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Human resource mainly refers to the group of individuals or suitable personnel associated with any business organisation who play effective roles in monitoring, controlling, as well as executing various business operations with the help of acquired skills, experiences, abilities, as well as knowledge (Rees and Porter, 2015). The general responsibilities associated with human resources include recruiting, administrating, hiring, as well as training the available workforce within the workplace. The first part of the report will be focusing on discussing the roles and responsibilities of an HR professional with the effective implementation of "CIPD Profession Map". The second part of the report will be focusing on the different business goals associated with the execution of activities like selection, recruitment, as well as planning. The evolution of these identified activities will also be done with respect to a specific business organisation. 
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Roles of HR within a workplace
HR of any business organisation plays an effective role in maintaining the available resources within the workplace. The general roles of an effective HR professional within a workplace are identified below.
· Recruiting the most suitable as well as eligible candidates
· Organising training programs for ensuring high professional development of the employees
· Executing the effective payroll for the employees
· Analysing the performance of the employees (Mayo, 2016)
· Mitigating the various disciplinary actions along with grievances within the business organisation
· Developing suitable job adverts, employment contracts, staff handbooks, and many others.
"CIPD Professional Map"
This effective professional mapping is essential for determining the standard associated with "international Breakdown" for the functional unit that is responsible for managing the people within the workplace. This mapping framework plays an effective role in guiding the managers of any business organisation to monitor the overall business performance as well as take necessary decisions. It also helps in making various crucial decisions along with the use of innovative technologies (Perkins and Jones, 2020). This effective tool has provided a detailed understanding about the skills, abilities, as well as knowledge required by the employees, thereby, ensuring the effective professional development of the employees. This model mainly highlights the knowledge as well as behaviour of the employees within the workplace as it helps in adding extra value, hence, ensuring a positive influence on the "highly valued decision making".
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Figure 1. CIPD Professional Map
(Source - Perkins and Jones, 2020)
This mapping model is mainly designed in the concept of "shifting landscape" that is concerned with the management of people within the workplace. The various purposes, core knowledge, drivers of this model assist the managers of any business organisation in ensuring the effective implementation of new opportunities, priorities, roles, as well as specialisms.
Incorporation of CIPD Professional Map on the role of an HR within a workplace
The first step of this model is the purpose that is mainly responsible for achieving championship. As a result, this helps in ensuring the improvement in the overall employee performance, hence, facilitating the professional development of the employees within the business organisation. The successful HR professionals are responsible for ensuring that employees contribute equally for the execution of any business operations, thereby, accomplishing the different business objectives in a successful manner. The various activities that are being performed by an HR professional in this step of the model include maintaining a healthy work culture, creating job roles, organising career development opportunities for the employees, maintaining equality within the workplace, and many others (Rees and French, 2016). As a result, the expected business outputs are being obtained, hence, contributing to enhanced business growth as well as development.
"Principle led" consists of three major principles that have strong influence on the decision making processes of any business organisation. "Work matters" states that effective working is an essential factor that helps in utilising the available skills as well as knowledge of the employees. "People matters" states that the employees have the scope of getting all the possible career development opportunities, hence, contributing to the high professional development. In order to maintain the same, an effective HR profession is responsible for creating various job roles on the basis of the capabilities of the employees. In addition to these, the HR professional is also responsible for conducting suitable training programs for developing the employees both personally as well as professionally (Griffin et al., 2020). "Professionalism matters" states that the employees are responsible for ensuring their continuous long term development. In order to do the same, an effective HR professional is responsible for examining the employee performance, hence, maintaining some effective policies within the workplace.
"Outcomes driven" states that all the possible values as well as potential risks should be taken into consideration within the workplace. Each and every business operation needs to be well organised for ensuring high employee productivity, maintaining equality, improved employee performance, and many others. Hence, a successful HR professional is responsible for ensuring equality within the workforce by providing equal career opportunities to the employees. The employees are hereby motivated to a great extent that in turn contributes to improved employee performance (Clegg et al., 2015). "Evidence driven" states the essentiality of "underpinning evidence" that in turn ensures the effectiveness of any decisions taken within the workplace. As a result, a successful HR professional is responsible for going through different business data, conducting various surveys for understanding the behaviour of the employees within the workplace. This also helps in understanding the requirements of stakeholders associated with the business organisation. 
