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[bookmark: _Toc55572502]Introduction
The function of HRM in any given organization is very crucial and the HRM of the organization needs to set effective objectives and strategies to achieve them. In the present study, the report aims to conduct a brief analysis evaluating the meaning of being a HR professional in reference to the CIPD Profession Map. For making the study under the report, the organization of Tesco has been chosen to highlight the organizational objectives within its resourcing activities, for which the HR of the organization is responsible for. The evolvement of these objectives in the organization will be discussed to fulfil the requirements of the study.
[bookmark: _Toc55572503]Task 1
[bookmark: _Toc55572504]“What does it mean to be an HR professional with reference to the current CIPD Profession Map?”
The role of a HR professional is very crucial in the present day organizations. It is the HRM department of the organization which is concerned with the needs and wants of the personnel in an organization. The role of HR is not just limited to selection and recruitment of employees and extending training and development to the employees. The modern day HR professionals require an extensive blend of knowledge, skills and behaviour to perform effectively in the organization (Griggs and Allen, 2018). For an HR it is not enough to be good at any one aspect. With the help of the new Profession Map, the HR professionals are able to concentrate on their continuous professional development (CPD). Profession Map act as an effective tool in enhancing the learning, growth and development of the professionals and helping them in giving their best performances for personal as well as organizational benefits (Harrison et al., 2020).
The role of the HR professionals has moved after the introduction of the “CIPD Profession Map in 2013”. This profession map has diversified the role of the HR professionals by introducing new specialism and improving the way work is done by them. This map has created new priorities for the profession which has changed their role in the organization. This map has also introduced several CPD tools for guiding the work, growth and development and improving the career planning prospects. Being an HR professional with reference to the CIPD Profession Map means to develop understanding of the needs and wants of the personnel appointed and using CPD techniques (Davies, 2017).
Under the CIPD Profession Map, the HR professional is required to possess the requisite activities and knowledge in “four bands of professional competence”. The “Band 1” provides the HR with professional competency of measuring the excellence in execution, accuracy, efficiency and flexibility and focus on activities like “client support” balancing the employee needs between behavioural and technical skills. “Band 2” of the Map, defines the role of HR as an advisor to the employees and understanding the issues faced by the staff and resolving the problems satisfactorily (Emmott, 2016). The Map’s “Band 3” defines the HR’s role as a consultant and develops understanding of the “functional and business realities” and providing ideas, solutions and organizational insights to the employees. Lastly the “Band 4” defines HR’s role as a leader and states that the HR must provide a “safe haven” to the employees by making discussions regarding challenges developing strategies by understanding the needs of the employees (Coetzer et al., 2017).
[bookmark: _Toc55572505]Task 2
[bookmark: _Toc55572506]Introduction of the organization
Tesco PLC, is the leading “British multinational groceries and general merchandise retailer”. The organization was founded in the year 1919 by “Jack Cohen in London. The organization has its headquarters in “Welwyn Garden City, Hertfordshire, England, United Kingdom”. It is the largest supermarket retailer in the UK and the third-largest supermarket retailer in the world on the basis of gross revenue. The size of the organization is huge as it is operating with 450,000 employees worldwide. The number of employees appointed in the retail chain sees a significant rise every year. The HRM department of Tesco functions to provide motivation, and training to the employees and also employs them as per the needs of the employees for getting satisfied and committed workforce (Rosedi and Mat Jaafar, 2018). 
[bookmark: _Toc55572507]“Organisational objectives of Tesco within resourcing activities like planning, recruitment & selection that the HR functions is responsible for delivering”
The organizational objectives and strategies of Tesco HRM have been formulated to be in tune with each other so as to provide the effective support for its employees. Tesco’s present human resource objectives revolves around providing training and development to the employees while at the same time it aims to provide them communication and consultation facilities, and rewarding them and providing them with benefits by linking their performance to the achievement of targets (SPARKS, 2018). These objectives of Tesco have been set with alignment to the “Standard casual practices of HRM”. It can be said that following these practices, Tesco has aligned these objectives with the organizational strategy to improve the business performance. Tesco has applied a triple-headed HRM approach for achieving its resourcing activity objectives. As the supermarket retail chain as a wide global reach, it becomes imperative for the HR managers to make a feasible and effective plan for its HRM activities and make use of different strategies for managing employees (Alam and Raut-Roy, 2019). 
Application of this “triple-headed approach to HRM” has proved to be successful for Tesco over the past years and the organization is able to recruit and retain its well-motivated workforce as this staffs presents a positive and professional outlook of Tesco to the customers. Analysing the literature on HRM practices, the “HR value chain model” has been used to analyse the effectiveness of the HRM practices of Tesco. By making use of the model, it has been drawn that the performance of the Tesco can be aligned to the value created by the HR practices of the organization. Aligning the same it has been found that the HR of Tesco has enabled various systems, capable professionals, budgets and other significant elements in the HRM practices which have enabled the organization to operate effectively (Rosnizam et al., 2020).
