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[bookmark: _Toc58345492]TASK 1
Introduction
[bookmark: _Toc58345493]The person who is associated with all the activities of the HR profession is called HR professional. HR professionals are one of the important executives of the organisation that maintains and controls human resources, manages talent in the organisation as well.  HR professional has many types of duties and responsibilities that need to be executed effectively.
CIPD Map & HR Professional
In the recent CIPD map related to HR professional career it can be understood easily. The ideal HR professional needs to devise strategies, policies and maintain the quality related to the talent and human resources while benefiting both the employees and employer (Feza Tabassum Azmi, 2019). The CIPD map helps to understand this concept and helps to become better based on the international standard and benchmark. 
[image: ]
Figure 1: Current CIPD Map (CIPD, 2018)
As the current map developed by the CIPD incorporates all the contribution from HR professionals, academicians, researchers, and business executives and so on, it engages the new way of handling the HR profession and what it means to become an HR professional in the current world. From their researches and work it can be seen that the world of the HR has evolved in a way that new special areas are emerging, the method of doing a task and prioritising it has evolved as the roles are now diversified as the HR professional along with these changes throughout the world the HR profession has changed and it can be seen in the new map too where new areas and ways are introduced to cope up with these new modern and revolutionised changes (Banfield and Kay, 2012).
Today an HR professional not only just manages HR-related tasks rather he or she creates meaningful value for the employees, employer, firm, society as well as for the profession itself (Storey, Wright and Ulrich, 2019). Again, in the current map of CIPD, it can be seen that the map helps an HR professional to direct his and her activities toward this path directly and indirectly. The map helps to engage with all these activities that would help the HR professional to contribute for the employees, employer, firm, society as well as for the profession itself.
Not only this but also an HR needs to adopt the changes that have occurred in recent time to keep the quality alike international. An HR professional need to make effective decisions in terms of any situation even if in the situation where there is no regulations or rules or any previous cases to guide an HR professional. So, it can be seen that how hard and critical is now to make decisions as an HR so one can become an effective HR professional (Bailey et al., 2018). Again, to become an HR professional in the current situation one needs to exhibit their business’s true value through their activities. As it can be seen that the current map of CIPD also embraces this as their one of the new actions. An HR professional also needs to reflect deeply about the profession itself from the perspective of core and specialist.
[bookmark: _Toc58345494]HR professionals also need to inspire the employees, employer and other staffs to join in their professional activities and standards so that they can bring all the elements into the HR to formulate a successful HR management environment.
Conclusion
Finally, it can be seen that the current map of CIPD supports and tells that an HR professional needs to keep in mind that people are the heart of their work so they should feature such behaviours that consider and promotes the best ethical, inclusive, value-producing activities so that other people can simply understand adopt these issues while being related to the international standard and dimension.
[bookmark: _Toc58345495][bookmark: _Toc58345496]
TASK 2
Introduction
An organisation’s one of the important department is the HR department. This particular important department does a variety of functions. These functions are aligned with the organisational objectives. As HR is the department that is mostly connected with all other department and they are the one responsible for providing talent in other departments of an organisation (Armstrong, 2014). So, doing all the functions, especially, resourcing activities which consist of planning, recruiting and selecting talented employees are need to be strategically aligned with the organisational objectives. Here this report addresses the organisational objectives of Tesco within resourcing activities that their HR function is responsible for delivering to them.
[bookmark: _Toc58345497]Resourcing Activities
Resourcing activities of HR in Tesco refers to the activities and tasks that are associated with bringing the human resources within organisations. Tesco is a very well-known organisation that uses world-class HR policies and standards (Clegg, Kornberger and Pitsis, 2011). It becomes possible for them because their HR professionals deliver them the objectives that the organisation requires within their resourcing activities. Tesco’s organisational objectives that they uphold within the resourcing activities are that the employees will be quality full, ethically and morally boosted, respectful towards the policies of Tesco and also are willing to train & develop themselves while helping the organisation with their best efforts.
[bookmark: _Toc58345498]Resourcing Activities Delivering Organisational Objectives of Tesco
Now the HR department has to utilise these objectives and integrate them with their resourcing activities so that they can ultimately provide and full fill the organisation objectives of Tesco within these resourcing activities (Feza Tabassum Azmi, 2019). For that HR professionals design their resourcing activities in a way that would help to accomplish these all issues together. 
[bookmark: _Toc58345499]Planning
In the planning action, the HR executives, professionals, and Tesco’s top management along with their legal issues overseeing executives sit together and analyse all their issues. Based on the outcome of these kinds of meeting the planning is being done (Pynes, Lombardi and O’reilly, 2012). So when Tesco design them and chalk out their plan for attracting the employees and introducing them to the organisation they first of all keep the objectives of Tesco in front of them. Based on the objectives they devise their plan. In this plan, they make all the strategies from first to end. When they think that how can they get the targeted skilled employees similar to the objectives and with various process bring them and select them for the organisation. They get all the requisition from the various department and then they select how many employees Tesco need. Now comes the most important part where they implement and deliver the organisational objectives that are job description and job specification formulation (Rees and Smith, 2017). In the process of the Job description, they motivate the candidates that are hardworking and willing to give their bets while they want to train and develop themselves through devising the description in a way that would only make these kinds of people to apply for Tesco’s job while the HR department also prepares the job specification in a way that would motivate the people that have quality, skills and they are ethically and morally confident. Then the HR professionals of Tesco advertise them based on a suitable method. After watching the advertisement most of the candidates with these qualities and requirement applies for the organisation. Thus, the first function of the resourcing activities that is Planning delivers the organisational objectives.
