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1. [bookmark: _Toc56431489]Introduction
[bookmark: _Toc56431490]    Human resource may be referred to as the personnel that make up an organisation’s workforce or the functional department within an organisation’s management that aligns human labour with organisational vision and overall objectives. Therefore, the report will incorporate a briefing statement that evaluates the vast scope of a human resource professional in reference to the current CIPD Professional Map and also broadly discuss organisational objectives in respect to Human resource management resourcing practices that human resources managers are responsible for. In addition, the report will outline how these resourcing activities have evolved drawing much focus on British American Tobacco.
2. Organisational Background of B.A.T
   British American Tobacco is a leading multinational production company that manufactures and supplies a wide range of tobacco products worldwide. The organisation is based in London, England and has established its presence in 180 countries globally with cigarette brands such as Dunhill, Kent and Lucky Strike among others which have ultimately attracted over 10 million consumers. B.A.T was originally established in 1902 and came to be after Imperial Tobacco Company and American Tobacco Company merged to form a joint partnership under the management of James Buchan Duke (Tobacco, 2016). As revealed by the 2019 London Stock Exchange Report, the company has an operating income of approximately £9.016 billion and generates a net income of about £5.849 billion annually. The organisation has grown in leaps and bounds over the years and Jack Bowles, the current chief executive officer of the organisation credits its continuous progress to the talent, input and commitment of its human resource.
3. [bookmark: _Toc56431491]Briefing statement
    As denoted by Mello, (2014), human resources are people who provide knowledge, skills and techniques to enhance operations and increase production in an enterprise. Human resource management (HRM), on the other hand, is the organisational organ that takes care of employee related concerns through activities such as recruitment, development and retention of human labour in order to attain individual, organisational and societal goals. Human resource managers are therefore the individuals who oversee all these employee related administrative functions within an organisation. The National institute of Personal Management (NIPM) defines human resource managers as professionals who plan, direct and coordinate manpower as they also implement ideal policies to establish ideal environments that not only facilitate individual job satisfaction but also sustainable organisational growth.
   Human resource is dated back in 1901 as a result of the human relations movement that took place in the 20th century when entrepreneurial experts started documenting ways of optimising business value through strategic personnel management. The Chartered Institute of Personnel and Development (CIPD) which is the professional body that outlines and accredits standard professional human resource (HR) qualifications globally characterises HRM as an instrumental discipline that enables organisations to achieve success through people (CIPD, HR, 2012). The organisation also highlights the dynamic trends of human resources right from when it was facilitated by transactional work such as payrolls, to strategic initiatives such as talent management and succession planning to the traits and various functions of human resource manager. In reference to the current CIPD map, an effective HR possesses the following attributes;
Great organisational skills: HRs ought to not only plan and complete tasks competently but also have the ability to multitask and manage deadlines. 
Excellent communication:  HRs should be in a position to interact and disseminate information clearly both verbally and in writing as it aids in negotiations, conflict management and employee relations.
Leadership and administrative skills: HRs are the wheel that steer organisational success and should therefore be influential and inspiring to employees. They should as well have problem solving skills, inculcate teamwork and take accountability of their actions.
Ethical and professional: serving as the conscience of the organisation, HRs ought to adhere to ethical and professional practices. Among these practices include; making informed decisions, maintaining confidentiality with employee information and promote impartiality at work.
    The functions of a HR, on the other hand, as provided by CIPD include planning, organising, leading and controlling a taskforce as they conduct operations. The CIPD map breaks down these functions into different HRM practices that are facilitated by HRs as discussed below.
4. [bookmark: _Toc56431492]Formulate organisational design and development
   It is the role of HRs to integrate the human resource pool with both long term and short term organisational goals. Consequently, a manager is obliged to identify talent, skills and aptitude that align with the designed strategy and processes in order to optimise efficiency while attaining desired objectives (CIPD, HR, 2012).In B.A.T, this function is preceded by activities such as conducting job analysis, formulating job descriptions for vacant positions and establishing effective methods of advertisement, recruitment and selection. Through these activities, the HR inculcates an ideal culture, appropriate behaviour and deep insight for employees and the management.
5. [bookmark: _Toc56431493]Optimise talent management and succession planning
   A HR is equally mandated to train, develop and retain resourceful manpower. The personnel should offer professional advice and support to employees in order to increase employee relations. A HR should be in a position to oversee practices such as strategic employee planning, career development as well as talent acquisition and retention (CIPD, HR, 2012). The main purpose of this function in B.A.T is to increase individual and organisational capacities and techniques to consistently stay abreast and competent in service delivery. This function also acts as a basis for drawing meaningful employee analytics to increase employees’ work conditions that may optimise talent and input of employees.
6. [bookmark: _Toc56431494]Evaluate performance and reward employees
   Another major function of a HR is to monitor and appraise employees’ performance in an organisation in order to determine their strengths and weaknesses. Consequently, this allows them to place employees in their areas of specialisation. Closely related to this function is compensation and rewarding of individuals whereby HRs use various methods to attract, motivate and encourage their workforces (CIPD, HR, 2012). B.AT uses methods such as; issuing maternity leaves, intrinsic recognition of employees, offering decent pays and promotions, etcetera. These functions maximises employee performance and .enhances the organisation’s ability to attain desired goals.
7. [bookmark: _Toc56431495]How organisational objectives have evolved and been attained through planning in B.A.T
   Akhigbe  (2013) denoted human resource planning (HRP) as the process of taking effective measures to stay ahead in acquiring, utilising and retaining an organisation’s pool of labour.
