




Managing People



                                            Student Name:                  Anastasiya Petrova
                                             Student Number:              1816952
                                             Module Title:                      Managing People LCBB 5004
                                             Assignment Title:              Assignment 1
                                             Module Lecture’s Name:   Dr. Ze Zook

















Table of Contents
1.Introduction …………………………………………………………………………………….…  p.3
2.Task 1 – HR Professional concerning the Current CIPD Professional Map …………… p.3
  2.1 The Purpose of HRM …………………………………………………………………………... p.3
  2.2 Job Roles in HR concerning CIPD …………………………………………………………….p.4
  2.3 Core Behaviour …………………………………………………………………………………. p.5
  2.4 Core Knowledge …………………………………………………………………………………p.6
  2.5 Specialist Knowledge ……………………………………………………………………………p.6
3.Task 2 – Organisational Objectives within Resourcing Activities ………………………. p.7
  3.1 Planning …………………………………………………………………………………………. p.8
  3.2 Recruitment ………………………………………………………………………………………p.9
  3.3 Selection ………………………………………………………………………………………… p.11
4.Conclusion…………………………………………………………………………………………. p.12
5.Referencing …………………………………………………………………………………………p.13















Introduction
Tesco Plc is a multinational retail company. Its founder was Jack Cohen in 1919 (Tesco .com, 2019). The Human Resources Department takes care of the management of more than 500,000 employees by implementing a retention and development strategy, applying workplace flexibility following the legislative framework, as well as the Employee Health and Safety Act.
This report examines the important role of HR Management in the planning and selection of human resources in an organization. The ability of the organization to implement the CIPD professional card, which determines the effectiveness of the team, as well as the achievement of the organizational goals of the company, is considered. Key HR activities, which include planning, recruitment, and selection, are also covered and analyzed in the context of Tesco Plc. It is explained how these activities help to improve the flexibility of a highly skilled workforce. Attention is also paid to how the digitalization of the recruitment and selection process is affected, as well as the global pandemic GOVID19, with which the HR department needs to comply in order, to achieve the organizational goals of the company.
Task 1 – HR Professional concerning the Current CIPD Professional Map
In different types of organizations, human resources goals are provided in different ways, according to the company's policies. The main goal of human resource management is to maximize the company's productivity by optimizing employee efficiency (Assaf, et al, 2017). Through the professional people who work in it, HR Management helps the organization to realize its goals and strategies by effectively planning, recruit, select, develop people, manage their performance, and rewards for performance (CIPD). CIPD Professional Map is a framework that offers an outline of the skills, knowledge, and behaviors required for work and in the development of a career within the HR function. In the workplace, HR plays key roles in the planning, recruitment, and selection of human resources. The effectiveness of the HR team within an organization is however dependent on the ability of the organization to adopt and implement the CIPD professional map which offers an overview of the professional roles for instance, within the HR department, the knowledge level, core behavior, and specialist knowledge. This map also encompasses behaviors and technical elements of professional competence needed for the HR profession. Additionally, it is unequivocally organized around areas of professional competence, with the focus on protecting the better jobs and working lives of employees, because they are at the core of the new roadmap for occupations. In this regard, it can be noted that Tesco's close cooperation with CIPD helps the company to develop the management of its human resources by improving the knowledge, skills, and behavior of its employees (CIPD.co.uk).
Figure 1 below shows the CIPD Professional Map
[image: ]
Source: CIPD (CIPD Professional Map)
Job Roles in HR concerning CIPD
According to the CIP, to be an HR professional means the performance of different types of roles. The roles are further allocated depending on the education level of an individual for instance, for the level 3 role, an individual must have at least a higher education diploma. In HR, the foundational level 1 would be an HR assistant while associate level 2 would be an HR adviser. A chartered member level 3 would be a business partner while a chartered fellow level 4 would be a senior HR leader (CIPD). In other words, today's successful human resource business leaders have nine critical competencies: Leadership and Navigation, Ethical Practice, Business Insight, Relationship Management, Consulting, Critical Assessment, Global and Cultural Effectiveness, Communication and HR Expertise.
[image: ]
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Core Behaviours
CIPD Map outlines that for the effective running of HR roles, it is vital to exhibit specific core behaviors. For an HR Professional, one such behavior includes an ethical practice that promotes the performance of the role by doing the right thing. CIPD also outlines professional courage and influence and values people as core behaviors that should guide an HR professional in performing their role irrespective of their level differences. The map further posits that an HR professional should be able to work inclusively with others irrespective of cultural differences, exhibit passion for learning, have a commercial drive, and have situational decision-making skills (CIPD).
[image: ]
Tesco's values ​​determine leadership behavior, and consequently the skills and competencies of HR Management.
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Core Knowledge
CIPD map also postulates that the possession of core knowledge is important for HR professionals. The core knowledge includes people's practice that deals with the understanding of human needs at the workplace. Core knowledge under CIPD further deals with culture and behavior at the workplace which suggests the importance of understanding the varying needs of individuals at the workplace. It also encompasses business acumen, analytics and value creation, digital working, and the ability to embrace change at the workplace.
Specialist Knowledge
The map further posits that HR professionals require specialist knowledge that helps in the performance of their roles irrespective of their difference in qualification levels. The main specialist knowledge entails employee experience and employee relations that positively influence employee engagement at the workplace. It also encompasses diversity and inclusion at the workplace that deals with the need to understand and accommodate the divergent needs that people have due to the difference in their cultural backgrounds. Specialist knowledge according to the CIPD map further encompasses learning and development, reward, and talent management. These three represent the key roles of HR professionals that mainly entail the encouragement of learning and development among other members of the staff especially recruits and the management of talents (Harrison et al, 2020). Resourcing is also a key specialist knowledge that an HR professional should possess according to the map as it helps in the acquisition of highly skilled individuals to occupy vacant roles within an organization.
[image: ]
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Source: Cohen, (2015)
Task 2 - Organisational Objectives within Resourcing Activities
Tesco Plc's business strategy (Tesco.com, 2019) is to strengthen its position as a leader in the United Kingdom while continuing to expand its business into new markets. The strategies they develop in the company are tailored to the needs of customers while having an impact on the community. This has been achieved through the creation of good jobs and attitudes towards the environment. To achieve its core business goals, Tesco Plc is increasingly investing in the company's resource resources. This is effectively achieved through key human activities, which include planning, recruitment, and selection, which is the main function of the human resources management department.
In the UK, an organization called the National Equality Standard (NES) with Microsoft and Cisco is trying to establish criteria for all legally protected forms of diversity and conduct diversity audits. Tesco Plc is accredited to conduct its independent diversity audit. The company provides detailed reports on the extent to which its policies and activities are in line with best practices. Diversity management and inclusion seek to make employment objective and worthy of several criteria, according to the social and ethnic origin as well as gender. Accordingly, various recruitment, inclusion, and development programs have been developed, one of which is to assist women in their transition to senior positions. The several partnerships in which the company participates help in building and improving its diversity strategy. Such partnerships are Stonewall, Employers Forum on Disability, Opportunity Now (Moodle.uwtsd.ac.uk).
According to Dave Lewis - Croup Chief Executive of Tesco Group, Tesco's Code of Business Conduct helps the way the company is managed and protected. The Code applies to all activities and participants related to the operation of the company and represents the rules that must be followed both in terms of legal frameworks and policies and in terms of values ​​and leadership behavior. For example, in case of a problem with someone's behavior or a personal problem, the employee turns to the direct manager, People Partner, or Legal team. When anonymity is required when raising a concern, there is an option to call the Protector Line. This concern of the company ensures mutual loyalty between employees and the company, which contributes to the stability and development of Tesco (Tesco Plc).
[image: ]
Tesco has chosen a soft strategic approach and the HRM department follows the management model in the following stages:
[image: ]
Source: Tesco Plc
Planning
When scanning the Internal Environment, HR specialists take into account the data from the analysis of changes in the External Environment to ensure the construction of human resources to meet organizational and individual needs (Snell, et al, (2015).1.Strategy formulation
2.Implementation
3.Control

