CIPD HR PROFESSIONAL AND KFC RESOURCING ACTIVES AND HR FUNCTION
1.0 CIPD:
“Use it to make better decisions, act with confidence, perform at your peak, drive change in your organisation and progress in your career.” (CIPD, 2018) CIPD is Map that explains which are the values, knowledge and behaviour to be a professional HR member. The map explains what the HR members have to do, what knowledge they have to show and what it is the approach that the HR members need. It is divided in 3 areas and every area present different professional competence: Core Knowledge
Core behaviours

“ · Employee experience
· Employee relations
· Diversity and inclusion
· Learning and development
· Reward 
· Talent management 
· Resourcing 
· Organisation development and design
· People analytics

Specialist Knowledge
· People practice  
· Culture and behaviour 
· Business acumen
· Analytics and creating value
· Digital working
· Change 

· Employee experience
· Employee relations
· Diversity and inclusion
· Learning and development
· Reward 
· Talent management 
· Resourcing 
· Organisation development and design
· People analytics








												  “
(CIPD, 2018)
“The new Profession Map identifies four different impact levels and details the knowledge and behaviours required to excel at each of them. “(CIPD, 2018).CIPD differentiates the different rules and abilities of the HR member, through four different levels:


 
												       · Chartered fellow level: “You’ll influence stakeholders across the profession, and create long-term value for significant numbers of people” (CIPD, 2018). In this level the members by using their professional skills and knowledge they improve and create HR strategies and policies to improve the company’s performance. 
· Chartered member level: “You'll work with and influence a range of stakeholders, creating medium to long-term value for a wide audience.” (CIPD, 2018). At this level the members have to create strategic plans and deal with the shareholders. 
· Associate level: “You’ll work with and influence immediate colleagues and customers, though your work will create short-term value for a wider audience.” (CIPD,2018). In this level the members have to take responsibility of its analysis and decision in order to improve the company’s actions. (ex. Leading meetings, company policies etc..)
· Foundation level: “You’ll work with and deliver immediate and short-term outcomes for your manager, colleagues and customers” (CIPD, 2018). In this level the members have to make daily task established by superior positions. The members have to use this step level to understand the work, the structure work and the career.








Case showed:
 
Core Behaviour, Situational Decision making:
Chartered member 
Chartered fellow
Associate level
Foundation level

																																																																																																																																														The members have to follow and put on the policies by using the available sources by being open to new situations and understand their actions consequences.
The members have to create a culture environment, create important strategies and professional value, understand the environmental changing before that they happen and create an environment where the inferior level can work and create
The members have to value the better solutions by balancing the risks and the opportunities. They have to adapt itself depending on the business environment and understanding the choices’ consequences
The members have to decrypt the problem and put on choice in different situation by understanding the risks of them. Moreover they have to adapt their approach on new situations and understand the impact of their choices.

Report
 HR organisational objectives (planning, recruitment and selection) & KFC HR Functions.

1.0 Introduction

“Workforce Planning is the process of analysing, forecasting, and planning workforce supply and demand, assessing gaps, and determining target talent management interventions to ensure that an organization has the right people - with the right skills in the right places at the right time - to fulfil its mandate and strategic objectives.” (CIPD, 2018) In this activity the HR section have to generate a plan in order to create the best environment/relationship between workforce and the job. For the plan’s creation the HR has to consider four factors: 
1. Environment influences;
2. Where the company want to arrive in the future;
     3. Create and apply the plan in order to achieve the aims;
4.  Evaluate where the company is after have applied the plan.

In order to create an efficient and full plan is fundamental follow these steps:
· Integration of business and management strategies;
· Involving of the recruitment process as: resourcing, development and employees’ relationship;
· Evaluation by comparing with the aims’ achievement.
1.1 Recruitment and Selection:
· RECRUITMENT: “The process of attracting individuals on a timely basis, in sufficient numbers and with appropriate qualifications, to apply for jobs with an organization.” (Myrna Gusdorf, 2008). In this part the HR has the responsibility to invite the right person with the right skills and the right knowledge that’s interested in being part of the organisation. In order to make the recruitment process the HR has to identify two important factors:
· Job description: “A job description is a document intended to provide job applicants with an outline of the main duties and responsibilities of the role for which they are applying.” (wikijob.co.uk, 2018) Create a job description is an important step of the recruitment process. It has to be attractive and it has to include the tasks, the duties, the hours working, the environment job information and the wage that the employee is going to receive. 
· Person specification: “It is a description of the qualifications, skills, experience, knowledge and other attributes (selection criteria) which a candidate must possess to perform the job duties.” (Human Resources Department at SOAS: Person specifications, 2019).Identify a person specification is an important step in order to eliminate the not ideal candidates, create a comparison between different candidates and to generate an interview form.
· Selection: “Selecting staff has two main stages: shortlisting and assessment… and those selections are made based on the candidate’s ability to perform the role, contribute to the organisation and their potential for development.” (CIPD, 2018) In this process the HR had to select the right candidates by choice the right candidates through interview and assignment selections. It is fundamental, according to the law that the hiring process has to be equal for every candidate excluding race, gender, age and disability. Moreover the candidates have to be hired for their skills and capacities and for the impact that they can bring to the company in the future by following the chosen criteria.