   There are four critical steps in the HRP of B.A.T. Analysing labour supply is the primary step in this process. In this step, the HR evaluates the capacity of the organisation based on the number of employees hired, their competence, designations, input and performance in their work stations. The second step is forecasting labour demand and focuses on factors that influence the future of the organisation’s human resources (Akhigbe, 2013). The HR therefore looks into internal issues such as promotions, retirements, termination and job transfers. This step also focuses on external factors such as fluctuating patterns of labour demand as well as incorporation of technology in place of human labour. The third step is balancing labour demand with supply where the HR lays out definite requirements with the intent of narrowing B.A.T’s supply of labour in respect to future demand. The final step is the development and implantation of a plan. Based on the analysis conducted in the third step, a HR is can now determine the way forward and endorse effective measures to integrate the plan with the overall organisational objectives.
   HRP plays an instrumental role in reducing manpower shortages or surpluses in organisations hence ensuring that the enterprise has the proper talent and skills to maximise production. It also aids in determining the strengths and budding opportunities to exploit as well as gaps and weaknesses to remedy in the work sector (Akhigbe, 2013).  Consequently, HRP provides deep insight to B.A.T’s HRs on when and how to accommodate new practices and innovations at work hence enabling the organisation utilise available manpower and reduce cost where necessary. Since the company has established its operations in different geographical regions, planning comes in handy in ensuring regional HRs adhere to varying government labour regulations hence maintaining smooth operations.
8. [bookmark: _Toc56431496]How organisational objectives have evolved and been attained through recruitment in B.A.T
   Recruitment is the HRM process through which an organisation attracts potential candidates to apply for available jobs in line with the job description and requirements.
   B.A.T adopts the two forms of recruitment. That is, internal recruitment which involves shortlisting of viable individuals from the existing organisational taskforce and external recruitment whereby the HRs outsource ideal candidates from the wide pool of experienced individuals in the labour market (Tarannum, 2018). Both forms of recruitment incorporate posting job vacancies in different mediums of advertisements in order to reaching target audiences. First, B.A.T HRs determine the available positions in the organisation that need to be filled. It then conducts job analysis for each vacant position identified whereby the duties, qualifications and important information concerning the jobs are outlined; then they finally develop and publicise appealing job adverts in newspapers, job agencies and social media to attract application of potential candidates.
   There are various organisational objectives that are influenced by the recruitment process in resource planning. The most dominant objective for HRs is to identify and hire high-skilled individuals for each position within an organisation. This enables the organisation have an experienced and talented pool of manpower thereby catalysing B.A.T’s growth and success. Internal recruitment purposes to minimise time and cost for HRs since the process skips some time-consuming and costly steps involved in external recruitment. Consequently, recruitment aims at helping HRs retain the best talented professionals who are of great input to the organisation by offering job security during job placement. Through the process, HRs are obliged to meet the recruitment objective of maintaining fairness and impartiality as they abhor favouritism and malpractice during the hiring process (Argue, 2015). Consequently, the recruitment process challenges B.A.T HRs to increase their expertise and ability to match potential candidates with organisational objectives in order to attain overall performance for B.A.T. Finally, the process plays a key role for HRs while choosing new personnel to inject new ideas that can optimise the organisation’s operations.
9. [bookmark: _Toc56431497]How organisational objectives have evolved and been attained through selection in B.A.T
   Selection refers to the HRM process that succeeds recruitment and involves activities such as pre-screening applications, reviewing applicants’ potential, prioritising viable candidates and shortlisting them for interviews (Dar, et al., 2014).
   The main objective for this process is to separate amateurs and experienced applicants for a job position. HRs are obliged to select candidates with the requisite skill set fitting the job requirements. It is through the selection process that B.A. T’s HRs administer cognitive tests, psychological screening, physical check-ups, emotional intelligence examinations, and etcetera. The HRs are therefore obliged to employ keenness in evaluating individuals’ personal attributes in sync with the available job related tasks (Ekwoaba, et al., 2015). Additionally, the selection process focuses on establishing primary rapport between the employer and the new recruits. By conducting interviews to select the right candidate for hiring, for instance, B.A.T regional HRs take time to learn their interviewees by holding structured conversations that portray the candidates’ understanding about the job in question. Through these conversations new recruits also tend to learn more about the organisation and what is expected of them in depth.
   Similar to the recruitment process, the selection process is focused to attain an optimal number of staff that increases an organisation’s profitability and market visibility (Dar, et al., 2014). This aspect necessitates the need for HRs in B.A. T to minimise cost and surplus manpower using the selection process. For instance, if the company seeks to fill the positions of procurement officer and an accountant, most candidates viable for any of these positions will be majors in the field of finance. A regional HR can therefore shortlist and hire candidate who has a degree in Procurement and Finance thereby reducing time and involved in interviewing different candidates for each position as well as cost that would be used to compensate two personnel. In line with validating applicants’ credibility, the process also allows HRs to incorporate automated systems that streamline the sifting process.
10. [bookmark: _Toc56431498]Conclusion
   In summation of this report, it is evident that human resources and human resource management are crucial aspects in maximising smooth operations in an organisation. Resource planning, on the other hand, acts a complimentary of HRM as it aids in human resource utilisation, improving human resource capacity and adoption of innovative technology to streamline an organisation’s productivity.
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