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What it means to be an HR professional
People professionals are the people who support the visions and mission of an organisation in order to achieve its goals by understanding, communicating and unlocking the value of the organisation’s people. Their essential purpose is to champion better work and working lives (CIPD, 2018).
HRs is considered to be among the people professionals and they are tasked with developing roles, mechanisms, opportunities and a working environment that amounts to great organisational results by helping people work at their best potential. They are expected to make principles-led decisions and corresponding engagements and actions. Furthermore, an HR ought to base their judgement on evidence from varied sources and this should include looking closely at the underlying principle of the profession, studying people’s psychology and referring to known standards to better execute their mandate. Likewise, using organisational data like the skills gaps, welfare and participation of employees enables them design better opportunities for the workers and the organisation as well. Another basis is gathering information from fellow professionals about potential risks and opportunities in order to decipher an organisation’s capability. Moreover, in order to better apply evidence, practitioner experience is instrumental in deriving solutions from various insights. Finally, an HRs work is expected to be motivated by comprehension of outcomes always keeping in mind the associated risk and value and ensuring they align with the broader picture of better work and working lives.
Similarly, people professionals are required impose a positive impact on work by bettering the efficiency and welfare of an organisation and its people, on people by ensuring there is fair treatment, sustainability as well as room for diversity, on professionalism by better decision making stemming from high credibility and integrity and on individuals.
Knowledge is key for functioning optimally in the HR profession and it ranges from knowledge on people practice, culture and behaviour, business acumen, creating value to digital working and change. An HR needs to know the different people practices and how they affect one another and in order to make improvements, he/she must apply various people skills like coaching, consulting and teamwork among others. They also need to understand how culture and behaviour affect people practice in order to know which leadership practices to apply in response. Additionally, its critical to have a deep understanding of the organisation, its objective, direction, performance and how organisations in general contribute to the community as well. Personal data can be a powerful tool in decision making and in determining ways to add value to an organisation which makes it another key knowledge area for an HR. 
It is also important for an HR to know how to effectively activate change using effective tools and mechanisms that reduce risks and produce positive outcomes. In the same way, knowing the role technology plays and how it impacts the people function is an important area of knowledge required by an HR to improve productivity and the people function. (CIPD, 2018)
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[bookmark: _Hlk58707128]Planning
Human Resource Planning (HRP) refers to the process of executing the development and implementation of a human resource strategy in order to accomplish the organisational objectives. It is more concerned with the skills and capabilities of the workers and how well they fit within the Human Resource guidelines and practices in a bid to achieve the strategic objectives (Pilbeam et al, 2010).
The HRP activity framework along with the organisational objectives of the HR can be divided into four major components as explained below:
Investigation and Analysis (internal and external) As one of the objectives of HR, this mainly seeks to determine required facts like whether the demand for labour is based on the needs of the organisation, what the supply is in regards to external and internal sources, the kind of work that needs to be done and how it should be done among others in order to paint a clear image of the talent gap and the quality of labour required to bridge it. 
For example; LIDL UK conducts employee satisfaction research and hires personnel welfare consultants. This achieves the objective of an open relationship between employees and superiors and also guides the HR department of the company on where the gaps are and how they can be filled. (Rodionova, 2017) 
[bookmark: _Hlk58707198]Forecasting to determine talent gap: This involves evaluating the contrast between the accessible labour supply and labour demand in relation to the skills and capabilities needed to realize the desires aims which usually exposes a surplus or deficit within the workforce.
[bookmark: _Hlk58707224]Planning and resourcing: This entails how the organisation intends to be resourced, the size of the workforce required and the set of skills to be considered. It also puts into perspective the parameters to be used for training, performance supervision, and work pattern among others (Pilbeam et al, 2010). The training parameters used by LIDL UK are individually tailored to each employee to best harness their strengths along with classroom, digital and study courses. The induction and resourcing plan of the company includes training, guidance by a mentor, self-development and skilling using podcasts, books, videos and courses as well as offering global assignments (LIDL, 2020).
[bookmark: _Hlk58707260]Implementation and control: This stage dwells mainly on the capability of the internal HR to effectively and efficiently execute proper integration of the workforce skills and the organisation policies to achieve the corporate goals. 
HRM is quickly shifting to become more digitalised in many companies like LIDL. This is expected to have a positive impact in many ways that include achieving objectives of reduced costs, improving HR performance and speed of their functions which in turn contribute to the overall organisational performance (Parry, 2011). 
[bookmark: _Hlk58707294]Recruitment
The recruitment process involves matching a job to a potential employee who meets the stipulated and desired attributes and competences required to effectively execute the roles within the position. Once done inappropriately, it can be detrimental to an organisation by not only negatively impacting its effectiveness but also being wasteful of the company’s resources and revenue. Recruitment can also be defined as a procedure taken to invite qualified contenders for a specific available slot from which one or more may be successfully chosen. (Pilbeam et al, 2010) 
The recruitment process can be more clearly subdivided into these categories:
[bookmark: _Hlk58707322]Attraction
The pre-recruitment involves assessing whether there is a significant job to be done, whether the amount of work validates the recruitment and if it blends with the HR plan. A job analysis is also conducted to determine if the job has changed and requires an upgrade to its description, tasks, responsibilities plus the skills and competences desired in the holder. The recruitment methods aim at drawing a suitable number of candidates at a sensible cost and some of the commonly used methods include:
Press advertising: Here the organisation takes into account the budget allocation, choice of media, type of advertisement, information in the job description, provisions for taking into account diversity as well as an effective method of receiving applications from the interested parties. 
