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[bookmark: _Toc80779283]Task 1 - Briefing Statement
It is essential for an individual to understand the complete requirements of a particular profession and its application in the industry to become expert in that field. Similarly, for an individual to become a human resource professional they must understand different aspect about the profession and the requirements that an individual has to fulfill to become an expert in that profession. For this purpose, the CIPD profession map will be used which is a wonderful way to understand the true essence of peoples professional and how a person can become and grow as a human resource professional (CIPD, 2020).
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Figure - 1 CIPD Profession Map (cipd.org, 2021)


The above map is a multi-layered direction for understanding the skills, knowledge and expertise required to become an HR professional at any level or grade in the professional career. At the center of this map is the purpose. Each individual should understand the purpose of the HR function and the role they can play in people’s life. Then the first outer circle gives three principles for becoming a true professional. The approach of the individual should be principle based and these principles should serve as the guiding light. Secondly, the HR professional should work based on evidence and not just random ideas or suggestions (CIPD, 2017). Lastly, the approach should be outcome driven and focused on delivering the best results for the people. The next step is having the core knowledge about the function and its different aspects. The individual should have business acumen, knowledge of technology and people, change, people practice, culture and behavior, and evidence based practice. These are the core knowledge requirements for every professional regardless of their level and their specialization (CIPD, 2017). After the core knowledge, the next must have of a human resource professional are the core behaviors. As per the CIPD profession map, there are certain ways of thinking and acting which have been identified through extensive research and that an HR professional must demonstrate. The core behaviors include commercial drive, passion for learning, insights focused, situational decision making, ethical practice, professional courage and influence, valuing people and working inclusively (CIPD, 2017). The last step in the profession map is gaining specialist knowledge. This means that in order to become an HR professional, it is necessary to gain expertise in the different specialization areas of the HR profession. It is the choice of the individual to choose their specialization in one or multiple of the fields. CIPD has identified nine specializations in the HR profession which are; employee experience, employee relations, inclusion and diversity, learning and development, organizational development and design, people analytics, resourcing, rewards and talent management (CIPD, 2017). It can be said that to become a true HR professional, the individual must understand the purpose and the driving forces of this function. Then they must have the core knowledge and learn the core behaviors which are necessary for each and every individual. Lastly, the individuals must develop expertise in one or more functional specialization areas.
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[bookmark: _Toc80779285]Introduction
The modern day businesses understand the importance of the having a highly productive and effective workforce. They have put special emphasis on the human resource function within their organization to ensure that their staff members are in such a manner which helps them in achieving their overall organizational objectives (Taylor and Woodhams, 2016). The HR functions through its various roles can benefit the organization in different ways. One of the most important role of the human resource functions is managing different resourcing activities. This report will be focused on discussing different organization objectives that are delivered by effectively managing the workforce planning, recruitment and selection process. The report will also discuss the evolution of these objectives within the context of Tesco which is a leading groceries and general merchandise retailer.

[bookmark: _Toc80779286]Workforce Planning and Organizational Objectives
Workforce planning is one of the most important aspect of the resourcing activities performed by the HR function of an organization. Workforce planning can be described as the analyzing the organization needs, forecasting the workforce requirements, assessing the gap between current availability and future requirements and planning the future actions related to the workforce accordingly. This function can help an organization in achieving many organization objectives. One of the most important benefits of this workforce planning for an organization is that it ensure that the organization has right people for the right role all the time (Pilbeam and Corbridge, 2018). This means that the organization will stop acting reactively to the external situations in terms of managing their workforce. Instead, they will assess their current staff capabilities and use it to plan their future actions to manage the workforce challenges. 

This helps the organization in maintaining the high levels of productivity. Also, the new projects are completed timely and in a more efficient manner. The planning is important as it sets the direction and the pace for further resourcing activities. The organizations can proactively manage their staff members and avoid facing difficult situations due to certain need of manpower which their human resource function is unable to provide quickly (Pilbeam and Corbridge, 2018). 

Tesco is a large organization which has huge number of people working for them. They achieve their manpower availability goals through effective manpower planning. This has helped them to manage their sales in high sales seasons such as Christmas. Also, this has reduced the pressure on them of managing their manpower. The manpower planning has evolved over the time along with its application and effectiveness. Previously, the manpower planning was done based on the current hiring’s and future possible requirements and this was also the case of how the workforce planning was conducted at Tesco (Black, 2014). But now the whole process has evolved along with the further evolution of the human resource function. As the human resources function has been more integrated strategically with the company objectives and long term goals, similarly the workforce planning is also done with longer perspectives. At Tesco, they make their annual manpower plans according to the business requirements. These annual manpower plans are in line with their strategic workforce requirements. This also helps the business to have quality and competence in their staff members in longer run and this objective is achieved by the effective delivering of resourcing activities by the HR department (Armstrong and Taylor, 2014).



