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In a business environment, which is constantly changing the organisations are properly exploring the manner of developing and expanding themselves along with their employees. Therefore the functions of human resource is essential and responsible to ensure that the business from can count on committed qualified and effective individuals of the professionals of Human Resource have a necessary and important role within the success of the business firm (Griggs and Allen, 2018). This role has expanded and become more complex and diverse within the last years and in some cases, it has changed radically. Therefore, it is put the individuals are the employees and their well-being in centre of the concerns regarding organisation. Whether they are of public or private character small and medium enterprises are Blue chip corporate, organisations recognise more importance of their workers in order to attend the business objectives and get success in competition. In order to develop efficient staff, the required innovative management programs policies and strategies perfectly adapted to their requirements. 
In order to meet this requirement the role of Human Resource professional is becoming increasingly strategic planning along with implementing proper strategies has now become a necessary component of the tasks undertaken by the human resource professionals. The professionals generally make contributions to achievements of company objectives and their successive goals. The human resource professionals have the capability of suggesting proper actions and requirements needed to give expected outcomes. In fact, in the last decade the complexity of HR functions increased especially due to adaptation needs generated through restructuring acquisitions and mergers (Griggs and Allen, 2018). The importance related to training and introducing new concepts of HR management is growing. Emergence of new manner of working quantity and complexity related to regulations and policies associated with employment needs specialised knowledge experience and appropriate behaviour. The function of Human Resource has different dimensions. It is therefore considered as the real asset within the business firm. The managers or professionals of Human Resource designs and then implements processes programs and policies of Human Resource. 
The human resource professionals are generally responsible for assessing the requirements of Manpower along with maintaining co-ordination of recruitment and reception. The professionals are also responsible for dealing with benefit plans and compensation plans. A human resource professional is in charge of Health and safety at work along with implementing programs and negotiating collective agreements they are also involved in managing the disputes amount leave labour and acts as a conciliator and mediator. Furthermore, the professionals of Human Resource have the role of developing the employees personally, which involves all aspects related to motivation engagement geographical mobility rewarding orientation and assessment program they have the responsibility of supporting the whole business firm with the help of their design objective insights and values. The CIPD map generally emphasizes on the primary knowledge areas and behaviours need to be obtained by a human resource professional. According to this map, it is important to focus on the key behaviour, which will provide value to the business firm and its primary stakeholders. This map shows the way of working related to HR functions and adds proper value to any business firm. It has the aim for supporting any professional of Human Resource throughout their career. It involves 10 areas of professional category and eight professional behaviour through competence bands.
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There are some key functions of human resource management involving design and analysis of job along with recruitment and selection for staff training and development along with compensation and benefits and performance management can be considered under the functions of Human Resource Management. This report will focus on the human resource planning recruiting and selecting process used by Poundland. Poundland is considered as the variety store chain of British origin founded in the year of 1990. It has an operating income of 56.9 million Euros and generates a revenue of 1.31 billion Euros.
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The methods of human resource selection, recruitment and planning are necessary in any business firm irrespective of their size. It is because they help in determining the quality of employees in business firms, which in turn determines the manner of carrying out the process. Planning of Human Resource involves making proper decisions associated with positions needed to fill by organisation and the best manner of filling them (Aithal and Kumar, 2016). It entails determination of Human Resource requirements of a business firm with respect to stipulated strategic plan. Planning of Human Resource plays a significant role to determine demand and supply factors of the labours along with problems linked with resolution of these particular factors. Planning of human resources is generally influenced by business from short term along with long term needs of operational and developmental character. The employees and stakeholders requirement and aspirations plays Greater role in shaping the function of human resource planning of a business firm. Recruitment of Human Resource on the contrary entails methods of attracting and properly increasing eligible individuals to proceed with applying various positions in a business firm (Aithal and Kumar, 2016). It generally involves generation of a pool involving proper and qualified candidates for specific job positions in a business firm. The company sees this process that starts when a new group is generally identified and ends at the time of receiving applications from the candidates. Recruitment is an important process as it helps in facilitating attraction of qualified candidates for applying and it mainly discourages the inappropriate ones. Recruitment has also played a role in protecting the image of the organisation. According to the viewpoint of the managers, the organisation selection method is necessary as it ensures the deployment of right candidates according to qualifications and experience. It can be achieved through matching attributes in the practical once an application documents. The activities of selection write from initial screening interview to final examination of physical category and practices are aimed at coming up with convenient selection designs.
