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Human resource professional plays an integral role in the modern-day workplace. Unlike other employees engaged with specific job objectives, human resources seek to balance the organisational goals and employee needs (Hedayati Mehdiabadi and Li, 2016). Besides, the human resources field requires employees to be well endowed with analytical and technological skills to tap from new technological developments while strategising strategies to improve the workplace environment that promotes productivity. The human resource field is dynamic. It requires its professionals to timely adopt new approaches to how best to link the employees' needs with that of the organisation to promote productivity. This report will use TESCO, a well-known British multinational groceries and general merchandise retailer, to evaluate and analyse organisational objectives within resourcing activities.
[bookmark: _Toc57450457]What it Means to be an HR Professional
According to Ingham and Ulrich (2016), an HR professional is an employee who links up the needs of employees to that of the organisational objectives. HR professionals make corporate policies that seek to create a conducive and productive working environment by finding a balance between employees' needs and organisational goals. When the working environment is favourable, it will incorporate training and development activities, and thus both the employees and the organisation benefit. Employees benefit from personal growth, which is one essential thing that human beings usually look up to. On the other hand, the organisation benefits from improved work output since the employees are motivated and highly skilled.
Greasley and Thomas (2020) say that an HR professional is also a person who has knowledge and experience that cuts across numerous fields. Having comprehensive expertise helps HR professionals know how the policy works in different organisation departments and can devise methods to make the policies more effective and efficient in meeting the organisation's objectives. Besides, a mixture of capabilities helps HR professionals not make decisions that do not jeopardise their functions. For instance, in a scenario whereby an employee is overwhelmed by accomplishing the tasks assigned to him/her due to excessive workload, an HR professional should point out that there is no balance between the employee's needs and the workload. Therefore, at all times, HR professionals should have the knowledge and skills to ensure that the organisation's objectives are being met while ensuring that the employees' needs are being protected.
The CIPD professional map highlights flexible working conditions that can positively impact an organisation's performance. It highlights the knowledge, skills, and behaviours that HR professionals need to develop a career within the HR function. This includes what employees need to know, what they need to do, and how they need it to accomplish the set objectives. Besides, the CIPD professional roadmap outlines the ability to learn as a vital skill that every HR professional should possess (Isari et al., 2019). This is because the current workplace is dynamic; thus, the organisation cannot hold on to what works today since it may not yield the same fruits tomorrow. The CIPD professional roadmap opines that HR professionals' knowledge should be centred around professional competence and job levels. For instance, when faced with an employee problem that arises from the organisation's culture, an HR professional should come up with a solution that seeks to diversify the organisation's culture rather than fire the employee.
The current world is dynamic, with continuous technological changes and new technical workplace requirements. Therefore, HR professionals should have a significant amount of analytical and technical know-how (Isari et al., 2019). The analytical skills help HR professionals analyse employee characteristics with organisational objectives and goals. This way, organisations only employ the skills they need and do away with redundant employees to cut operational costs. Technological advancement knowledge can also help HR professionals cut costs of device new working methods when faced with a crisis. For instance, the novel Coronavirus pandemic brought tight measures that forced employees to work from home using technological tools as a means of connection and communication (Aitken-Fox et al., 2020).
Overall, an HR professional is a person who talks for both the organisation and the employees. Thus, their work is broad. To be safe in accomplishing their duty of balancing between the organisation's objectives and the employee needs, HR professionals should have a wide range of knowledge and considerable analytical skills. Besides, HR professionals should also be dynamic in coping with the first changing workplace policies and technological advancements.
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The most complicated tool to manage in any organisation is the human tool. This is because employees are arguably the most critical tool that ensures the smooth running of any organisation (Mahmood et al., 2019). Isari et al. (2019) argue that no machine can still replace people's resources to utilise the available resource effectively even with technological advancements. With the changing dynamics of running a business, HR roles and functions also adjust to fit the current environment. Human resources hire and fire employees depending on the skills that their business needs while making resourcing activities an integral part of business success. Resourcing activities that HR is responsible for delivering revolve around recruitment, planning, and selection.