[bookmark: _Toc80779287]Recruitment and Organizational Objectives
The business environment is very competitive and each business is interested in attracting the best talent towards their organization for their long term sustainability and success. The recruitment function performed by the human resource department can play an important role in this regard for the business. Recruitment can be described as the process through which a business attracts and creates a pool of suitable candidates which can be hired for a relevant position within an organization. Recruitment is a very important role of the human resource department as it ensures that the organization has a constant supply of talented and desirable human resource which can be hired based on the further processes according to the organization needs (Nikolaou and Oostrom, 2015). The recruitment activities include the employer branding making the organization a desirable place for people to work and simultaneously attract the relevant and expert people from the industry for company hiring’s. By effectively managing the recruitment activities, the human resource function can help the organization in achieving many organizational objectives. The most important benefits to the organization is that it minimizes the loss of productivity due to employee turnover. The organization can relatively quickly hire an expert from the relevant industry and this will reduce the loss of productivity. It will also help the business in reducing their costs. The candidate sourcing is a complex process which consumes time and other resources. By effectively managing the recruitment, the organization goal of reducing the costs can be achieved by the business (Taylor, 2014). 
Tesco emphasize strongly on their recruitment function as they are in the retail sector and the employee turnover is relatively high in this sector. They want to ensure that their productivity is not reduced as this can adversely affect their operations. Similarly, the high turnover means high number of hiring’s. They also focus on keeping their costs lower to be competitive in the market and effective recruitment can save lots of time and money for them. They are a big name and many people are interested to work with them. Also, they actively brand themselves as a desirable employer on different social media promoting the perks of joining their organization. The recruitment function at Tesco has also evolved as previously they were not focusing on maintain a pool of suitable candidates. Now, they have realized the benefits of this action and are actively taking steps to ensure that they gain benefits from this function (Butler, 2020).

[bookmark: _Toc80779288]
Selection and Organizational Objectives
Selection is one of the most important function of the human resource department of any organization. It includes all the activities from the initial screening of the candidates to the finalization of the candidates. The selection of right candidate which is a suitable match for the job and also a suitable match for the organization is of critical importance. The selection includes application of various tools through which the candidates can be evaluated and differentiated based on their knowledge, skills and other competencies (Taylor and Woodhams, 2016). The selection process begins with shortlisting the candidates which are a match with the basic job requirements. Then these candidates have to pass through different selection processes which include various types of interviews, behavioral tests or other such similar tests. Once the candidates have been gone through these phases the most relevant and best candidates is finalized and eventually offered for the position. The selection process if done effectively can help the organization in achieving many organizational objectives. In fact, most of the personnel related objectives of the organization are achieved through the effective selection process. The productivity goals of the organization are achieved as the hiring of correct resources results in better performing individuals. Also, the costs of trainings are reduced due to the hiring of better performing staff.  The cost of turnover can be reduced by hiring the people which are a better match for the organizational culture as a person with different values may find it difficult to perform in such environment (Pilbeam and Corbridge, 2018). 
The human resources function of an organization can deliver them with many organizational objectives through proper implementation of the selection part of the resourcing activities. Tesco is a big organization and they have a very strict criterion for the selection of the resources for their organization (Tesco, 2021). They check the background of each employee that they are hiring. Also, the candidates have to go through multiple interviews to be shortlisted. Through effective selection process, they have reduced their turnover successfully. Also, they prefer to finalize the candidates from the local area and more particularly people of ethnicity to serve the customers of that area and different ethnics. This has helped the organization build their positive image and become renowned for their excellent customer service.
 The selection process at Tesco has also evolved with time. Initially, they would interview the candidate related to retail sales and hire that person. Now, the interview process is aimed at evaluating the person based on his/her match for the job and organization. This has particularly benefited them in terms of lower employee turnover (Butler, 2020).

[bookmark: _Toc80779289]Conclusion
The human resource department of an organization performs different activities which play an important part in the overall organizational performance. The resourcing activities performed by the human resources department which include the manpower planning, recruitment and selection can help the organization in achieving different organizational objectives. The benefits include higher productivity, reduced cost of employee turnover, increase organizational efficiency and reduction in the cost of hiring (Armstrong and Taylor, 2014). Tesco is a big retail and merchandising organization which has benefited from these functions greatly. These activities and their application has evolved to better suit the business needs of the organization.
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