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[bookmark: _dnbmhch89j17][bookmark: _Toc57060864]Introduction
Human Resource management is important for an organisation to ensure the right quantity and quality of the personnel in the workplace and implement policies for motive employees. The present study evaluates knowledge of HR professionals through the CIPD Profession Map and resource activities of Lidl. 
[bookmark: _ligzkvlcn9cx][bookmark: _Toc57060865]Task 1: Briefing statement to evaluate the meaning of HR professionals with reference to the current CIPD Profession Map
CIPD Profession Map creates standards for the HR professionals across the world in which the knowledge, behaviour and activities of the HR professionals are states which are required for success.  An HR professional is an employee who is hired to advocate the employees and company by developing, maintaining and managing the company policies to bring benefit to the employees. The profession map is used by the HR professionals for CPD (Continuing Professional Development) planning to develop and increase abilities of the employees.  Profession Map creates the foundation of all CIPD qualifications and CPD tools which are designed to guide the HR professionals in their work, career planning and development (Cipd.co.uk, 2020). New map sets an international benchmark for HR professionals to make better decisions, act with confidence, and drive changes in the organisation along with their career progression and peak performance. Profession Map is used in the organizations to identify skills required for change, determine team capabilities, build competency framework, develop career pathways and improve behaviour required for success. 
[image: ]
Figure 1: Current CIPD Profession Map
(Source: CIPD People Profession, 2020)
CIPD Profession Map provides different approaches which are required to be developed by the HR professionals that include some specialist knowledge along with core knowledge, core behaviour, principles-led, evidence-based and outcome-driven services. It states the fundamental purpose of HR professionals to create a better workplace and working lives in which everyone is connected and has a role to maintain positive workplace culture. Core knowledge which is required for the HR professionals are analytics and creating value, proper culture and behaviour, business acumen, change, practice and digital working  that help in making effective decisions (CIPD People Profession, 2020). This core knowledge is relevant to all practitioners regardless of the sector. 
On the other hand, the core behaviours which are required for the HR professionals according to the Map are ethical practice, situational decision making, and passion for learning, valuing people, professional courage, commercial drive, focused insights and inclusive working.  It helps the professions to think specifically and critically to make ethical decisions in challenging situation (CIPD People Profession, 2020).  The specific  knowledge which are effective for professionals are maintaining diversity, employee relations, resourcing, reward and talent management, ensuring learning and development,  organisational design and development and improving employee experiences. Therefore, it is effective for the HR professionals to understand the areas of development and create new development programs for improving skills, knowledge and motivation of the employees.
Furthermore, Profession Map helps the HR profession to conduct evidence-based practices by helping them to understand behavioural science, academic research, utilise people analytics for organising organisational data, determine stakeholder concerns and develop expertise (CIPD People Profession, 2020). Some key principles should be followed by them based on work, people and professionalism to make a better workplace. Safe and purposeful works should be developed by them and investment should be done to improve the skill of employees, treat them daily and protect their rights by making value-based decisions that are best for the employees and organisational performance. 
[bookmark: _7sh4it447z6h][bookmark: _Toc57060866]Task 2: Organisational objectives within resourcing activities (planning, recruitment & selection) that the HR function is responsible for delivering
HR managers conduct different resourcing activities such as HR panning, recruitment and selection, learning and development, performance management, career planning, evaluation and reward management. 
Resourcing activities in meeting organizational objectives
The organisational objectives are increase productivity, profit, ensure sustainable growth, improve customer service and maintain employee retention. Short-term and long-term goals are made by the companies for developing policies and allocating the organisational resources. Resource management includes planning, scheduling, and allocating resources to maximise efficiency.
The standard casual model of HRM provides the HR strategies and processes to improve financial performance of an organisation (Kaufman, 2016). It states the HR strategy which is best fit for the employees. For this purpose, the HR managers use skill gap analysis to understand the performance problem of the employees to bring a new strategy for increasing quality, productivity and innovation. 
[image: ]
Figure 2: Standard casual model of HRM
(Source: Kaufman, B.E., 2016)
The resourcing activities of HR management are explained below.
HR planning: It refers to a continuous process of systematic planning for optimum use of the most valuable assets of an organisation. HR planning enables the businesses to meet present and future demands for talent to develop the most valuable skills in the organisation (Kosheleva and Bordunos, 2018). 
Recruitment and selection: Recruitment is the process of searching the potential applicants as per an anticipated vacancy and selection is the procedure of hiring people among the shortlisted candidates to provide a position in the organisation.  
Performance management: This corporate management tool is used by the managers to monitor and evaluate the work of the employees and select the best abilities for production of the highest quality work in the company. 
As per the value chain of human resource, the organisational performance can be evaluated based on the balanced scorecard that contains key performance indicators from financial, press and customer perspectives. HR systems and budget are made and capable professionals should be hired to operate the business and ensure employee motivation (Shamim et al., 2016). 
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Figure 3: HR value chain
(Source: Shamim et al., 2016)
Human Resource Management processes and functions of Lidl
The international discount supermarket chain of German, Lidl operates more than 10000 stores across Europe and the U.S and they have 315000 employees all over the world. HR management of the company crosses over employee retention and engagement, recruitment and learning and development. “Recruitment and Employer Brand department” of Lidl focuses on attracting the right talent and for this purpose, the department conducts market research to design and work with in-house and external communication and market teams (Lidl, 2020). Different recruitment tools and recruitment processes are used by them for strategic development to hire the right people in the right position. “Learning & Development department” of Lidl makes strategic, effective and measurable approaches to make a unified team to contribute to the growth and profitability of the business. The leadership principles of Lidl are effective and training is provided by the leaders to develop skills and motivation of the employees. 