Tesco PLC was started in 1919 by Edward Jack Cohen as a tiny food retail stall in London. In between 1919 and 1948, the company rapidly grew and had stores all over England. Today, Tesco is a well-known British multinational groceries and general merchandise retailer. It has dominated the British domestic market and the global retail markets for decades. Tesco started its business as a food retailer and later expanded the business to include clothing, consumer electronics, banking, insurance services, and telecom. Tesco subdivided its stores into Tesco extra, Tesco Metro, and Tesco express to meet its customer needs effectively across the globe. The company runs over 558 supermarkets worldwide with various other products, including clothing, housewares, alcoholic beverages, and gasoline (our history, 2020).
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Ensuring equal opportunities is one of the vital planning organisational objectives that human resource is responsible for delivering. Planning ensures that proper rules are in place to ensure that no employee is discriminated against based on race, colour, religion, ethnic background, or marital status (Mahmood et al., 2019). Besides, planning guarantees equal opportunity for all workers to maintain organisational dignity and ensure productivity. For instance, Tesco plc values everyone's differences and gives equal opportunity to both men and women who are well qualified to get promotion to higher positions if one is eligible and capable of performing the task.
Another objective of planning is to ensure future workforce needs. Organisations pay keen attention to the company's future demands when planning, which is crucial in ensuring their sustainability (Objectives of HRM: 10 Primary Objectives of HRM, 2020). As already discussed, HR's analytical skills help them study the current workforce and projects what is likely to change in the future. Besides, HR's analytical skills allow them to assess their employee workforce needs and compare them to its strategic goals and market needs (Wiedner et al., 2017). Therefore, planning helps HR professionals ensure that the number of employees working is sufficient to complete the current tasks and be able to accomplish future organisational tasks. When the future workforce needs are accounted for, organisations stand a better chance to compete favourably in the global competitive market.
Planning is vital in ensuring employee improvement in an organisation. Planning helps HR professionals to come up with means and methods of training and developing their employability skills. When employees' skills are enhanced, they optimise their full potential when undertaking their tasks and give their best to achieve organisational goals (Nerstad et al., 2018). In Tesco PLC, the HR department ensure that they improve the skills and calibre of their employees at any possible stage. They do this by incorporating training and development activities in their operations. This ensures that the employees deliver much as they can to the organisation. And thus, the organisation benefit from improved productivity.
Diversification of the workforce is another objective of planning. The best way to develop and maintain a positive brand worldwide is to recruit a diverse workforce. Besides, a diverse workforce is also essential in meeting customers' tastes and preferences globally (Koronis and Ponis, 2018). Tesco's HR department aims to hire qualified staff from worldwide to protect their brand image. Consequently, the diverse workforce recruitment at Tesco PLC helps them have a higher employee retention rate and a competitive advantage in the global market. Tesco's diverse workforce brings a wide range of skills and knowledge that help them increase their productivity and improve customer care engagement.
According to Objectives of HRM: 10 Primary Objectives of HRM (2020), planning improves an organisation's flexibility. When HR professionals plan well, they are assured of always having highly qualified human resources needed for productivity at all times. Tesco encourages its employees to prepare for higher roles in the organisation to improve flexibility in the organisation. The promise of higher roles makes employees motivated and increase employee retention at Tesco, as Kester (2020) asserted. Initially, Tesco's HR department only looked to fill vacant positions left when other employees left the company. This demotivated employees and many other employees left the firm. With planning, Tesco changed its recruitment procedure and emphasised its employees' needs rather than only focusing on its requirements.
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Organisation recruitment activities aim to determine what an organisation is deficient in and reduce such deficiencies (Nerstad et al., 2018). During planning, HR professional thoroughly assesses the skills they have to cut down the excess skills they have and replace them with mandatory skills they need. This process helps organisations reduce operational costs and increase their profit margin. Consequently, the process helps increase the company's knowledge base and skills, which are essential in ensuring its success. The recruitment process at Tesco is not about the skill-sets that an individual possesses. Sometimes the company's focus is to recruit individuals with a great personality who can bring in charisma and team leadership to motivate other employees into action. Besides, the recruitment process at Tesco seeks to strike a balance between their employees' behaviour and the skills they possess.