The second objective of the HRM programmes of Tesco is related to “communication and consultation”. Tesco is willing to know and understand the views of the staff members on the various problems that affect them as well as the company as a whole. Therefore it provides a system of “bottom-up feedback” to its employees to know about the issues that they face (SPARKS, 2018). Also, following the CIPD Profession Map the HR Managers of Tesco are encouraged to make use of different forms of communication for gathering feedbacks which can be further used to develop the company. The feedback system which has been included by Tesco includes “staff question times, face-to-face interviews, and use of the in-house internet”. In addition to this, Tesco also undertakes “annual staff survey” and “anonymous and confidential viewpoints” from the employees. It has been analysed that Tesco have made use of these approaches for finding the problems which are prevalent in the working processes, so that these can be addressed and the staff can be ensured that the organization will respond to these feedbacks and maximise returns (Sparks, 2019). 
The third part of Tesco’s HRM objectives is related to the “rewards and benefits” and the organization tries to maintain a “competitive HRM edge” over the rivals in the retail supermarket business by providing a basic wage that is higher than the competitors. This system is further enhanced by providing “long-term reward plans and share bonuses”. On making an analysis of the HRM objectives of Tesco, it can be said that the organization has followed the principles of the very first HRM model i.e. the “Fombrun, Tichy and Devanna Model” as it has incorporated the four functions of “selection, appraisal, development and rewards” in the HRM objectives (Ackers, 2019).
[bookmark: _Toc55572508]“Considering how these objectives have evolved in Tesco”. 
Emphasis on the HRM objectives and strategies evolved in Tesco following the “Fombrun, Tichy and Devanna Model” as this model emphasizes that for achieving success every organization must incorporate four HRM functions: “selection, appraisal, development and rewards”. Therefore Tesco has applied various HRM strategies as the most crucial part of HRM practices strategies for providing training and development facilities to the employees with respect to time and resource management. Tesco has evolved the practise of employing a large number of employees every year and providing them adequate facilities for improving its workforce base. Therefore, Tesco has done recruitment for “front line shop staff”, and in addition to that the recruitment and selection of “high quality graduates” who have graduated from leading universities is a very critical process for Tesco (SPARKS, 2018). It becomes imperative for the organization of to train the new recruits who are graduates, in ‘the Tesco way’ and to introduce them to the organizational structure and mentality of Tesco. Therefore Tesco’s objective is to largely focus on the training process of graduates through the medium of “specific recruitment programmes”. This has led Tesco to have a large number of committed workforces. However, since Tesco faces huge competition in the market increasing cut-throat competition in the market, the organization requires to build sound strategies for its human resource management and needs to continue to “develop, identify, and strengthen” its staffs’ capacities. It also needs to employ staff with substantial experience rather than mere graduates (Guo et al., 2019).
Tesco’s objective for its HRM department is to provide all its employees with chance for developing their skills and achieving progress through the company and therefore promises the same to its employees. Its objective is to provide each employee with the same opportunity in acquiring necessary skills required to do their work and gain professional knowledge. Therefore, at Tesco, traditional occupations specialist skilled employees, such as bakers and fishmongers are given opportunity to attain “recognised qualifications during their careers at Tesco”. In 2018, around “97.4% of the shop-floor employees” and “99.9% of Tesco.com employees” of the UK were provided training to reach the “bronze level” which the competent level; and “94.2% of shop-floor employees” were able to achieve the “silver level” i.e. the expert or experienced competence (Ackers, 2019). Various reports on Tesco suggest that Tesco realises that investing in employees is important and therefore operates with the objective of retaining and developing large numbers of “skilled workers”. In addition to the above, Tesco has also incorporated an “Options development program” to fulfil its objectives of resourcing activities. In this program, the employees are made to select and learn from their skills which they require for progressing to the next level of work within the organization. This program incorporated by Tesco has been identified as a “self-guided career professional development”. One among every 30 employees in Tesco participates in this programme. Tesco has expanded this programme in Central Europe and Asia and has extended benefits to different parts of the company (Ceasar, 2017).
In addition to the above, Tesco also need to keep training the employees with expertise and keep ensuring that they remain up-to-date regarding their skills. The training concepts of the organization has ensured competency for the staff members of the organization. Also, for providing rewards and wages, Tesco has to follow the existing “laws and regulations regarding pays and salaries as per the “minimum wage law”. Nevertheless, the company can accrue further benefits by making use of explicit link between employee performance and reward, especially as per overall profits earned by the company. This means that with rise in the annual profits of the company, the salaries and rewards provided to the employees should also rise (Moore and Brannen, 2018).
[bookmark: _Toc55572509]Conclusion
Through the medium of the study it can be concluded that the HRM department plays a very crucial role in an organization. The organization of Tesco has implemented a very refined and well-documented set of objectives in the organization on the basis of various existing literature. The organization not only focuses on the recruitment and selection of employees but also aims at providing them with effective training and development opportunities and also has installed a system of rewards in the organization for awarding the performance of the employees. However, if Tesco has to continue its efficient HRM management functions it needs to keep adapting to the changing needs of the employees. 
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