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    Introduction

     The current report aims to discuss about the processes in managing people, the planning, recruitment and selection phases of selecting the right candidate for the job. But first of all, will explain why is important the human resource department in a company. For comparation will be taken a previous employer to discuss how was other days the recruitment processes. 
 
    Human Resource importance

     While HR does not produce income directly like a sales team, it can enable to improve things within your business before they can become expensive issues. Professionals can allow you to prevent different kinds of lost profits, which in turn could help your company prosper. An HR specialist is responsible for keeping the changes in labour laws and regulations up to date. It could also look at how these developments affect an organisation and may provide management and staff with knowledge or training.

     A human resource professional guarantees that all organisational procedures, regulations and laws follow and allows managers and owners to introduce the requisite amendments to remain effective. Any company can be expensive if changes in labour law are avoided.

     Decelerating employment costs will reduce operational costs. This is because turnover expenses can be extracted from many sources, including production losses, the cost of hiring and training workers, and also the possibility of loss when an employee leaves the organization. It should be known to every company owner that these expenditures sum up very quickly. A human resources professional may help to minimise them by designing strategies to maximize low turnover rates and to establish an effective recruiting programme. 

     Knowledgeable human resource practitioners know how to identify new staff who are willing to adjust to the business climate. The human resources experts will also assess if institution's requirements are evolving and also provide the staff with preparation so that they would stay capable and operate properly.

     The human resource professionals can be important strategic advisors for the company. Human resource department will eliminate the pressure of maintaining the employment regulations updated and collaborate with the other organizational factors to help the company thrive.

     The Chartered Institute of Personnel and Development (CIPD) is the key elements for managing and improving individuals, and CPD is encouraged to help the systems growth and qualification of its representatives. Unlike other Institutes, the CIPD approach is not calculated in terms of time, but by participants who demonstrate a consistent, technical and developmental dedication to improving their own skills.

     CPD is assessed by the results of every growth project with participants reflecting on how they have improved their everyday practise. Members are supposed to demonstrate how they prepared and defined the domains in which teaching approaches were necessary and measured. Top management and those in the company are required to note the advantages of this training.

     The need to promote and assist other people in their CPD is included under the CIPD code of practise. It is possible to derive personal gratification by encouraging others to learn new skills. A few solutions – being a role model, advisor and instructor – are available for HR activities in motivating CPD to meet the responsibilities. A role model will offer an example to illustrate how this is accomplished and the advantages to be achieved for those that are involved. As a tutor, a human resource specialist may provide people with valuable information about skills and talents or motivate a person to know the routes that they are going to take.

     Planning process

      Personal resource planning is a fundamental role under which the majority of the organisational structure is focused such as recruiting, allocation, formation, improvement, reimbursement, employment enhancement, and wellbeing. This market competition cannot function without careful planning. It offers insight on the existing and potential workforce needs and aims to find effective steps to meet the human resources requirements.

      The Human Resource Management plays an important and leading role in designing strategies and policies to accomplish organisational objectives based on the vision and purpose of the organisation. Personal resource planning is the method of predicting the need for personnel in the company and ensure that the correct individual is in placed in an effective position at the right time and with the right ability and experience to do the right job so that the workers are not wasted their human capital and are interested in the appropriate individual person. 

      The advantages for human resource planning: helps to anticipate the needs for human resources in corporations, prevents time and resources being wasted, enables the use of human capital properly, makes market processes run smoothly, supports employee motivation, helps to overcome vulnerability and assists in the control of the changing climate.

     Recruitment process

     The use of technology in order to complete an assignment that requires a certain degree of intelligence is primarily discussed and includes artificial intelligence (AI). It can be said in simpler terms that AI is a tool equipped for human work earlier. The distinction between AI and popular software is that high speed calculation, sophisticated algorithms and a great deal of quality data are involved.

      Artificial Intelligence (AI) technologies offer major growth opportunities implementation and enhancement of human resource functions such as recruitment, benefit of expertise, auto-service, monitoring, salary, policy contract and procedures. Capacity of AI has achieved new heights and milestones and has had an impact on the existing market activities.

     In the current situation, people and current technologies have collectively led to the development of a large amount of HR data for the different businesses. The study of artificial intelligence can be better measured, conducted and controlled to generate more influential outcomes. The extent to which an organization's performance can incorporate individuals, processes and technology to produce transformational results at an optimal cost is a matter for it.

