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Task 1: What it means to be an HR professional
It is commonly thought that being an HR professional requires being a people’s person or just having the will to help others. Indeed, most HR professionals will give these as the driving forces behind their career choices, and while these are good enough reasons, there much more to being an HR professional than just being available for people when they need assistance (Khan, n.d.). HR professionals perform many other tasks and are guided by any more driving forces than needing to assist people. Some of the roles HR professionals play include partnering other business functions in an organization, solving problems, challenging assumptions by the organization, introduce a long-term view into the company’s management, and championing employees among others (Khan, n.d.). 
With regards to HR professionals introducing a long-term view of management operations in an organization, there is a need today for organizational management to shift from short-term to long-term thinking and incorporating broader, multi-stakeholder view of the world during their decision-making (Khan, n.d.). During the 2015 CIPD annual conference, CEO Peter Cheese remarked that organizations needed to move from “accounting” to “accountability” and, hence, adopt a new perspective that considers all other stakeholders and not just financial stakeholders (Emmott, 2016). This puts into perspective the need for organizations to have HR professionals who make one of the four bands making up the CIPD Profession Map. This is a map that entails the characteristics of HR professionals from band one at the bottom referring to their start of the HR career upwards to band four as they progress up their career ladder (Emmott, 2016).
According to the CIPD Profession Map, being an HR professional entails a lot of roles, duties, and expected characteristics. In this essence, an HR professional requires skills in such areas of organizational management as design, service and information delivery, employee relations and engagement, organizational development, L&D, resource and talent planning, and performance and rewards. The HR professional is expected to develop insights, strategies, and solutions in all aspects of the organization relating to these tasks (Emmott, 2016). This also means that to be successful as an HR professional, one needs a certain set of characteristics or qualities that enhance the skillset for the mentioned tasks. Some of these characteristics include being skilled influencers, decisive thinking, curiosity, being role models to the employees, personal credibility, collaboration, being driven to deliver, and having the courage to challenge (Emmott, 2016). 
In addition to these characteristics as described by CIPD Profession Map, HR professionals need to have a vision and be clear about what they want to achieve. They are also expected to be great communicators because they are tasked with dealing with people and handling their issues, as well as being tasked with information and service delivery by their organizations (Kryscynski et al., 2018). They also need to be flexible and curious enough to discover and learn new things every time, some of which may not be very comfortable for them if they do not have enough flexibility to accommodate the new ideas. Therefore, although they are normally known for their service to people and assisting where help is needed, the HR professionals need and perform much more than that for them to be successful in their roles (Kryscynski et al., 2018).
Task 2: organizational objectives within resourcing activities that the HR function is responsible for delivering
HR professionals are tasked with many things in an organization and this requires them to have certain skill sets as described in Task 1 above. Similarly, the ways through which these skills are applied in the organizations are different because the specific company has to set up all operations in relation to its organizational goal and objectives (al Habibi, 2019). Companies change their operations according to the short-term and long-term prospects of their specific markets and, likewise, the HR functions in the organizations evolve to remain relevant with the organization’s goals and objectives. One of the most significant tasks that HR departments in any organization must perform is recruiting a pool of employees who are most likely to have the required qualification and characteristics that align with the organization’s objectives and goals (al Habibi, 2019). 
Having a pool of employees who are qualified and have matching qualities to what the tasks at the organization and the organizational objectives require is vital for the company to achieve those goals. It is especially more important for a company that has a large workforce and multiple departments. Heathcotes Group is one such an organization, with its management being well aware that determining the right objectives of its human resource planning to align them with the group’s objectives determine the value of planning, how successfully the plans are implemented, and how capable the company is to reap optimum outcomes from its operations. The senior management at Heathcotes Group has a wealth of experience in the provision of care services for people with mental health needs, learning disabilities, and associated complex needs. For this reason, the company needs to have a group of employees who are motivated and whose objectives match those of the company. It is only in this way that the group can achieve its goals and be of help to the people who need their services the most. 
One of the most significant aspects of the human resource management at Heathcotes Group is that a number of the human resource, and indeed the senior management team at the group started their careers at lower positions as support staff. In those positions, they got a head start to growing into the fabrics of the company and this provided them with valuable understanding of the dynamic and culture of the organization. This also means that since they have experienced both ends of human resource; as managers and as employees, they have a more in-depth understanding of the positive and negative elements of human resource management. Such an understanding is vital for the company because it helps it ensures that the management of the organization can keep track of their policies and decisions to cull out the negative ones and replace them with more positive ones for the benefit of the organization (Mura et al., 2017).
