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[bookmark: _Toc57124535]Task 1
[bookmark: _Toc57124536]Meaning of HR professionals

The HR professional is a man who applies different rules to attain organisational goals through the employees of the organisation. An HR professional needs to act in the organisation as a bridge between the organisation and employees. Because of being involved with the employees, an HR professional can identify which policy will impact most on the employees. Along with these an HR professional needs to perform several jobs in the organisation on behalf of both employees and the organisation.
By involving with the employees and organisation, an HR professional has to attain different knowledge and behaviour regarding the employees and organisation. According to the CIPD, an HR professional needs to gather some essential skills and knowledge before acting as an HR professional. These are such as core knowledge, core behaviours and specialist knowledge. These behaviours and skills are effective to perform his duty efficiently. Combination of this knowledge and behaviours can reflect a perfect HR professional in the organisation. Based on the CIPD, core knowledge is one of the important knowledge for the HR professional where the HR professional needs to achieve culture and behaviour of the employees, digital technology related to the organisation, the context of the business of the organisation and changing environment of the organisation (Ulrich et al. 2013). To manage both employees and organisation, a perfect HR professional has to absorb some essential behaviour which can be said as core behaviours which are needed to perform as an HR professional (Wickramasinghe and Samaratunga, 2016). According to the CIPD professional map, HR professional has to express some core behaviours to his employees and organisation such as taking a pragmatic decision in any critical situation, focused on the evaluated decision and idea, expressing the demand for learning new things, ready to obtain changes for developing value and providing value to others in the organisation (Ulrich et al. 2013). To demonstrate the perfect meaning of an HR professional, along with aforementioned knowledge and behaviours, an HR professional has to obtain specialist knowledge such as effective approaches to offer a reward to the employees, knowledge on organisational development and design, analytical ability to make an effective decision, understanding the culture of diversity and inclusion and understanding the way of defining and engagement of talent in the organisation (Crandall, 1989). 
[image: The New Professional Map – LJMU HR NETWORK]
Figure 1: The CIPD Profession Map [source: (Anon, 2020)]
As the employees are people who perform the task to achieve the organisational goal, the HR professional is the person who needs to manage these employees according to the organisational goal. For that reason, an HR professional needs to construct some essential characteristics which will reflect himself as an HR professional. After this analysis, it can be said that belonging core knowledge, core behaviours and special knowledge can reflect the real definition of an HR professional.
    
[bookmark: _Toc57124537]Task 2
[bookmark: _Toc57124538]Introduction
Human Resource Management is one of the most important departments of the organisation. Human Resource Management has responsibilities to manage both employees and employers to achieve organisational goals. Organisational objectives can be achieved through the effective use of different activities of Human Resource Management. Resource activities are one of these activities. In this report, all of these activities which are included in the resource activities are described perfectly and how these activities can help the organisation to attain objectives are also described. An implication of real-life organisation and how these activities are used by the Human resource management are also presented in the report.
[bookmark: _Toc57124539]Objectives of Human Resource Management
In an organisation like Unilever Company, HRM has the responsibility to make a plan, recruit, select and train the employees according to the objectives of the organisation. To maintain its responsibility in the organisation, HRM has to consider the objectives of the individual, the organisational and social goal in the organisation (Tosi, 1965). Among different objectives of the organisations, increasing the amount of profit and the growth rate, expanding the existing business activities, surviving in any challenging situations and making diversification in the activities of the business are the common objectives of the Unilever Company (Gunderson, 2001). The reason behind this is to survive and lead in the market. To achieve these objectives of the Unilever Company, HRM has a large contribution to the organisation. Without doing the activities of the HRM effectively in the organisation, the organisation can’t achieve the objective of the organisation perfectly. That’s why it’s can be said that to attain the organisational objective, Human Resource Management has to perform its job properly. 
[bookmark: _Toc57124540]Resource activities of Human Resource Management
Among different activities of Human Resource Management, resource activities can fell a large impact on the objective of the organisation. Resource activities of the Human Resource Management are mainly consisted of planning, recruiting and selecting new employees in the organisation. Resource activities are one of the most important activities of Human Resource Management because of its impact. Recruiting and selecting a new employee can change the whole working environment of the organisation. Selecting a talented employee can turn the working environment more competitive and resourceful and selecting the wrong employee through the wrong method may bring the activities of the organisation lower than previous (Brewster, 2004). After evaluating the components of the resource activities separately, an analysis is explained below with an example of Unilever Company about how these activities are involved for achieving the organisational objectives. 

