunity to air out their opinions and thoughts. Similarly, they should have access to their HR professional. 
Professionalism matters: it is important for HR professionals to perform their duties effectively to improve lives in society and to improve organisations continually. 
The CIPD map shows how evidence-based decisions make an HR professional. The best decisions are influenced and backed up by strong evidence, which further influences a professional judgement. According to the CIPD map, shreds of evidence used to make professional decisions should combine behavioural science and academic research, data from the organisation, practitioner and experience (Tosey et al., 2017). 
HR professionals should have outcomes-driven values. This implies that their outcomes should be centred on the purpose of improving organisational performance and the lives of others. Besides, the decisions made by the HR professional should produce a desirable outcome on professionalism. Similarly, the outcomes from the decisions made by the HR personnel should impact themselves positively in regards to their progress in their duties. 
The current CIPD professional map provides the HR professionals with six core areas of knowledge they need to possess (Ulrich et al., 2013). These core pieces of knowledge bring out the meaning of being an HR professional and, thus, are relevant to all the professionals irrespective of individual roles. They include; the practices of people and how people interrelate with each other, culture and behaviour, business knowledge including planning and supply management, analytics and creating value and digital working. 
Notably, HR professionalism means possessing some core behaviours as stated by the CIPD professional map. The HR department aims at improving the working condition of both the employer and the employee. With this regard, it is essential that they have core behaviours that include; having good ethics, value people, passion for learning, situational decision-making and having the courage to influence people. 
The CIPD professional map brings out various features of specialist knowledge that should be possessed by HR professionals. The specialist knowledge includes information such as employee experience, employee relations, learning and development, motivating, talent management and resourcing (Harrison and Laura, 2015). 
[bookmark: _Toc77069667]Organisational objectives within resource ng activities that the HR function is responsible for delivering.
[bookmark: _Hlk77069327]The human resource function plays a critical role in meeting the objectives of an organisation and helping a firm achieve its goals. It is therefore very important for an organisation to utilise the human resources effectively and handle them properly. The human resource function performs the functions of planning, selection and recruitment (Obedgiu and Vincent, 2017). Through these functions, various objectives of an organisation within resourcing activities are attained. Resourcing refers to the process undergone by HR to get and retain a competent workforce in an organisation. Some of the major organisational objectives with regard to resourcing activities include; workforce handling, hiring the best employees, minimising the costs for hiring and selection, payroll management, promotions and retirement. Organisations aim to achieve these objectives in alignment with their goals to ensure sustainability in the industry. 
The human resource function ensures that the firm has hired the best employees. The human resource function achieves this through workforce planning. Planning is when HR evaluates the need for employees to decide whether to employ more employees or not (Irum et al., 2019). The HR function then evaluates the demand and how it can be met either using promotions or recruitment of new employees. Besides, planning is a continuous process where the management monitors the business performance in regard to attaining its set objectives and being sustainable in the market. 
For effective planning, the HR function undergoes various phases to meet the objectives of an organisation. The first step involves analysing the goals and objectives of the organisation and how workforce needs will be aligned to them. Then, there is an assessment of the current workforce to know their trends to determine where to get more employees. Later, the HR functional analyses the future requirements of the firm to ensure that the employees to be recruited will be able to meet those requirements. All these phases in planning undergone by the HR function enable an organisation in meeting its resourcing objective of recruiting the best employees (Ramlall et al., 2019). 
The HR function is also responsible for ensuring that the costs used for recruitment are minimised and that an organisation is well-staffed (Dhanpat et al., 2020). The HR function deals with the recruitment of employees to a firm, thus, attaining the organisational objectives. The recruitment process involves identifying a job vacancy, analysing the requirement of the position and coming up with effective strategies for getting a suitable candidate for the vacated position. There are two major approaches to recruitment used in companies today. They include; internal and external recruitment, which employs various recruitment methods. 
Internal methods include placing old employees in new posts such as promotions. On the other hand, external recruitment refers to the process of getting new employees to fill vacant positions. The HR function uses both internal and external recruitment appropriately. Most organisations use the internal recruitment method in promoting employees and shifting them to new posts. This helps to minimise the costs for recruitment as well as getting employees who are familiar with the culture of the organisation (Olson et al., 2018). External recruitment, on the other hand, is mostly used when there are new vacant positions due to retirement or when some employees are no longer working in the firm. Using this method helps to achieve the organisational objective of getting new employees who have fresh and new ideas, thus, increasing the productivity of the organisation. 