“Core knowledge" states that this factor is effective in implementing various relevant changes within the business organisations, hence, creating effective extra values within the workplace. As a result, this has a strong positive impact on the overall performance of the business organisations. This factor consists of six major elements that are namely technology, behaviour, change, culture, evidence based practices, and business acumen. A successful HR professional helps in underpinning the profession of the people, hence, collecting necessary information with the help of detailed academic research. This in turn also helps in maintaining diversity of culture within the workplace, using various creative technologies, and many others. These strategies will contribute in ensuring enhanced performance of any business organisation (Perkins and Jones, 2020). The various identified "core behaviours" are important for managing the actions as well as behaviour of the employees within the business organisations, that in turn help in creating additional values for the organisation itself along with the society and employees. The eight important elements that are linked with the core behaviours are identified below.
· Ethical practices
· Insights focused
· Professional courage as well as influence
· Inclusive work
· Commercial drive
· Passion for learning
· Decision makings
· Value of people
An effective HR professional has the job responsibility to ensure that all the current and existing legislation are being well followed within the workplace. The different determined company policies help in maintaining the values of the people, ethics, along with the workplace.
"Specialist knowledge" states that additional knowledge as well as information should be provided to the employees for ensuring the high business performance within the workplace. In addition to these, the additional knowledge will also help in developing the employees both personally as well as professionally (Jindal and Shaikh, 2015). Employee motivation is also associated with this factor that contributes in implementing certain effective business strategies for high business performance. The major disciplines that are associated with this factor are identified below.
· Reward
· Employee relations
· Resourcing
· Talent management
· Diversity and inclusion
· Employee experience
· People analytics
· Learning and development
An effective HR professional has the job responsibility of implementing certain effective strategies like incentives, promotions, raises, public recognition, overtime pay, and many other rewards that will help in encouraging the employees to maintain a good work environment along with effective employee relations (Wikhamn, 2019). Moreover, an HR professional also helps in maintaining cultural diversity within the workplace by providing equal learning and development opportunities to the employees irrespective of their gender, age, culture, skin colour, and many others. This also contributes in managing the available talents in an effective manner. 
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Brief overview of the selected business organisation
The report will be considering Tesco Plc as the selected business organisation for discussing the various resourcing activities performed by the HR professionals as well as evaluating the same in an effective manner. Tesco Plc is a UK based retail organisation that is mainly associated with the supply of groceries and general merchandise. Founded in 1919, this retail organisation is considered to be the "third largest retailer in the world" along with one of the largest supermarket chains in the UK market. With more than 423,092 employees from all across the world, this business organisation has experienced a high sales of 53,445 million pounds as recorded in 2021. In addition to these, the operating profit has been recorded to be 1736 million pounds as of 2021 (Tescoplc, 2021). The various analyses associated with the resourcing activities in Tesco Plc will be evaluated and the evolution of the same will be discussed.
Objectives of the organisation with respect to the resourcing by HR
An effective HR professional is responsible for determining certain objectives that are aligned with the major organisational goals of any organisation by involving three major resourcing activities. Activities associated with resourcing can be defined as the different business operations that are linked with the job responsibilities of HR like recruiting, sourcing, as well as retaining the various eligible and capable candidates within the business organisation. Each organisation has different goals to achieve through the effective execution of the resourcing activities, thereby, accomplishing its mission statement as well as business goals in an effective manner (Wellin, 2016). On the basis of this, the HR professionals of Tesco Plc are responsible for determining various objectives that are accountable for achieving the actual business goals of any organisation in a successful manner. 
"Planning" is a crucial set of resourcing activities that helps in strategising the overall recruitment process. The HR of Tesco Plc has been able to determine certain relevant objectives for ensuring the successful execution of the overall resourcing planning. The first objective is to design the job adverts as well as job roles in accordance with the requirements of the chosen business organisation. Suitable designing of the job role as well as job adverts help the business organisation in opting for the desired candidates who have the capability of mitigating various business goals. These practices also help in attracting a maximum number of applicants out of which the most suitable and skilled ones are being taken into consideration.