[bookmark: _Toc57124541]Human Resource planning
An activity or process of keeping ahead through the usage of a low amount of organisational assets is called Human Resource Planning. This activity of resource planning is one of the most important activities because of its effectiveness and optimum usage (Nkomo, 1988). Through the planning process, human resource management can identify which components can impact more through the low amount of employees. Effective planning in human resource management can ensure the best activities of the employees and before submitting any task to any, through the planning process, management can arrange training facilities to skill the future employees. For example, Unilever Company has some planning to use the best quality employees in his business. 
To understand the planning activities, management of Unilever Company needs to follow some steps such as defining the current situation of supply employees, identifying the future situation of the business, making an average amount of employee’s selection and rejection (Crandall, 1989). In this activity, the management of the Unilever Company can arrange different programs to attract skilled employees in the organisation and make different approaches to explain the current situation of the organisation. Following these activities of human resource planning, management can achieve organisational very easily.
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Figure 2: Human Resource planning model [source: (Crandall, 1989)]
In the human resource planning model, the HRM of the Unilever company has approached a model for resourcing the employees. through the planning model, the HRM wants to forecast the number of employees is needed based on different considerations and techniques which are applied in the Unilever Company. this forecasting turns the analysis of employees supply in the Unilever Company. through this analysis, the HRM can determine and plan the recruitment process and after that, as result, the HRM of Unilever Company balances the supply and demand of the resourcing activities. 
[bookmark: _Toc57124542]Recruitment process of Human resource management
Finding and attracting new employees to the organisation is one of the common processes of the organisation. Following proper steps to find out and attract new employees can enhance the possibility of attaining organisational objectives through human resource management. With the help of the recruitment process, a talented and working employee can be shortlisted for the organisation. The whole process of recruitment process can be depended on the size of the business (Ferris, Berkson and Harris, 2002). To recruit in the new position, Human Resource Management can fill-up the position through the existing employees otherwise management needs to gather from outside of the organisation.  Recruitment from the outside is very popular and through this process, new talent can be identified in the organisation (Baum and Kabst, 2014). Along with these approaches, the Unilever Company has following a unique process of recruitment to select an employee for the position according to the planning.
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Figure 3: the recruitment process of HRM [source: (Ferris, Berkson and Harris, 2002)]
According to the recruitment process of the Unilever Company, the HRM of the Unilever Company at first tries to determine the amount of vacancy that has existed in several departments of the organisation. Secondly, based on the requirements and expected qualifications, HRM has prepared the job description. After that, an advertisement has been published in a different medium. Through the process, the HRM makes shortlisting and arranges interviews. 
[bookmark: _Toc57124543]Selection process
The next step which is done by Human Resource Management to attain organisational objective is selection. In this process, the management tries to select the best one among different candidates. After identifying the potential best candidates through different qualifications, the management selects the candidates as an employee of the organisation. Through different qualifications and tests, the selection process has been started in the organisation (Sridhar, 2015). The different organisation has followed different test to select the best one according to the organisational objective. Most of the organisations are following the initial screening, employment test, interview to job candidates, investigating background and job offer latter etc. as their selection criteria. Without following these criteria, it becomes hard for the organisation to determine the right and the perfect person for the organisation. Among these selection criteria, employment tests, the job interview and background investigations are followed very strictly because of their effectiveness (Garcia-Carbonell, Martin-Alcazar and Sanchez-Gardey, 2014). To understand better the candidates, these criteria are very helpful for the organisation. In the employment test, the management tries to identify the characteristics, behaviour, attitude, knowledge and mental abilities of the candidates. To get better results from this selection process, many organisations are inviting professionals for operating this testing process. Another important selection criterion for attaining organisational objectives through selection is a job interview where a conversation is made between employer and candidates (Paillé, Valéau and Renwick, 2020). The candidates who can pass the previous criteria are selected for these criteria. The candidates need to convince the employer about his dedication to performing the task. Like most organisations, the Unilever Company has also followed this process as resourcing activities where different criteria are used to measure the ability, skill and knowledge of the candidates. The Unilever Company uses initial screening, employment test, job interview, investigating a candidate’s background, medical examination and permanent job offer letter as steps to select the best candidate for the organisation. Through the whole selection process, the management has two purposes, one is identifying the best candidates and decreasing candidates who don’t match the qualifications (Wickramasinghe and Samaratunga, 2016).
[image: Selection Process : Meaning and 8 Steps of Selection Process]
Figure 4: the selection process of HRM [source: (Paillé, Valéau and Renwick, 2020)]
Based on the selection model of the Unilever Company, the selection process is started after the process of recruitment has ended. From the preliminary interview, the HRM has started the selection procedure. To select the best employees from the bunch of candidates, the HRM of the Unilever Company has arranged the employment test, medical examination and many other things. After matching all selection criteria of The Unilever Company, the HRM selects the candidates who are best for the Unilever Company


[bookmark: _Toc57124544]Conclusion
HRM has to perform different activities to make a bridge between employer and employees. Human Resource Management needs to complete the task effectively because of the intention of reaching the organisational objective. Among the different objectives of Human Resource Management, HRM has to comply with its activities according to the organisational objectives. In this report, the organisational objectives are described with the resourcing activities such as planning, recruiting and selecting. Along with a short description of every recruiting activity separately, the impact of these activities on the organisational objectives are also described effectively. In the planning activity of Human Resource Management, the management tries to use every quality employees correctly to achieve organisational objectives. In the recruiting process of resourcing activities, the management tries to recruit new employees through external sources and existing employees through the internal source. At last, the human resource management uses the selection process to select the best employees in the organisation. In this process, the management uses the employment test.
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