The company has initiated an award winning initiative namely “Logistics Management Development Initiative (LMDI)” to ensure executive leadership program, execute digitalisation and improve management. “Engagement and Employee Relations department” of the company develops a health and wellbeing program, “Work Safe Live Well” for the employees to increase safety, values and engagement of the employee in the organisational process (Lidl, 2020). Flexible working hours are identified with effective top-down communication. Alongside, different statutory returns are identified due to social welfare that has increased revenue of the company. The company can provide personalized customer experiences due to hard work and proper engagement of the employees with the business process. For this reason, the company has faced an 11% growth and the company has generated a turnover of €46.1 billion euros in 2019 and market share of the company has become 5.9% in the UK (Makortoff, 2019). The sales of Lidl has increased by 7.7% in the UK in 2019 which has become £27 billion whereas its retail rival Asda has faced a 1.5% drop in sales in this same period. 
The objectives of Lidl are to deliver outstanding customer satisfaction, ensure market leading quality through constant innovation, utilising technology and optimizing the business processes. They also focus on maintaining a sustainable relationship with the business partners and local communities along with increasing employee engagement. Though the company increases the customer experiences, sales and profitability, low employee retention is identified in Lidl as the company tends to pay low compared to their competitors (Rodionova, 2020). The workplace culture is not effective in reducing employee motivation. On the contrary, the company provides benefits, reward and compensation packages to the employees on the basis of their performance as well as recognise the talent for performance development. However, the company does not have any talent management programs like Tesco that creates problems in the recruitment and selection. The HR professionals do not follow all principles and knowledge of the CIPD Profession Map. 
Influence of the internal and external factors in managing resources in an organisation
The internal factors that influences the source management in Lidl 
Corporate objectives
Corporate objectives such as cost minimisation strategies, restructuring and economic development influences the decision making in an organisation (Parmar et al., 2019). In Lidl, recent cost reduction strategies due to COVID-19 pandemic affect the employee payment as well as they cut staff and reduce pieces of limited products which have lower running costs. 
Operational and financial strategies 
Operational strategies in Lidl like new product and technology development, recruitment of employees in different departments and financial strategies like reducing cost in training affect HR performance. The company has outsourced their training to reduce costs and develop new technologies in HR planning and performance management for increasing performance.
Level of growth 
High growth and rapid expansion requires more recruitment and the companies focus on employee retention (Kundu and Lata, 2017). Rapid expansion has not been identified in Lidl, therefore, the company recruits new staff for product development and focuses on employee retention, increasing compensation and upgrading job descriptions to improve workplace culture.
Technology use
Lidl managers implement 3D visualisation, retail tools, SAP, enterprise management, performance management tools, and automation, artificial intelligence that improves employee flexibility, performance and change HR planning and reduce recruitment.
The external factors that influences the source management in Lidl 
Market changes 
Changes in market like market share and competition affect an organisation's HR management. Lidl has an increasing market share in the UK but their HR management has not been effective as payment and employee retention is lower than the competitors like Asda, Tesco and Morrison (Rodionova, 2020). Therefore, improvement in HR planning and talent management is required to gain competitive advantage and increase employee retention. 
Availability of labour 
Shortage or surplus in the labour market changes the workplace planning. In the UK, the employees have high education and have 75.6% of employment rate that ensures proper labour flow in Lidl (Ons.gov.uk, 2020). The HR managers can recruit the right people for the right position after applying their skills and qualities. 
Changes in economic policies
The minimum wage has been increased to £8.72/hour in 2020 from £8.21/hour in 2019 (Ons.gov.uk, 2020). It has increased the labour costs and the HR managers need to restructure their audit policies to provide proper payment to the employee. Alongside, low inflation rate reduces cost of raw materials that helps Lidl managers to use more costs for training and performance management. 
Technical changes
As social networking and new technologies are developed in the UK and most retail organisations use these technologies for improving operation and supply chain, Lidl also uses it in HR planning, recruitment, employee data management and improving productivity. 
Changes in society and preferences 
Lidl managers have changed their working policies, provided leave, included loyalty schemes and compensation packages to meet demand of employees for flexible working options. Growing population and increasing demand for people has forced Lidl to focus on recruiting skilled and talented employees to provide efficient customer services.
Political and legal regulations 
Brexit has created uncertainty and reduced flow of high skilled labours. However, as corporate tax in the UK has not changed in the last 3 years which has been 19% (GOV.UK, 2020). It has reduced export-import costs of the company and HR managers have acquired talent and provide training at a low cost. Besides, “Employment Rights Act 1996”and “Employment Act 2002” help HR managers to ensure maximum working time and provide employment benefits. 
[bookmark: _1on51itkvn9q][bookmark: _Toc57060867]Conclusion
In conclusion, the CIPD Profession map helps the HR professionals in developing core knowledge and behaviour to maintain proper culture, values, employee engagement, ethics and diversity in the workplace. Lidl managers follow appropriate HR planning, recruitment and performance management process to provide flexible pay, employee engagement and increase market share. 
[bookmark: _qybelo210sce]
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