The human resource management at the company is tasked with ensuring the well-being of the employees and that they are delivering to the organization according to the stipulated in the organization’s requirements on each stakeholder. The human resource department has successful met its goals of ensuring the well-being of the employees because going by the reviews that the organization receives on various job-related websites like Indeed and LinkedIn, most of the company’s employees have enjoyed being part of the company’s workforce. One of the things that makes it a successful employer is that the company is inclined to creating and offering more opportunities for growth to its employees (Michael, 2019). This is embedded within the culture of the organization and the company’s tradition of promoting its junior employees to senior management positions also plays a vital role in the creation of opportunities for those at the lower tiers of company management. 
Indeed, this company’s culture also doubles up as a source of motivation for the employees because every individual has the intrinsic want to become a better person and to face bigger challenges. Essentially, the greater challenges require more authority and they also attract greater rewards, which are the thing that every employee wants to be their goal (Allui & Sahni, 2016). With such motivation, the company has been able to rally all its human resources and work together as a team towards a common target. In most cases, the company is able to meet its goals and meet the needs of the needy persons that the company targets to help. It has to be noted that for a company like Heathcotes Group, it is not enough to view the people being offered the services purely as customers. Instead, the employee and the company itself has to recognize that every individual is unique and due to their special needs cases, they need some services that may be outside the scope of service that a customer in a different kind of a company would receive. For the employees of the company to be able to offers these services, some form of motivation that is not necessarily monetary in nature has to be available and this means making the employees own up the purpose and mission of the company and execute it regardless of what it means to be there (Allui & Sahni, 2016). 
Most of the employee reviews of this company involve the company being a great employer who creates a clear pathway for the employees to develop. The company has an employee training and development program that is meant to improve the skills of the employees. For the employee, this indicates that the company is willing to entrust them with the future operations and that, by virtue of investing in them through education and skill development, the company values their input (Bagdadli & Gianecchini, 2019). The contentment that comes with such knowledge induces job security as the employees are aware that the company’s future needs are covered by the training program, and therefore, none of them will be rendered obsolete in future when their job roles may need to be redefined as a result of changes in technology or services being offered (Bagdadli & Gianecchini, 2019). 
There are a few challenges that have been raised about the conditions at the company and how some employees have felt being treated there. However, from an overall point of view, the company has been successful in trying to achieve most of its goals. The success has to be attributed primarily to the connection between the culture of the organization and its human resource management strategies (Altamony et al., 2016). The company upholds and values the individuality of every services user and is therefore committed to helping individuals through their recovery process so that they can all live their lives in satisfying, meaningful, and hopeful ways. The sensitivity of the issues the company handles with the cases of its customers, and the complexity of each case, make it a challenging thing to find working at this company an easy task. However, the company has managed to make sure that as the customers are recovering and becoming satisfied with the company’s services, the employees are getting the same satisfaction too. From this satisfaction, employees’ drive to keep improving and serving even more patients is boosted and the benefit goes to all stakeholders who are involved in one way of the other in making the lives of the patients who come for assistance better (Altamony et al., 2016).
The company achieves these standards of satisfactory services through the creation of an environment that is conducive and in which proper recovery is enhanced. Also, the company devises agreed career pathways with all its employees and conducts regular and comprehensive assessments to enable the company to meet the goal of giving all its employees an opportunity to grow in their careers. In addition to these the company has planned care review meetings with its employees involved in patients’ care to regularly review the effectiveness of the services being offered to the clients. The company is also committed to focusing its services and care towards the reduction of the frequency and severity of challenging behaviors, which makes it easier for the employees to manage the recovery due to the presence of a supporting structure. These, coupled with maintaining optimism and encouraging creativity among the employees such that they can explore uncharted territory and develop interventions to the challenges they encounter in their work make working for the organization easier and more attractive (Altamony et al., 2016). 
In conclusion, one of the most significant tasks that HR departments in any organization must perform is recruiting a pool of employees who are most likely to have the required qualification and characteristics that align with the organization’s objectives and goals. Companies get a positive image or a negative image from their employees and former employees depending on how well they treated them. Heathcotes Group has a positive name from most of its employees because of the many benefits employees get for working with this company. One of the most significant strategies for their company is the provision of a clear pathway to career progression and promotion to senior positions. There are various issues that have been raised about the conditions at the company and how some employees have felt being treated there. However, from an overall point of view, the company has been successful in trying to achieve most of its goals.
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