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Introduction
The world of Human Resources (HR) continues to change and develops dramatically, although these changes emerge as a result of responses from social, economic and political conditions as well as technological changes. Consequently, Human Resources and its various activities has significantly changed resulting from external circumstances which had impacted the organisational needs and its requirement. However, HR is always going to remain as that dynamic environment, where the roles and functions will continue to change and develop. These changes in HR, aids the management to appreciate the roles and objectives and its diversity in terms of developing the profession. There have been numerous identities according to those who specialises in managing individuals, for example people’s manager, personal manager, learning and talent development manager and for those who specialises in specific areas of HRM (Hook and Jenkins, 2019).
According to Jenkins and Hook (2019), who profoundly mentioned that while it is significant to have these names in specific fields of HRM, it is also relevant to examine recent objectives and constraints and to consider possible development in HR of the future and in the world where most individuals work.
HR Professionals Reflecting CIPD Professionals Map 
To achieve success in becoming a HR professional, the Charted Institute of Personal Development (CIPD,2018) map has a significant role as it is referring to important key factors which relates to numerous behaviours. As mentioned in the CIPD map, this key behaviour includes: role model, curiosity, decisive thinker, skills influencer, collaborative, driven to deliver, etc. This key behaviour where set in the professional map (CIPD 2013) in connection with HR and LD professionals and organisation across the globe (Anon., 2013).
This element demonstrates the organisation performance, by conveying ten professional’s areas and eight behavioural factors which are set out in four bands of competence. Band one being the start of the HR performance while band four qualifies and show the most senior leaders (Anon,2013). The HR are linked to these behaviours to be able to demonstrate competence. A brief analysis of the key behaviours is given bellow.
The role model consists in acting with integrity, impartiality and independence as well as balancing personal and legal parameters. The role model within organisation has a strong communication ability, also demonstrates a strong capability of influencing others, being aware and knowledgeable of how the organisation work. Curiosity is another strong quality that a HR needs. The act of curiosity is determined by a wide ability to work collaboratively in a team and be open minded, finding ways to add value to the organisation, (Hook and Jenkins,2019).
Another key behaviour relevant to the HR Professional is the decisive thinker, where the individual understands data and information and uses them in a structural way to identify options and make the right recommendation for the organisation. Credibility on a personal level is achieved among the combination of commercial and HR expertise to bring value to the stakeholders and pears. Collaborative is another key element that requires to work effectively with a range of individuals within and outside the organisation (Anon,2013). Other two qualities that brings a HR to success is driven to deliver and the courage to challenge. These key behaviours bring a high performance in to the HR profession as it is giving the individual the determination to deliver the best outcome and the courage to speak up with confidence as well as demonstrating skills of challenging others.
The above-mentioned key behaviours are linked to the insight’s strategy and solution such as the service and delivery of information that aims costumers focused on HR services, enabling efficiency and provision of meaningful analytics to support business improvement. Organisational design and development it also part of HR profession as in improving the effectiveness of an organisation by creating a valuable design and capability skills for development. In addition to that, resourcing and talent planning, learning and development of the employee has a diverse impact on the organisation, which ensures the right resources and talent are there to achieve a strategic plan for the future of the organisation and building organisational capability (Hook and Jenkins,2019).
Moreover, the performance and rewards, employee engagement and relation have a very significant role in the life of HR Professionals as it brings a great deal achievement to the organisation by implementing programs and rewards for employee in order to develop and bring their talent and culture to the organisation success (Hook and Jenkins,2019). Therefore, the CIPD map is the main purpose for a HR Professional to perform and bring success to any organisation around the globe.
Organisational objectives
The global economy is continuously changing and the market is in constant competition for customer demands. Therefore, the organizations are facing challenges towards management performance. Over the years, research has been conducted to define the impact of Human resources on the organization and how this leads to a successful performance. (Ogedegbe, 2014). The strategy of human resources is to ensure that employee is well-motivated and engaged in to achieve the organization goals. Thus, that will bring the organization to optimized success. (Ogedegbe, 2014).
According to Bratton and Gold (2007), the relationship between the human resources department and the management is a process that aims to create strategic objectives for the organization to improve performance. There are quite a few objectives that Human resources apply within organizations, as an example: HR Planning, Recruitment, and Selection, Training and Development, Performance Appraisal, Methodology, etc (John Bratton, 2007). In this report, I am going to analyse HR Planning, Recruitment, and selection objectives and how this applies to my related working environment.
HR Planning
The organization's performance development is a constant challenge and competitive. Human resources planning is an important part of this competitive world. Good HR planning and a well-established strategy is the perfect combination for a successful organization. Different theories and techniques have demonstrated that comprehensive HR planning is the solution for an optimized improvement, therefore, the executive is in continuous research for exceptional HR planning and strategies that can take the organization to the next level (Macaleer & Jones, 2003).
