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[bookmark: _Toc80285368]Introduction 
The role and responsibilities of an HR professional will be assessed in this report. An HR professional is a person who is hired to manage both the company and its employees (Chawla, 2018). The recent Chartered Institute of Personnel Development Profession Map will be used to examine the set of responsibilities demonstrated by the HR professionals. The Chartered Institute of Personnel Development is one of the leading evaluation and awarding authority for professional HR capabilities. This report will further discuss the chosen organisation’s objectives associated with its resourcing activities that are planning, recruitment and selection process. It examines how the HR department accomplishes these set of the stipulated tasks involved with the protocol for resourcing activities. Lastly, the evolution and organisation of resourcing activities in the chosen firm -NEXT will be outlined.
[bookmark: _Toc80285369]Task 1 
[bookmark: _Toc80285370]Evaluating the role of an HR professional through current CIPD Profession Map	
An HR professional is a person employed to represent both the firm and its workers. The HR are who creates, promotes, and maintains business policies to guarantee that both the employer and workers profit from them while adhering to national employment laws and practice guidelines. HR professionals can acquire motivation by demonstrating a commitment to challenges conventional knowledge and provide company executive with variety of information on how to build long-term success in business. The new map assists HR professionals in making important choices by focusing on principles instead of adopting general best practices. Working with values is going above and beyond regulations and do what's proper in terms of work, individuals, and professional.
[image: ]
Figure 1: The New CIPD
(Sources: (Harrison et al., 2021)
The CIPD Profession Map is a set of standards that HR professionals can utilise to continually adapt and enhance their workspace. The purpose of the Profession Map is to enable the development of a recognized professional practice for the HR industry, with everybody conforming to the same set of values and aims. The CIPD has tried to concentrate on the professional map of the future, which would be analysis tools, commercially driven, and people-driven. The transformation has received considerable attention, especially when it comes to being significantly affected. The CIPD's complete professional map is separated into three key sections (Hunter-Hill, 2019).
Specialist knowledge 
It is an earlier version of the CIPD 2013 map that is technical areas, that has been converted into specific expertise that is 9 in the area and contains employee relations and experience, learning and development, people analytics, diversity and inclusion, talent management, resourcing, reward, design, and organisation development (Malik et al., 2020). The responsibilities of a HR specialist include developing benefits and compensation packages, establishing company regulation and maintaining current employee information. HR specialist assists companies in identifying prospective employees who are most competent to satisfy the organisation requirement. 
Core behaviour 
The HR professional's constant goal is to improve the businesses and employee's working careers, even in difficult and unique circumstances. Valuing people, a desire to learn, a commercial drive, ethical practice, working collaboratively, situational decision making, professional boldness and impact, and an emphasis on ideas are all core behaviours. The current CIPD Profession map emphasises the need for the HR professionals to possess them to perform their roles effectively.
Core knowledge 
The CIPD has been classified separately into three key subcategories: people, workplace, and change.  It produces the six core knowledge competencies: business acumen, people practise, analytics and producing value, digital working, culture and behaviour. To succeed in the HR field, you must have a solid foundation for making wise decisions. This capability is associated with effective understanding.
The new professional map assists HR professionals in making important choices by focusing on principles instead of implementing general best practices. The key emphasis is on purpose, strengthening HR's confidence and ability to promote improved jobs and helping environments by sustainable development and delivering at the highest possible level. The new map will not instruct HR what to do, but this will demonstrate how making a decision based on values, facts, and results contribute to improved decisions. Working with values is going above and beyond the regulations to do what's proper in terms of work, individuals, and competence. Evidence-based indicates that substantial evidence from a diversity of ways is used to support the professional judgement. On a personal, professional, and social level, outcome-driven implies promoting improved work and working environments by making a positive impact.
[bookmark: _Toc80285371]Task2 
[bookmark: _Toc80285372]Resourcing activities involved in the HR operations
HR planning, recruitment, and selection of employees are just a few of the jobs available to HR professionals in an organisation (KLepic, 2019).
Planning 
HR planning is the methodical prediction of current and future personnel market forces. HR planning is a strategy devised by a company and implemented by HR to hire the best applicant to obtain the position. It also entails effectively employing their ability to achieve the company's aims and objectives through the best recruitment method. HR planning encourages companies to address their present and future talent requirements by permitting the human resource department to predict and build new skills that are most important to the organisation, as well as supplying the company with the best staffing mix in terms of new specific skills and staff numbers (Tarannum, 2020).
Recruitment 
The method that involves identifying, recruiting, interviewing, choosing, employing, and integrating individuals is referred to as human resources recruitment. The purpose of HR personnel is to complete the hiring process, as HR works on the floor level and understands all of the details about the object's workers. Recruiting is the responsibility of a company's human resources department by attracting employees from both within and outside the company. When an entity's HR department conducts recruiting, there are many crucial duties for them to complete. HR must put the job opening on the Next Company’s website so that those who are looking for work can find it (Saks, 2017). HR should hire someone who can help Next’s companies achieve its goal. The company objectives are to offer well-designed, high-quality products which are well made, functional and safe, as well as provide worth to satisfy customer expectations.