Recruitment from within the organisation motivates employees to work hard. Tesco PLC ensures that when they are recruiting from within, the process is transparent. Tesco's HR department ensures that only the most qualified and persons that deserve are promoted. They use technology such as E-recruitment to single out the best performers based on their previous work history and output, as indicated in the performance management system. Besides, Tesco's HR department carries out an internal survey to get employee referrals from other colleagues to promote transparency (Dachner et al., 2019). This way, other employees get motivated to work extra hard, and thus, their full potential is realised. When persons that do not deserve are promoted, other employees get demotivated and even leave the company to look for greener pastures elsewhere.
Another objective of recruitment in organisations is to attract a suitable standard of applications for appropriate positions. Hr professionals usually take their time to identify a job vacancy, identify the job requirements, and advertise the job. Tesco first announces their job openings internally and before they do it externally. This is because they have an internal talent plan which gives their qualified employees a chance to rise to the top ranks. They start their recruitment process internally to try and tap into the best skills they have within their organisation. This way, they motivate their employees to work hard, and thus they rip from improved production output. External recruitment seeks to fill the technical job positions vital to the company when there is no internal employee with the technical know-how to fill the vacancy.
Recruitment aims to enable business continuity using the available business resources. Through recruitment, organisations bring in new people with the ability to introduce new ideas that, when implemented, the organisation can exploit newly identified opportunities using the available resources (Kester et al., 2020). Recruitment at Tesco is managed using technological means and employee reference to increase transparency. For instance, when Tesco opens up a new shop in a new country, they create new positions, advertise the vacancy online, and recruit the best-qualified employees. The newcomers fill the newly created positions and work towards achieving market entry goals. This way, Tesco expands rapidly and ensures its business continuity using the available business resources.
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Selection ensures that only the best suitable persons who fit the job requirements are selected for an interview. The selection process at Tesco is a lengthy procedure that varies according to the vacancy at hand. Although the process is unique depending on various jobs, it conforms to a standard selection procedure that involves announcing the vacancy, receiving applications, reviewing the applications, shortlisting candidates, interviewing selected candidates, salary negotiation, final selection, and testing and making an offer (Our history, 2020). There are also strict laws that Tesco's HR professionals must adhere to throughout the selection procedure. If the rules are correctly followed, and a candidate reaches the final section stage, then that employee will most probably be the best suitable candidate to take the job. Proper selection helps Tesco ensure that all roles work together towards achieving the organisation's goals. Besides, the appropriate selection also helps Tesco ensure that they have the right number of employees doing the right job at the right time.
The recruitment and selection process seeks to avoid problems and ensure legal compliance. Well-developed and proper recruitment saves time, energy, and helps organisations cut down on operational costs. On the other hand, mediocre recruitment makes organisations to be at risk of not competing favourably with their peers in the market. Besides, inappropriate recruitment makes organisations use more funds to readvertise the position afresh when they realise the selected candidate cannot accomplish tasks as required by the organisation (Greasley and Thomas, 2020). Tesco's recruitment and selection procedure follows the laws of the UK.  Besides, Tesco all complies with the laws of all the other countries it operates in. Failure to abide by the law in the selection and recruitment procedure can amount to a firm using a considerable amount of resources to compensate workers who were not appropriately recruited under the law.
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Resourcing activities play an essential role in the success of any business entity. When done well, the organisation gets the best talent with the ability to help them realise their objectives. Consequently, appropriate recruitment help organisations reduce their operational costs and increase their profit margins. Proper recruitment help business to be self-sustainable and cope up with the market competition. On the other hand, improper resourcing leads to difficulties in accomplishing their set objectives, making them not competitive. Hr professionals are tasked with getting the best candidate to fill a vacancy. They get the best candidates by developing a seamless selection procedure that sieves probable candidates' applications depending on the skill that the organisation is looking for.
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