In overall business, there are few key factors that make the differentiate successful organization from the others and is a valuable chain composed of commitment of employees into their task performance resulting into an engaged customer linked to trustworthy profit growth. Human Resources Planning's main factors are the following: a strategic business plan, job role competency planning, manpower planning, training and development planning, career development planning, and process (Macaleer & Jones, 2003).
Please not that due to GDPR I am not allowed to divulge the name of the organisation I am working in. Therefore, an interview with my Home Manager gives me the information needed to complete my task on this report.
At the organisation I am working, HR Planning and strategy is focuses on diversity and equality when recruiting employees. Also, the organisation creates an internal recruitment and selection before advertising job vacancies through websites and external agency. Training and development are an effective department where the organisation is offering a various range of internal training and development for employees and talent development opportunities (Acquah, 2021).
Predicting labour demand is another important element of HR planning. The HR department has to ensure that the organisation has the right number of employees with the right skills at a point in time. The demand of an organisation depends on the volume of operation, the type of technology being used, and also the customer requirement from the organisation (Mayo, 2015). The customers now demand better services compared to the past, even if the cost is higher. Therefore, The Recruitment and Selection is a very important segment of HR management.
Recruitment and selection
The HR Recruitment and selection are crucial tasks that aim to improve employee’s strength to achieve the organisation goals and performance. This particular department has set up clear objectives which will attract the right employees for the organisation (Abraham, et al, 2014).
According to Breaugh, (2008) there is four-phase model process to recruitment and selection department which are the following; Establish a clear recruitment objective; strategy development for vacancies; create specific recruitment activities to attract the right candidate; evaluate the above three phases to make the final decision (Abraham, et al, 2014). However, Hook and Jenkins (2019) states that the main key point to recruit employees is to have a diversity of candidates for the vacancy by using a fair process and to ensure that recruitment activities are cost effective and in sink with the organistional goals (Jenkins, 2019). Bothe theory are relevant to the Recruitment and Selection department in order to succsefuly perform a strategic plan for the organisation.
The process of recruiting people within organisations involves various steps along the way (BBC Bitesize, n.d.). Policies and procedure, documentation, job description and design, advertisement and others are the main key point when it comes to recruitment of employee for the organisation.
An organisation should have a recruitment policy where Equality and Diversity statement as well as the organisational goal and prospective are included so that employee are happy to engaged and put efforts towards organisation objectives. Recruitment procedure is the process of analysing the organisation need in terms of labour, vacancies, new position, etc. However, an examination is required by HR and line manager to understand the level of needs of labour and if there anything that can be done before taking any steps in to recruitment (Jenkins, 2019).
Other factors like job design and description advertisement and strategy recruitment are important for the organisation (Tutorialspoint.com, 2019). HR professionals adopt specific techniques that helps to make the perfect selection of employees for the organisation such as observation, critical incident analysis aligned with questionnaire and interviews. Advertisement is another crucial factor for Recruitment and Selection department. A well-presented job description and organisation information are the main impact in attracting employee (HR Articles and Trends, 2019). What organisation has to offer in terms of benefits and hourly pay has a competitive advantage within candidates as well as the candidates experience, skills and educational backgrounds. 
The selection process of HR is formed of two main stages such assessment strategic approach and shortlisting. Selecting the most suitable candidate for the role is a difficult part, therefore, HR professionals adopt different strategies to gather the necessary information and evaluate them in to making the decision (CIPD, n.d.). Interview is a decisive stage in selecting employee where Management has the opportunity to understand if candidates are a match for the organisation.
At my working place recruitment and selection department operates in such a way that gives opportunity to internal employees first before advertising externally as well as giving opportunity to students to practice in their career by approaching colleges and universities (Acquah, 2021). Also, the company offers a range of benefits for the employee as an example, higher pay the minimum hourly rate, pension benefit, employee well-being discount access to different shops, life insurance and birthday leave.
However, there is a range of checks for recruiting employees such as DBS, safeguarding measures and references due to the nature if the business which is related to social care working with vulnerable people. Another important aspect due to working in care is a request of immunisation (COVID VACCINE) as per government guidelines. Selection process is an evaluation of the candidate skills, qualifications, experience and personality. The organisation uses equality and diversity in choosing employee, gives chance to every single candidate. In selecting the right candidate, the management uses the job description to measure weather the person is the right person (Acquah, 2021). 
Conclusion
Human Resource Management (HRM) is critical for improving organisational effectiveness in terms of economic and organisational results. This report proposes that businesses should adjust their global HR strategies to local cultural and state politics, as well as create a framework that guarantees local culture. An organisation must have the right people for the charge of the HR department. Hence, HR professionals need to develop some skills and qualities in themselves. The HR functions also need to continuously evolve and change with the requirement to help the organisation achieve its goals and objectives. The sourcing functions of HR are associated with HR planning and the recruitment and selection process. All the HR functions, including this two, need to be adaptive for the perfect results for an organisation. After all, success in the HR department can ensure the success of an organisation.
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