 [image: ]





LEVEL 5
MODULE CODE: LCBB5004
ASSESSMENT TYPE: REPORT
ASSESSMENT NUMBER: 1
ASSIGNMENT TITLE: MANAGING PEOPLE
LECTURE’S NAME: MARY MARCH
NUMBER OF STUDENT: 1817474
NAME STUDENT: MARINA DAVID
 

Table of Contents

Task 1	1
Task 2: Report	3
Introduction	3
Company overview	3
Explaining the organisational objectives that the HR function is responsible for delivering	4
Workforce planning	4
HR functions to fulfil the objectives in Samsung	4
Recruitment and selection	4
Considering the evolution of the objectives within resourcing activities along with the HR functions that deliver those	5
Conclusion	6
References	7




Table of Figures
Figure 1: CIPD Profession Map	1






Page | i 

[bookmark: _Toc57154619]Task 1
            The CIPD or Chartered Institute of Personnel Development is the main professional body that accredits and awards the professional human resource qualifications (Ulrich, 2019). It is used as the professional standard for HR and training specialists who are working in the public, private and charity sectors of the UK. Recently, there have been some changes for development in the CIPD standards that have made the qualifications more specific that will increase the career prospects for the HR officials and will also support them during their career through the access of various materials and a knowledge base which will help them stay ahead in the market (Cook, 2020).