[bookmark: _Toc58345500]Recruiting
[bookmark: _Toc58345501]The second action is recruiting. Recruiting is the process of bringing together all the applicable candidates in the selection process. It is a positive task. In the recruitment activities, the HR professionals of Tesco also implies the organisational objectives in a manner that they can deliver them to Tesco (Storey, Wright and Ulrich, 2019). All the planning that has been done in the previous phase is being implemented in this phase. The HR executives and professionals of Tesco recruits their employees through a strict and objective oriented process. Here, first of all, HR professionals assess their vacant position where they would need the employees. After assessing and formulated the job analysis data, and job description and specification the HR professionals decide what types of employees need to be recruited and bring to the candidate pool. Then the HR professionals search their database for any kind of extra information and internal recruitment (Cascio and Boudreau, 2012). If they do not get the employees that match their requirements as well as organisational objectives then they advertise them in various areas. For that, they use various mediums such as web, print media, and social media platform and so on. After seeing the advertisement candidates apply for the job. From these applications, Tesco’s HR professionals shortlist and screen out candidates that are unfit for them. These shortlisting they have done based on various metrics such as application writing style, their academic results, their work experiences and references and so on. After the shortlisting, they call all the selected candidate for their selection test and other actions. So here the planned related actions are implemented effectively and efficiently.
Selection
This is the last stage and also the stage and action through which Tesco’s HR professionals introduce their talented employees into their organisation while delivering their objectives (Belcourt and Kenneth James Mcbey, 2018). Selection function refers to the actions that are related to deducting the employees based on the various test through which they select the right person based on the organisational objectives. In this process, they call the shortlisted candidates for written test, there they check the analytical ability so that employees can be found who can make critical decisions. Then Tesco’s HR professional calls for selected candidates’ pool for an interview to see if they can handle the pressure from the interviewer through very uncomfortable questions. These tests show that employees can handle the pressure (Banfield and Kay, 2012). After this test, Tesco HR takes a situational test while making them fall into any virtual situation by using a case study. To see that if the candidates are respectful and ethically and morally boosted. After all these tests they check the background information of the selected candidate and finally select the most suitable candidates for their employees while implementing the organisational objectives.
Now through these resourcing functions, it can be seen that HR professionals and executives of the Tesco are delivering them what their organisation objectives are.
[bookmark: _Toc58345502]Evaluation of Organisation Objectives & Resourcing Tasks of Tesco
[bookmark: _Toc58345503]Tesco’s organisational objectives evolved as well as their resourcing activities. In the first place, Tesco doesn’t want to have the employees that are ethically and morally boosted but as the time progressed as the perspective of Tesco become inclusive toward the workforce they started to include them within their organisational objectives (Bailey et al., 2018). They started to bring more and more mixed-race employees in their organisation and after some time, various issues started to rise. Based on these issues Tesco decided to evolve their organisational objectives. Thus, the made it as their objectives for the HR functions to plan, recruit and select employees who are respectful toward others and organisational policies. After various incidents, Tesco has noticed that their quality full but they do not want to take training and develop themselves as they are employees with traditional views (Armstrong, 2014). Again, Tesco evolved their organisational objectives where they want employees who are more to develop themselves as well as develop the organisation. But currently, in the Covid-19 issues, they are utilising technological elements to communicate, strategize and implement all their HR-related resourcing tasks as the physical connection is now prohibited. Not only that they are also taking interviews and exams through online meeting and examination tools and providing the candidates technological facilities to make sure they are capable of applying and participating in the resourcing tasks of the Tesco. Again, they are seeing that their employees are not that much easy with the commercial technology-based management system thus they are evolving their organisational objectives where they want the HR functions to bring employees who are easy and comfortable with the new tech-based management system so that in future they can cope up with the technological revolution that happened due to the Covid-19 issues in all the commercial sectors. Thus making the resourcing activities more modern and critical. 

Conclusion
So, Adjusting HR to organisational objectives can support worker fulfilment and execution, guarantee groups are adjusted to assist the business with accomplishing its key targets, and increment their impact and dynamic force over the organisation. From the report, it can be seen that how Tesco is utilising their organisational objectives within their resourcing activities where the HR functions are strategized in a manner that would help the HR department to fulfil and deliver these objectives. And their HR department is doing that through much more critical and revised plan. Their recruitment process is very comfortable and aligned with the objectives of the Tesco while their selection process is also very strict to provide the employees as the organisation demanded from their HR functions. It can be noticed that the HR-related functions are evolving alongside the evolvement of the organisational objectives.
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