Selection 
The procedure of selecting a suitable individual for a given function who could effectively offer significant contributions to the business is known as selection. This is an HR method that employs a variety of strategies to easily differentiate between eligible and ineligible candidates. When choosing a candidate, HR should ensure that it will not harm the business's efficiency and success. It is essential to conduct a good selection because it can assist to enhance competitive benefits for the company.
[bookmark: _Toc80285373]Organisational context
As HR management is an essential component in the NEXT PLC’s. It performed well in achieving long term goals. HR in Next Organisation plays a critical part in achieving effective operational goals through their operations. A strategy for NEXT employee is required, since it is vital for a firm to fill the vacancy as efficiently but a vacant position can negatively impact the first performance. While the recruitment and selection processes vary, their aim is the same: companies desire to choose the perfect candidate in the NEXT who can assist the organisation achieve its objectives. The hiring of individuals is a procedure that demands extra attention from HR since if the wrong person is chosen in NEXT; it might hamper the firm's productivity. To achieve NEXT Plc's objectives and goals, HR must perform certain duties.
[bookmark: _Toc80285374]Culture of NEXT 
Responsibility, diversification, integrity, teamwork, commitment, honesty, and leadership are among these principles which serve as the core values in NEXT plc’s policy framing. The culture of NEXT plc has a great impact on employee performance, and HR at NEXT should be engaged in their job to ensure that all employees are treated equally. This promotes positive relationships among HR and workers at The NEXT plc. This encourages NEXT's employees to work more efficiently. The HR department assists in the development of a pleasant workplace environment at NEXT plc.
Integrity between the employees 
The efficiency of NEXT plc is directly related to worker performance, and production could only be boosted by improved employee honesty. The NEXT Plc's HR department must ensure there is open communication and integrity among workers, since this aids in the smooth functioning of the company's daily operations activities.
Training and development of the selected employees 
Staff training assists employees in gaining specialised knowledge or skills that will help them perform better in their existing employment. Employee development is comprehensive and focused on a worker's long-term success instead of a specific job function. The level of training offered to workers has a direct correlation with their productivity. The NEXT plc places a strong emphasis on training and provides extremely specialized development programs to its staff to help those complete projects on time. NEXT plc can easily achieve its aims and objectives with the support of a qualified employee (Fabian, 2018).
Employees Motivation 
The motivation of employees is critical to the success of the NEXT Company. It's the quality of dedication, desire, and enthusiasm that a company's employees contribute to their professions daily. NEXT plc's human resources department must encourage employees to contribute to the company's growth and competitiveness.  HR of the NEXT organises a workshop to develop a positive relationship between employees and HR by allowing them to communicate and come up with issues to be resolved, as well as motivating and encouraging them. The workshop that NEXT plc prepared assists the motivation of employees, which in turn will help NEXT achieve its goals and objectives more successfully (Ozkeser, 2019).
In NEXT HR has a great significant impact on the growth of the business like the NEXT plc because workers are the organisation’s core elements. 
Hunan resource planning 
HR planning is a process of maintaining activity planning within NEXT Plc by recognising labour needs, resources required, expected requirements, and future predictions to meet organisational goals as efficiently as possible. The approach by which NEXT Plc determines how many personnel it will require to meet its strategic objectives is known as human resource planning. HR planning also ensures that employee and jobs is a good match, eliminating personnel shortages. HR plans are essential to Next because it establishes methods for balancing the capacity and competencies of the work forces with the needs of the organisation.
Talent management 
NEXT has acknowledged that this is crucial for them to be able to examine in crucial skills that can assist them in creating an environment of achievement and progress. NEXT should be strict when it comes to presenting talent requirements; addressing varied sources of potential workers. It should enhance both individual and group talented workforce and accessing such talent in things that will allow the NEXT plc achieve its strategic goals (Jarvi and Khoreva, 2020). It creates an employer which can recruit the best employee and as a result contribute to the Next business success. 
Recruitment and selection 
In every company, recruitment and selection are critical goals. During the recruiting and selection process, HR must proceed with carefully because the right person can assist management in attaining success. On the other hand, the wrong applicant can impede the organisation’s productivity (Dany and Torchy, 2021). The recruitment and selection are critical at NEXT plc because it has a significant effect on the business's capacity to attain its objectives, the performance of products and services provided to clients. The overall well-being of the team members working towards its same goal can establish a more profitable business (Nikolaou, 2021).
Introduction programme 
After a comprehensive recruitment and selection process has taken place within NEXT plc, the following phase will be an orientation to the employees provided by the company. Worker introduction is part of this approach, wherein the individual is told of their duties to co-workers and managers to offer them a good impression. It also provides employees reasons for staying with the organisation for a long time. 
Learning and Development 
Learning and development ensure that Next plc employees adapt to technological, legal and procedural shifts. Employees’ talents are developed through learning and development. It is driven by HR, and strong policies can aid the organisation to accomplish its long-term objectives. Learning and development objectives are to link employee’s performance and goals with that of the Next plc. 

[bookmark: _Toc80285375]Conclusion 
This report has evaluated the HR professional in the current CIPD Profession Map. CIPD stand for the Chartered Institute of Personnel Development is the leading evaluating and granting authority for professional HR skills. This report has discussed the resourcing activities that is planning, recruitment and selection. This report has shown the organisational objectives within resourcing activities that the HR function is responsible for delivering. Lastly, the evolution of resourcing activities in the NEXT has been done.
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