"Recruitment" is another objective associated with the resourcing activities. This process mainly involves the identification of the most suitable candidates as well as bringing them within the business organisation. The HR of Tesco Plc is responsible for creating a talent pool that helps in encouraging various applicants to apply for the desired job role. The major goal of the chosen business organisation is to ensure high quality customer services, hence, contributing to high customer satisfaction. With the incorporation of "Best Fit approach", the HR of Tesco Plc has been able to recruit the most suitable candidates, hence creating a talent pool within the workplace (Perkins and Jones, 2020). The final objective associated with the execution of resourcing activities is to conduct a three stage selection program for ensuring the selection of the most desirable candidates fairly on the basis of their skills, capabilities, as well as actions. The three major stages include a written test, brainstorming stage, and HR interview. These three stages play effective roles in choosing the most suitable candidates. In this stage, the HR of Tesco Plc is also responsible for highlighting the selection criteria in an effective manner. The major objective associated with this stage of resourcing is focused on the selection of the most suitable candidates having high skills, knowledge, along with creative mindsets. Candidates having strong "customer centric approach" help the chosen retail organisation in accomplishing the business goals in an effective manner, hence, contributing to high business performance. 
Hence, it can be said that effective HR professionals are responsible for implementing suitable strategies for conducting the resourcing process as well as achieving the different business goals. As a result, business organisations like Tesco Plc have been able to ensure high business performance as well as high profitability.
Evolution of resourcing activities within the selected business organisation
With the gradual pace of time, most of the business organisations tend to incorporate certain developmental strategies for introducing changes within the organisations.  The report will be discussing the various changes that have been introduced for modifying the existing resourcing activities in Tesco Plc. Each and every stage associated with the introduction of changes has contributed unevenly for ensuring the successful completion of various business objectives. One of the major changes that has been introduced is technological development (Vanhala and Ritala, 2016). The introduction as well as implementation of various new technologies have influenced the planning, recruitment, as well as selection processes to a great extent. Using various digital job portals has helped the HR professionals of the chosen retail organisation to recruit the most suitable as well as eligible candidates within the workplace (Kakabadse et al., 2018). The digital platforms like Zoom, Google Meet, and many others are mainly used for conducting the resourcing activities during the current pandemic scenario. Using these effective digital platforms has also helped Tesco Plc to reduce the overall operating cost, thereby, leading to high business success.
Another major factor that has contributed to the evolution of the various resourcing practices is Globalisation. It is considered as a recent trend that helps in increasing the connectivity between various business organisations as well as countries. Due to the introduction of globalisation, the various business organisations have been open to recruit capable candidates on the basis of their respective skills, experience, and knowledge from any part of the world. Similarly, the HR of Tesco Plc has been able to recruit candidates who belong from different races, cultures, genders, as well as ages. This change in the resourcing activities has helped Tesco Plc in maintaining a strong and healthy workplace culture. This intense transformation from being reactive to proactive can be considered as a major reason behind the evolution of the various resourcing activities (Bititci, 2015). Prior to the changes, the HR professionals were mainly focused on the final business outcomes. In modern times, in addition to the focus on business outcomes, the HR professional of Tesco Plc is also responsible for having an effective interaction with the employees. They are also provided with certain benefits along with compensations, hence, contributing to high employee motivation as well as improved employee morale. 
[bookmark: _Toc18001]Conclusion
In conclusion, the art of managing people is essential for any business organisation to perform effectively as well as successfully. The HR professionals of any business organisation are mainly responsible for managing the employees along with their behaviour to a great extent, hence, ensuring the high business success. The first part of the report has been able to focus on discussing the roles and responsibilities of an HR professional with the effective implementation of "CIPD Profession Map ''. The second part of the report will be focusing on the different business goals associated with the execution of activities like selection, recruitment, as well as planning. The evolution of these identified activities will also be done with respect to a specific business organisation. 
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