The HR function is responsible for delivering the organisational objective of ensuring that there is maintenance in commitments for giving equal opportunities to all employees. This objective is achieved through an effective selection process. The selection process involves assessing the applicants and identifying the best-suited candidates for a vacant position. The HR develops a documented policy that guides an organisation in how to conduct the selection process appropriately without any biases and to hire (Obedgiu and Vincent, 2017). For the selection process, the HR function conducts an interview which can be done online or one on one. Here, an organisation is able to assess the capabilities of the applicants as well as know their level of qualification. This function enables an organisation to be well-staffed and to maintain consistency in producing quality. The selection process also involves training the new employees to understand the culture and practices of the firm. This helps the organisation in minimising turnover, thus, boosting its competitive advantage as the employees are efficient and motivated. 
[bookmark: _Toc77069668]Halford’s company resourcing activities
Halfords is a British company which deals with retailing car parts, tools, touring equipment and bicycles. The company was founded in 1892 by F.W Rushbrooke and currently operates in the UK and Ireland. Halfords is considered the leading provider of motoring and cycling services and products in the UK (Upadhyay et al., 2021). It is also one of the best independent operators in vehicle servicing and maintenance. Halfords have several objectives within the resourcing activities that the HR is responsible for delivering. These activities have been evolving over the years due to the changes in the industry and the marketplace. 
[bookmark: _Hlk77069258]Halford’s management planning aims at meeting several organisational objectives as follows. Halfords strive to ensure that its employees enjoy their work and that there is increased diversity in work. Planning had enabled the company to come up with leadership training programmes where employees actively take part in and are encouraged to promote equality. Besides, in recent years, the company helps the employees improve their operational performance equally by motivating and encouraging them (Hopkins et al., 2018). 
Halfords practices both the internal and external recruitment methods in getting suitable employees for different positions in the company. Recruitment helps the company to achieve several organisational objectives with which are delivered by the HR function in the company. Due to the advancement of technology lately, the company uses online recruitment methods such as advertising through social media to attract many potential applicants (Parry et al., 2019). Further, the HR function formulates job descriptions and specifications that help a candidate to know more about the available position. The company also shortlists candidates and make a list available on its website for the applicants to be ready for interviews.  
The recruitment process helps to retain employees for a long period of time. In the past years, Halfords concentrated much on external recruitment. Today, Halfords practices internal recruitment where vacant positions are filled with the employees that were already in the company. Notably, the company promotes the best performing employees, often to higher positions and those with exceptional skills. Similarly, the company recruits the employees with the best skills to fill technical positions in the company instead of recruiting new employees who are not experienced and familiar with the culture of the firm (Upadhyay et al., 2021). This contributes to the improvement of the production output as employees promoted are motivated to work extra hard. Similarly, this recruitment method enables the company to achieve the objective of using the minimum costs possible for the recruitment process, thus, increasing its profit margin. 
Halford’s main objective is to satisfy customers through an exceptional shopping experience and to support a lifetime of motoring and cycling. This objective is achieved through the selection process by the HR function. HR selects the best candidate who will serve customers effectively and leave them with the best experiences. Previously, the company selected new employees through the use of questionnaires and surveys. These methods provided information about the employees but could sometimes be false information. The selection process in the company has evolved from using questionnaires to conducting interviews to get the right employees. Halfords HR selects new employees through conducting a one-on-one interview where the applicants answer the questions asked directly (Hopkins et al., 2018). Through the use of this method, the company is also able to know the behaviour of the applicants from how they behave during the interview. The HR function in Halfords also trains the new employees selected. All these practices enable the company to get the best employees who have exceptional skills to serve the customers, thus, increasing its sales and customers. 
[bookmark: _Toc77069669]Conclusion
To wrap up, being an HR professional means having the best skills, values and behaviours which are appropriate for the task assigned. The HR function is responsible for important tasks in a firm such as planning, recruitment and selection, and all these contribute towards the success of an organisation. The CIPD professional map is a useful resource in helping HR professionals understanding the behaviours, values and skills they need to possess. For instance, an HR profession should have principle-led values to handle employees properly. Importantly, the HR practices should be linked to the objectives and goals of an organisation for them to be effective and helpful to the firm. 
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