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This paper aims are to demonstrate the importance of HR and the role it has inside an organisation, to explain the organisational objectives within the resources activities and to provide and inside of the CIPD role for HRM.
To achieve this objective, the work will be divided into two parts, namely Task 1 and Task 2. Task 1 will assess the significance of being a human resource professional, using the current CIPD Profession Map. Task 2 will consist of a report that will include the investigation of the Lenovo company, respectively will explain the organizational objectives within the resource activities for which the human resources function is responsible for delivering. It will be considered how this have evolved or are evolving and finally a conclusion will be provided.
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The term human resource was first given by John R. Common, an American economist in his 1893 book The Distribution of Wealth. But only from the nineteenth century it can be discuss an existence and a development of human resource departments, in first phase these had the role to resolve any disputes between employers and employees (Kenton, 2020).
According to Michael Armstrong (2014), human resource management is related to people, as the name specifies, it is basically a practice that aims at the way and methods by which people are employed. This method can be seen in the form of a philosophy or as a concept, supported by a series of theories that discuss and analyse the behaviour of people and organizations, which explores the appropriate method by which people should be managed, considering the factors already mentioned. HRM can be seen as a philosophy about how people should be managed, which is supported by several theories about the behaviour of people and organizations. 
This process aims to improve organizational efficiency through people but considers how people should be treated in accordance with a set of moral values (i.e., the ethical dimension). HRM is the one that implements the practices and policies related to the fields of organization development, design fields, employee resources, development and learning performance that will increase the well-being of employees. All this is based on the so-called human resources strategies that are in line with the business strategy (Armstrong, 2014).
Armstrong (2014), argues that the understanding of the term HR professionals is varied, and it can be understood from the role of human resources director to that of human resources officer, or that of specialist (such as head of reward, head of learning), or depending on the level at which the person is working (it could be the executive, administrative or strategic role) the context of their aptitudes or according with the setting  which the person works. 
In 1913, the WWA or the Association of Social Workers was founded, and later in 2000 it was renamed the Chartered Institute of Personnel and Development. The Chartered Institute of Personnel and Development (CIPD) is an organization for human resources and research professionals with a community of over 160,000 members and locations in Asia, Ireland, the UK, and the Middle East ( The Chartered Institute of Personnel and Development, 2021).
CIPD aims to achieve a real change for the economy, enterprises, people in the field of work and their members. To achieve this goal, CIPD ensures that L&D and human resources professionals reach their full potential and ensure excellent work professionalism ( The Chartered Institute of Personnel and Development, 2021). The CIPD map is the one that, at international level, establishes the benchmark regarding the population's profession. It is used to achieve performance and stimulate the development of the company (Chartered Institute of Personnel and Development, 2021).
According to Ulrich et al (2013), the CIPD map focuses on how human resources can be developed in such a way as to provide information and leadership in the eight areas of practice that are directly related to human resources, namely: providing services and information, employee relations, employment proper, organization design, resources and talent planning, organization development, talent learning and development and performance and rewards.
It can be assumed that the role of HRM and HR Professional respectively it vital to any business. The CIPD Map is a tool used by HR Professional to reach their best potential and to improve the business they are in. It is worth to also mention that CIPD aim is to bring a better change inside the economy and is the one who establishes the international standard regarding human resources profession.
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The purpose of Task 2 is to explain and research the organisation objectives within resourcing activities where the HR function is responsible for delivering while following the CIPD Map. Furthermore, it will be considered how these have evolved or are evolving inside the Lenovo’s company.  But before analysing Lenovo’s company, it is important to understand what the resourcing activities are and what they do, moreover how can HR influence the success and growth of the company.
Human resources are important in any business, in fact they are the ones that play an essential role in establishing the success and development of a business. The organizational process includes elements such as planning, recruiting and selection, a process that is valid for any company in any corner of the world. Through this process, the best decisions will be established regarding the current state of the company, but also regarding its future (Roberts, 1997).