[image: How to Reference CIPD Profession Map - CIPDAssignments]
[bookmark: _Toc57131363]Figure 1: CIPD Profession Map
Source: (Martin, Reddington and Alexander, 2020)
         The elements of the CIPD map can be identified from the figure provided above. According to this profession map, an HR professional should always keep the purpose in the centre and consider it the base of his/her career and decide the other functions or follow standards in a way with an end goal of fulfilling that purpose. HR professionals can add weight to their professional judgement by collecting and providing evidence from varied sources. They need to be outcome-driven and aim to make a positive difference on every level. Also, the work, people and professionalism all matter to an HR and they should use their own set of principles along with the organisational rules to decide what is right or wrong (Prikshat, 2020). These are some of the most important steps and qualifications to become an HR professional according to the recent CIPD professional map. 
            The HR professionals need to possess some core knowledge regarding their role and sector specialism so that they can become a qualified HR specialist. The core knowledge of HR includes people management, change management, creating value through employees etc. Some core behaviours can be learnt through academic research or feedback from other professionals. This consists of the ways of thinking and acting to become a qualified HR professional and some of the elements can be valuing people, situational decision-making, focus on insight, passion for learning and so on. Lastly, there is some specialist knowledge that, according to the CIPD professional map, is essential for the HR professionals to possess. The specialist areas for HR are people analytics, resourcing of HR, employee experience and relations management, talent management etc. All of these build up the CIPD map collectively that can guide an HR towards maximising his/her value and potential in an organisational setting (Megginson and Whitaker, 2020). 
               So according to this map, being an HR professional means possessing some certain qualities that will aid him/her in fulfilling his/her purpose. An HR can benefit himself, his company and his employees by utilising such skills and qualifications in the workplace. For doing so, HR professionals need to be principles-led, outcome-driven and evidence-based in his/her operations and decision-making. Also, he/she possess some core knowledge, follow some core behaviour and attain some specialist knowledge. The most expertly an HR can follow through the map and fulfil the activities, the more value he/she can bring to the organisation, its employees and on an individual level as well. So the CIPD map is given great importance in the strategic human resource management to maximise the potential of HR professionals like many other professionals from other sectors and is followed by every organisation for a systematic HR management approach. 
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            This task is based on the relationship between the objectives and HR functions of a company and how the change of one can influence the other. The issue can be better understood by using a specific company, for which Samsung has been selected. In this study, the overview of the Samsung Company will be provided. The organisational objectives of Samsung related to the resourcing will be described along with the HR functions that the company conducts to fulfil those objectives. Also, the evolution of those issues in the organisational setting of Samsung will be explained for an even better understanding. 
[bookmark: _Toc57154622]Company overview
            In this strategy, the chosen company is Samsung which is a South Korean technology multinational corporation and is one of the market leaders for technology and electronic devices as well as many other affiliated businesses. The company was founded in1938 and is now operating worldwide. The company has around 3, 00,000 employees in more than 66 countries worldwide that consists of a very diverse workforce. This whole workforce aims towards innovation for global societal improvement through technological products, which builds up the corporate mission and vision of the company. For ensuring the desired level of performance by employees, the company puts great emphasis on its HR activities; as that is crucial for the company to fulfil its activities (Jung, 2018). 
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              Samsung Company operates many resourcing activities like workforce planning, recruitment and selection etc. for the necessary flow of HR smooth by using various functions to fulfil the organisational objectives. 
[bookmark: _Toc57154624]Workforce planning
               The resource planning or workforce palling function is handled in Samsung as a continuous process where the methods are constantly updated for maximum results. It is conducted so that the organisation can fulfil the needs related to production, regulation, service etc. with their available employees and it also aligns the needs of the organisation with that of the workforce to identify and maintain a healthy balance between the two where both parties will be benefitted (Emmerichs, Marcum and Robbert, 2019). 
Objectives of resource planning in Samsung
               The main objective of resource or workforce planning is to provide opportunities for the growth of the innovators. It is also to increase the levels of creativity in the company to increase their productivity. Another objective is to identify, recruit and retain people with the required competence and desired talent to excel creativity in the organisation while keeping the employees satisfied for maximum satisfaction. 
[bookmark: _Toc57154625]HR functions to fulfil the objectives in Samsung
               Samsung Company uses a business plan method for workforce planning to be most effective. The business plan method helps the company in constructing an elaborate plan regarding the HR surplus, possible shortage, recruitment policy, talent management, promoting creativity, development and retention etc. (DiazGranados, Lall and Curtis, 2019). The best sourcing method is decided based on the operational level, talented candidate availability, employee needs, and organisational needs and so on.
[bookmark: _Toc57154626]Recruitment and selection
               Recruitment is the process of attracting potential candidates with the required skills, talent and competency for employing in a job role in an organisation. The correctly resourced candidates become a great asset to their companies later on. Selection, on the other hand, is the action of choosing the right candidate for a job role in a company, which is even more crucial for an organisation to fulfil its objectives (Plumbley, 2017).
Objectives of recruitment and selection in Samsung
             As Samsung is a technology-based industry, it is a major objective for Samsung to select and cultivate the people with the right talent. Another objective is to select employees with the most creativity and provide them with a workplace environment that will encourage, promote and reward innovation. The recruitment and selection objective in Samsung is also to hire employees in the right way to maintain fairness and equity in the workplace, that ensures the talent and skill of employees, builds trust among leader and employees as well as makes them comfortable in the workplace.
Functions of recruitment and selection in Samsung
              The company fulfils a specific set of rules for their recruitment and selection that fulfils the objectives of acquiring the right talent and retaining them in the organisation. The company uses both online and offline recruitment for providing a fair chance to every candidate and then shortlist them by CV screening and various tests (Kang and Shen, 2019). The selection method has a wide variety in Samsung depending on the geographical location, international staffing policy as well as the level of vacant positions. But there is usually an interview that ensures not only the skill but also the alignment of employee perspective, attitude and creativity with the required level needed by the organisation to fulfil its objectives. 
[bookmark: _Toc57154627]Considering the evolution of the objectives within resourcing activities along with the HR functions that deliver those
               There have been many changes in the objectives and functions in Samsung regarding its HR and resourcing due to many environmental, technological and business changes. This evolution has taken place for the better, as the company now puts much more emphasis on the wellbeing of the employees and believe that only a comfortable and satisfying workplace can foster and cultivate innovation and creativity in an organisation. And this is very important for a technology-based company like Samsung, so some such evolution are being considered and explained below:
               Samsung previously believed in recruiting talented and highly-skilled employees with a high level of creativity for its organisation. But the objective now has become not only to acquire talent but also to cultivate and build that up. For this reason, Samsung now believes that employees can become more and more resourceful with time if they are provided necessary opportunities and guidance (Choi, 2018). 
                The benefits for the employees previously was only limited to basic monetary benefits like a salary increase, bonus, commission etc. But with the change in the organisational environment and culture, the company realised that it needs much more than only monetary benefits for its employees to be maximum productive. The objective previously was only to keep the employees retained and motivate them, but now it is the objective of the company to maximise employee comfort and engagement. For this reason, the company has started introducing various non-monetary benefits and reward and compensation packages for its employees (Choung, Hwang and Yang, 2017).
               The recruitment policy in Samsung has also gone through evolution because previously the company only recruited employees based on referrals to ensure the possession of required talent. But now as the objective has changed from staffing talented people to talent and innovation cultivation. The company has started using a competitive recruitment system where a wide variety of people from different sources are given equal opportunity to prove not only their skill but also their potential to get recruited by the company and become a great asset in future (Koplyay, Lloyd and Mako, 2019).
[bookmark: _Toc57154628]Conclusion
            The study has provided an idea regarding the Samsung Company, based on which this part of the study has been conducted. The objectives regarding resourcing, workforce planning and recruitment and selection objectives in Samsung have been explained and the HR functions to fulfil those have also been described. The evolution of the objectives along with the relevant functions in Samsung over time has also been described for a complete understanding. It can be hoped that through this study it can be understood how the companies conduct their resourcing activities and its relation with their objectives and HR functions. 
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