      AI aims to automate the different HR transaction and service back office functions effectively resulting in beneficial outcomes, decreased costs and reduced errors. With the aid of high-end technology, the process of mapping of skills involving recognition of major competences or features needed by the business or the jobs incorporating those features in the recruiting and training process in the organisation.

     This paper focuses on recognising the inclusion of AI in the organization's skill mapping process, resulting in beneficial and successful recruiting procedures. It is aimed at giving workers an explanation on the integration of AI into current HR practises and how this revolutionary technology benefits in the safe and secure combination and automation of HR functions and transactions.

     Because of the variety of applications, particularly on-line recruiting applications, there have been conversations about the management of all these applications by organisations (Reingold et al. 2000). However, technology use has been especially popular with large corporations during the recruitment process (Andersson 2003). 

     The final aim of the recruiting process is for the human resources manager to find the best applicant at the appropriate time and by using more numbers or sources to broaden this activity. We work from different media to identify and position the best candidates for filling the stated vacancies. The internal or external factors rely on the efficacy of a company using various methods and processes in its recruitment process from the two principal recruitment factors. When it stimulates and chooses good applicants who are prepared to function successfully, the recruiting technique succeeds. Customized information, data and sources are established and provided as recruiting practises are becoming more successful (Rao 2010).

      Selection process 

     The words recruitment and selection signify different definitions that are almost inverse. Recruitment as a constructive mechanism while negatively describing the selection process (Roberts 1997). Selection requires the elimination of candidates through the determination of target demands and the final selection of competent and effective candidates that are more appropriate for vacant jobs.

     It is very important to attract highly educated professional employees and for a company to compete effectively on national and global markets, a motivated and trained workforce is crucial. Organizations may use various styles to hire potential candidates and pick them, such as a job fair, campus recruitment and current employee references.

     An ineffective process is simple, but the failure and liquidation of the business can lead to it. Job boards, recruitment, recruitment on campuses and recruitment at fairs may reduce workload times and can collect eligible candidates, but they should be free of nepotism (Tabassum 2011). 

     E-recruitment may be used to appoint eligible candidates as feasible and widely used (Carless 2007). Choices can differ depending on job needs and organisational structures. Written tests and facial interviews and benchmarking may be carried out by organisations in order to select accurate applicants. Often, if the students are subject to the work criteria, they will consider the academic outcome. For 10 to 30 days they will track the physical appearance, gesture, position, and ethics of the applicant in order to obtain qualified and competent employees (Compton et al. 2014).

     Electronic recruiting is an important part of the e-HR management structure, in which the entire internet recruitment and selection process takes place. With the positive shift in technology the popularity of e-recruitment grows because it decreases both time and costs for candidates and organisations and over the years, providing a sustainable strategy for HRM activities (Greer 2003).

     The Human resources department should cope with technological progress, because the demands of professional candidates are meet with evolving technology, in order to ensure efficient recruitment and selection. Electronic recruiting is also the best choice in this new age to recruit the right person (Huub et al. 2004).

     Personnel and hiring managers who run the recruitment and selection process should be qualified in e-recruitment processes to guarantee the success of the project and to achieve the goal, purpose and vision of the organisation, since the performance of every individual has an impact on the performance of the organisation (Kim and O’Connor 2009).



     Recruitment processes in a familiar company

     For this report analysis was taken a previous employer to discuss the three processes of recruitment. It is about an internship in management for a Dental Clinic in Romania. The manager planned very well the way for recruiting an intern. He focused especially on students from business degrees and made the announcement through student organizations and to apply online. Then for recruitment process, the manager selected the most appropriate candidates with the right skills and contacted them. The interview was online too. The conclusion is that the manager from Dental Clinic made the planning, recruitment and selection process on his own, without a human resource department and with all current AI technologies that evolved nowadays.

   Conclusion  

     In conclusion, the aim of the current report was to explain the meaning of being a human resource professional and the importance of the CIPD. Also, for a good people management in an organization the human resource department is important too and this paper demonstrates why. The main objectives of the work were to explain the resourcing activities in an organization. The meaning and function of planning, recruitment and selection processes. The final paragraph compares the recruitment process of the previous employer and to what was discussed in the report.
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