Strategy
The HRM strategy is also called people's strategy because it deals with the employment, management, and development of employees in a way that fits and supports the long-term objectives of the company. At the same time, the HRM ensures the proper functioning of the various aspects of the MAP, to lead to the necessary behaviour and climate in order to obtain the performance objectives and to fulfil the aspects related to the creation and maintenance of the company's value. HRM focuses on factors related to matching the future needs of employees with the company's concerns such as structure, culture, quality, values, and commitment. At the same time, it must consider the changes in the field of work and the CIPD recommendations. HRM deals with individual HR strategies such as improving employee performance, looking at the efficiency of the organizational structure, offering rewards to employees (CIPD, 2021).
According to Armstrong (2014), the main goal of HRM approaches to resources is to ensure a competitive advantage by recruiting, retaining and developing people, i.e. potential and current employees, who are better, more capable than their rivals. To maintain and attract the attention of good employees, the organization offers him opportunities, rewards better employment conditions than those offered by the competitor. This is achieved through the so-called positive psychological contract, that is a set of mutual expectations between employee and employer.

Planning
According to Adam Hayes (2021), HRP is the continuous process of systematic planning to achieve the most valuable assets of an organization, i.e., to have good employees. HRP takes care to undertake and ensure the best match between employees and the workplace, trying as much as possible to avoid the surplus of employees or their absence. This process allows and ensures companies a good management of the balance consisting of qualified employees for a workforce planning by assessing the needs of companies in advance. To meet the company's needs, HRM must first find suitable employees for the selected position, secondly take care of current employees, reward them, train them, then resolve any conflicts and take care of possible absences, to approve the departure of the employees who want or to promote them depending on the case.
CIPD (2021), has emphasized the importance of planning, it not only aims at reacting to circumstantial market events, but also helps companies in aspects such as staffing initiatives, improving the quality of work results, prioritizing customer needs, reducing labour costs by offering the possibility of flexibility and development of the workforce, care for the real improvement of the balance between private life and work, better quality results, targeting and identifying inefficiencies, retaining employees, strategies for human development and talent management.
Lenovo is one of the most powerful technology companies on the market. Since its inception in 1984, it has grown steadily in 2013 to become the no.1 PC player globally, and in 2020 Lenovo's revenue exceeded $ 60 billion for the first time while Software and Services revenues rose to a US record $ 4.9 billion (Lenovo, 2021). The HRM of Lenovo is Gao Lan who joined Lenovo in 2009 and apparently according to Lenovo (2021) she is to thank for the restructuring projects that led to the Motorola acquisition and operations integration for the IBM x86 server (Lenovo, 2021). It is no surprise to see Lenovo culture and values described as driven by trust and integrity, teamwork, innovation and entrepreneurship, customer focused. A company and a culture where people want to surpass themselves, to be the best. The customer is put as a measure of things, and the people who work at Lenovo aim to work in a team, and as a goal to contribute to the community, where the products offered by the Lenovo team are unique and supported by people with a diverse cultural background. Lenovo emphasizes diversity, respect, and inclusion, where talent can be challenged, and efforts rewarded and recognized. Because of this type of culture being implemented, Lenovo is proud to say that succeeded to gain financial performance, to be an awarded tech company and to bring innovation by implementing diversion and inclusion and its culture (Lenovo, 2021). Lenovo planning strategy is to become China’s PC leader, but market such as Russia or Brazil are being undertaken by the big tech company (Jason Fernando, 2021), also they want to invest more in AI technology, that means more job opportunities. When it comes to its employees Lenovo visible plan is to create a working environment similar to the one in Silicon Valley, that means that to create facilities for its employees such as childcare centres, gyms and climbing walls on venues site (McLellan, 2019). 	Lenovo also want to create more roles such as Senior Executive Talent, the positions will be exclusively for women as part of the gender equality program they created and are providing better and health workplaces for its employees (Lenovo, 2021). 