2.0 KFC HR FUNCTIONS
“According to the corporate website, KFC has 30.000 restaurants in the world and it is present in 110 countries. The fast food passed from a traditional HR to an international HR management” (Hitesh Rohra, 2014) KFC is a fast-food born in 1932 and today is the biggest fast food of chicken in the world. In order to achieve these results, KFC HR knew and knows that its employees are a fundamental part of the aims achievement. Because the company became popular and loved in all the world, KFC’s HR had changed its behaviour by becoming international  in order to face all the different cultures and understand the different employees’ ideas, behaviours etc.. 
2.1 KFC HR PLAN 
“The key elements of the HR plan are followed by the Human resources Policies that are the same in all the world and they included training, right candidates and discipline that the employees must to have in order to achieve the company’s aims in the different roles of the restaurant.” (CIRCLE OF BUSINESS, 2019). In order to maintain a high level of efficacy, professionality and to diffuse the company’s culture, behaviour and aims the HR has created a plan where all the employees are involved during the beginning of their carriers. These steps involved:
· Online training: “Providing training to improve efficiency, improve their ability to adapt to the market culture and deliver quality customer qualifications.” (CIRCLE OF BUSINESS, 2019) On the website with its own account the employee is required to complete the online training that explain the value and the behaviour to have during the working time. Moreover it provide to improve the abilities that you need in order to satisfy the market culture, by teaching the hygiene food policy and teach the correct way to serve the food in order to satisfy the costumers;
·  Physical training: During this step the employees have to use the skills and the abilities learnt during the online training on the working field by being assisted from the Team Leader;
· Ensure that people are the right candidates in the right place:  “To ensure that people are employed in the right place, the HR department has created a standard of the job description so that it can be stored in the database.” (CIRCLE OF BUSINESS, 2019)In order to have the right candidates the HR created well descriptive and understandable job descriptions and assignments that the candidates have to complete, afterwards the dates will be sent to the database where the managers are able to identify the right candidates. The fresh employee in the beginning will be monitor from the manager and team leader.
· Discipline:  “Firms cannot just ‘sack’ workers. Wide range of procedures and steps in dealing with workplace conflict – Informal meetings – Formal meetings – Verbal warnings – Written warnings” (Hitesh Rohra,2014). In this step, the company ensures that the employees are not just fired due to a non-satisfactory performance. Instead, before they have to pass through warning steps afterwards if their behaviour, attitude or working performances are still not adequate, they can be fired by managers or the HR. 
2.2 KFC RECRUITMENT 
The KFC’s recruitment process takes place online. The Candidates are able to find their favourite job positions online through channels such us: KFC website, job sites etc..(Hitesh Rohra,2014). Thanks to this method everyone has the opportunity to apply and to have the same equal chances to succeed. In order to succeed with the recruitment process KFC’s Hr use:
· Job description: Through a great Job description KFC is able to guarantee that the candidates know what they are going to face by applying for this fast-food. The job description contains:
· Job introduction: it contains a short job explanation;
· Main responsibilities: It contains all the job details as: duty, hours, responsibilities, wages, benefits etc..;
· The ideal candidate: It contain an explanation of which skills and knowledge the candidates should have;
· About company: This part contain an explanation about the company, who is it, what it does do etc…
(careers.kfc.co.uk)

· Person specification:  Identify the right individual is very important in order to recruit the right person for the right job position. Through this step KFC identifies the right candidates, by making distinguish between which one is the right person for the role available through skills and knowledges explanation. Also this factor permits that people are able to choose if the roles can be suitable for them or not.
2.3 Selection
“In order to select the candidates KFC use different steps that includes: shortlisting, assignments and interview” (Hitesh Rohra,2014). After that the recruitment process is ended the HR pass through the selection point, in this phase the candidates have to be before:
· Shortlisted: In this step the HR value the applications received and through CVs and candidates’ answer they choose who make pass to the successive level;
· Assignment: In this phase the HR create an assignment (that generally is a questioner) where the candidates have to complete. Thank to this passage the HR members value the physio metric, aptitude and the capacity to use the skill and knowledge of the candidates.
· Interview: In this last step the HR has the opportunity to value if the candidates have the right skill and knowledge to be able to make the job by having the right attitude and potential through a face to face conversation.
3.0 Conclusion
In conclusion KFC the HR planning, recruitment and selection processes are fundamental in order to achieve the aims and the results planned. Indeed the companies that succeed are always the companies with the best employee. KFC through specify and planned passages such us: identification of abilities, skills, knowledge and attitude of the candidates, assignments and face to face interview, succeed into recognition of the right person for the role needed and through its training, policy and constantly updating make their employee always prepared and ready to realize their job.
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