Internet recruitment: companies are increasingly adopting this route because it has a number of benefits like reducing the recruitment cost and time as well as the paperwork. The HR is therefore tasked with sifting the multitudes of applications sometimes using software that recognise skills and capabilities in order to find suitable candidates for a particular job. Because this point in time is considered to be of the digital era, HR is evolving to accommodate and incorporate these advancements in its functions to move in sync with the changing world (Bennett et al., 2008). 
Other advertising: Additional medium for advertising used by HR include vacancy boards on which job adverts are displayed and often accessed by internal employees and a limited number of external people. Television and radio are also used for a number of professions and it is relatively cheaper to run a radio advert and far reaching. There are several more methods used for example posters, recruitment agencies, referrals and career conventions among others. 
[bookmark: _Hlk58707353]
Recruitment methods
It is important for an organisation to collect required data regarding number of responses received, number of applicants interviewed and which medium of advertising they are drawn to. In so doing, the HR can be able to evaluate which methods are most efficient in information discernment and cost effective at the same time. This is done after the pre-recruitment and the main objective of the HR is to attract a suitable number of applicants at a reasonable cost. These functions have evolved as organisations have become more sophisticated in how they allocate resources meaning the HR personnel ought to possess persuasion skills to effectively convince board members to allocate part of the scarce resources to the HR budget and strategy. (Turner, 2003)
[bookmark: _Hlk58707397]Responding to enquiries
Candidates are often drawn to employers who exercise a professional approach to the recruitment process. Therefore, the HR is responsible for responding to these enquiries with fast and with courtesy and these may include questions about the job and how to apply. Proper handling of enquiries can increase the rate at which enquiries become applications. Most of the HR recruiting processes have been bombarded by more sophisticated approaches that incorporate digital technology for leading companies like LIDL, a diversion from the methods that were previously dominant. Many of the administrative functions of the HR have greatly evolved in this context (Strohmeier, 2007).
In line with the recruitment under resourcing, LIDL’s recruitment strategy spells a system that begins from the internal employees making its way outward to external employees. (Lunenburg, 2012). This strategy the objective of efficiency in this resourcing process as time and money is saved. This is because internal employees require limited training as compared to new entrants. The LIDL HR systems are largely digital, with technology at the heart of the recruitment process. With the constant growth in the sector, technology has become a crucial player and vital constituent of all HR systems. In addition, LIDL has various distinguished departments and a common HR strategic practice they implement is intercompany transfers between employee levels. (Waldermann, 2008)
[bookmark: _Hlk58707427]Selection
Selection involves sorting through applications and eliminating those that are deemed. While the recruitment process may be structured and consistent, selection is ultimately subjective most of the time. The objective of the HR here is to filter, screen and shortlist. Candidates who possess the qualifications required by the employer make the shortlist. The HR also has the responsibility of ensuring the shortlist is manageable and within the confines of the budget. (Pilbeam, 2010) 
Selection methods vary depending on the company. Some of them include; 
[bookmark: _Hlk58707456]Application form 
The HR is required to make sure the application form is designed in such a way that it becomes part of the employee’s record and also provides information related to the job used during shortlisting and structuring of the interview. The level of difficulty and the flexibility of the design are a ruse to effectively deal with a surplus or deficit in the labour market accordingly. With reference to LIDL’s recruitment process, the application form is provided online and it is the first stage of applying for a job in the company. The online application is a way or LIDL to see if you can respond concisely to questions, and that you know what is on your CV and in the job specification (Lidl, 2020)
[bookmark: _Hlk58707492]Online Assessment 
This method usually comes after an applicant submits the application form. For example; LIDL invites applicants to a complete series of online assessment tests at this stage. They are designed to test an applicant’s competencies in key areas of teamwork, responsibility, decision-making, etc., personal approach to work and to know whether the candidate is a good fit for the company. The last final test by LIDL is known as the ‘Lidl Fit Test’. In order to get the ideal candidates after this stage, the assessment includes; numerical reasoning, verbal reasoning and situational judgement (Lidl, 2020)
[bookmark: _Hlk58707534]Interview
Because it is nearly unimaginable that an employer would hire someone before actually seeing them, interviews are considered a very essential part of the recruitment process (Pilbeam et al, 2020). HR personnel use the interview to get an overall perception about a candidate and to also pass on information about the job as well as receive feedback from the interviewee. Interviews take various forms like one-on-one, panel and group interviews. In th context of the LIDL’s graduate scheme, the company is currently using the telephone or video interview (Lidl, 2020). The interview is up to 15-20 minutes three to four weeks after the online application. 
The selection method is generally the point in the recruitment process where hiring managers choose among applicants using the aid of competency profiles (knowledge, skills, abilities and other attributes) to determine those that would add the highest value to the firm (Ogedegbe, 2014). At this stage, it is important to manage employment relationships in such a way that they can generate value-added knowledge as a link to recruitment and retention of staff (Ulrich et al, 1990). Therefore, by LIDL UK making the selection process effective, the enterprise achieves the objective of appointing the right person for the right job, who will add value to the company. 
CONCLUSION
In conclusion, through the context of LIDL UK, organisational objectives like improved efficiency in business process and the appointment of the right people for the right jobs in the company lie within the resourcing activities of planning, recruitment and selection. 
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