Recruitment and selection
As shown by Shalini Tomer (2016), the recruitment and selection process are very important for a company. It can be said that the two of them are interconnected, after the recruitment process takes place, the actual selection of employees takes place. The recruitment process includes finding and attracting potential candidates for a specific position within the company through various methods, while selection is the process by which the right candidate is chosen and employed. The existence of market competence makes recruitment so important, creating not only opportunities for both sides (employee and employer), but the opportunity to develop the entire company if the candidate is a valuable one for the company.
According to CIPD (2020), the recruitment process is not only about employers, but also about employees, it is ana opportunity that the candidate to know more about the company, to know and meet the management. The process needs to be transparent, fair, and timely.  And important factor on the recruitment process is the inclusion and diversity part, and definitely should be considered by the employer. It is recommended that those who were shortlisted and have been interviewed to be aware of the legislation and not to discriminate. 
As shown by Gareth Roberts (1997) for the recruitment and selection of the right candidate some points need to be cover such as effective use of multiple techniques, clear specification, elimination of redundant process, measurement, evaluation and continuous improvement. Moreover, the person specification is also very essential, good HRM will be very clear and specific regarding the role of the job to avoid any confusion of the possible future employee regarding the role they will have in the company. And as shown by CIPD (2021), the job adverts also need to be clear and accurate and should include things such as person specification, job description, the location of the job, employment type offered, flexible working, if possible, details of how to apply, reward and benefits on working within the company. Roberts (1997), mentions other significant factors that are worth to be consider by the HR such as competence, attracting, response, screening, interviewing, testing.
According to CIPD (2021), the selection process is related to recruiting as shown above one without the other can not work in an efficient way, shortlisting and assessing the applicants are part of the selection process. The candidate is evaluated through an information sheet that includes both the interview, psychometric tests, and assessment centres. The people who are participating in the candidate selection process, must consider the benefits of possible future employees who are coming from background and cultures that are different that the one the recruiter is used with. The employer must look at the benefits brought to the company by a diverse team. HR must be honest with the candidates regarding the duration of the selection as well as the technology used in the selection, but also the type of evaluation to which they will be subjected. The employer must offer the candidate any type of support and make all necessary steps to make the necessary adjustments in the selection process in case the applicant has a disability. Technology is vital in recruitment because it attracts candidates and is selected if necessary.
Lenovo's recruitment and advertising process is happening mainly through the help of the technology (and normally being one of the largest tech companies), by announcing job opportunities, so that everyone that has the right skills can apply, that way everything is transparent and fair. Firstly, the candidates need to register for the job advert and confirm their email address, the minimum requirements for application are those related to education, ie qualifications such as BE / B. Tech - CSE, IT, CEE 60% or 6.5 GPA and above throughout without any running backlogs, and the earliest to have graduated in the current academic year ie 2020/2021, further training is promised. Secondly, the selection process will include and HR interview, a technical interview, a written test and a group discussion (Students Circles, 2021).  The jobs adverts can be finding mostly internal on their website Jobs.lenovo.com, but also on collaborating website such as Students Circles. Lenovo gives a lot of importance to the company culture and when it comes to hiring it has a say in the way candidates perceive the company. The recruiters want to know the candidate, to evaluate he/her skills and experience, but emphasise also on academic results and the value the candidate cand add to the company (Lenovo, 2021). When it comes to existing employees, a Code of Conduct it is imposed with an accent on diversity and non-discrimination and ethical values (Lenovo, 2021). The benefits of working for Lenovo are Child Care and Elderly Support, Lifestyle Support, Home/Auto and Pet Insurance, Legal Support, Family Leave, Adoption Assistance and much more (Lenovo, 2021).
. 
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It can be said that Lenovo has a strong culture that influence the resourcing activities from planning to recruitment and selection process. Lenovo put a lot of accents on employees respecting the culture of the organisation and it values, as it was shown in this report, but also Lenovo respects its employees, by creating them developing opportunities and given them benefits. Lenovo emphases on creating a Silicon Valley type of workforce, where company is valued, diversity and inclusion is respected, and discrimination doesn’t take place. It can be concluded that most the Lenovo’s success as a company is because of HRM who employs  and appoints the right people who are willing to dedicate their time and values to Lenovo.
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