The interdependence of the processes are there and they are dependent or rely on each other. Effective process of planning is likely to lead to effective practices of recruitment, which in turn can lead to effective process of selection. According to the manager or administrative boards of the organisation, reverse is also considered as true and faults in one of the methods can bring failures in others and hence, the result will be poor for hiring where, qualifications of employees will not match the needs of organisation. It can lead to poor performance of workers and the organisation
Staffing focuses on recruiting and selecting human resources for a business firm. Since, staffing is considered as a major and primary function of departments associated with human resources. The managers of HR and hiring managers need to ensure equal opportunities of employment without any discrimination based on sex, religion, caste and race in the process of staff. This type of rules are mandatory in countries like the USA, UK and India (ZHANG, 2018). This company in the UK has tried to maintain these legal policies. Its failure will invite legal actions by organisations like that which will lead to closure depending on the gravity of such contravenes. Opportunity of equal employment principle is not at all applicable where rule regarding reservation is applicable.
Recruiting and planning of human resources procedures actual selection of people for some position in a business from. Recruitment is a process involving inviting qualified applicants through the manner of issuing notification in television media social networking and newspapers in order to fill up vacancies in job (Shaw, 2017). Recruiting employees is generally administered through two major sources, which are recruiting employees through the help of internal sources and recruiting employees through the help of external sources. The company has tried both the techniques of recruitment process of internal recruitment is considered as a process of giving opportunities to the people associated with the organisation and giving opportunities to the employees that has been existed. After recruitment the process of employee selection generally begins to identify the right person through utilising written tests on final job interview, oral test, group discussions, gamification and background verification to check authenticity and credentials of candidates to fill up the job that has been vacant in a business firm. 
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· The main objective associated with recruitment is to fill up vacancies depending upon business firm to business firm. Some can adopt internal recruitment for filling up vacancies through transferring a worker to the place where there is a vacant job (Satar, 2018). If the transferring workers is found to be fitted for a job position, he or she can take up by manner of transfer.
· Giving proper promotion to vacant positions, if a worker is found to be suitable for a promotion post.
· The HR who are higher managers seeks for reference of employees from existing workers to fill up the primary post or to a post that deals with secret information. The key posts are also filled up to sensitive positions with a particular viewpoint of not taking any risk through handling such types of positions to unknown categories of person (Hartley, 2019).
· Inviting retrenched workers if they are retrenched are laid off by a business firm due to shortage in low sales, demand fall, working capital for goods that were produced or broken down in machinery. It is considered as a rule that needs to be followed by a business firm to give first opportunities to retrenched workers for filling up vacancies if restoration of organisational position is done and if it is needed to add more staff. The Industrial disputes act of 1947 is considered as a law that deals with this particular subject.
· Some business firms offer appointments of compassionate character to family members of the retired employee deceased one for the employees who have been disabled permanently due to some accidents to fill up vacancies arising through the mentioned causes (Kauffman, 2020). Even the organisations of government provide compassionate appointments for filling up vacancies especially at a feeder cadre or low grade positions in order to provide support to affected members of family or the affected employee.
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Auditing of human resources is considered as the method of system verification associated with recruitment and selection orientation and placement job evaluation and performance appraisal training and development job analysis and design. The audit of human resources is utilised for achieving organisational goals and is considered as the important tool that helps to assess effectiveness of functions in human resources of a business firm (Pirson, 2018). The main objective of audit associated with HR is to annihilate risks of management associated with contravention with liability exposure, identifying along with correcting gaps in risks, laws, avoidance in litigation, enhancing best practices of human resource and cost avoidance. The audit study linked with human resources conducted by the people matters made a survey of 72 companies in order to assess and evaluate procedures of HR audit in the UK companies. It has been found from the survey that HR audits are considered as duty and process in the majority of business firms and very few business firms employ dedicated resources that support the procedures of audit. Further, there is a requirement of companies to proactively utilise them for assessing business risk and making improvements in process.
· 96% of business forms do not possess dedicated resources of human resources to audit. They are done by External Audit firms or the HR auditor of internal category either (Poremski et al., 2016).
· 52% of business firms perform audits for establishing early warning systems.


[bookmark: _Toc58098022]Conclusion
Therefore, it can be concluded that the recruitment selection and planning process is the most important thing that will provide the company with proper productivity. The company can only gain profit through giving appropriate job profiles to the Employees and matching their needs to the requirements of the company. It can be said that the company has used their managers' experience to recruit suitable employees.
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