1.Micro-environment analysis – Porter’s 5 forces
2.Internal analysis – SWOT
3.Scenario analysis


Macro-environment factors
STEEPLE analysis




Source: Snell, et al, (2015)
Planning resource activity refers to the process by which an organization estimates the number of employees needed to perform a particular task (Griggs et al, 2015). This process facilitates the improvement of the skills of the workforce, by both current and future requirements of the organization. At Tesco Plc, the main organizational goals that human function achieves through planning include improving equal opportunities for all, identifying the future needs of the company’s workforce, improving employment, and improving the recruitment of a diverse workforce (Griggs et al, 2015). Human resources planning is a continuous process that includes the environment, skills, structure, systems, and behavior of people.
[image: ]
Source: Mc Laughlin (2018), Nankervis, et al (2019)
The company’s planning process has mainly evolved through the introduction of the talent planning program geared towards the recognition of employee motivation at the workplace and ensuring that they are encouraged to achieve career progression. This evolution has further led to the emergence of an annual appraisal scheme that the company’s management through HR seeks to encourage existing employees at the organization to often apply for higher positions as long as they continue engaging in career progression activities, such as online learning, mentoring and coaching.

Recruitment
Recruitment refers to the process by which an organization attracts quality candidates for vacant job positions (Armstrong, Taylor, 2017). During recruitment, organizations, such as Tesco Plc ensure that they advertise for job positions through social media and their company websites. As a resourcing activity in the HR unit, recruitment at Tesco helps in the achievement of organizational objectives that include facilitating transparency in the hiring process, to enhance the training of recruits, to promote job satisfaction, and to promote legal compliance.
[image: ]
Source: Davies (2017), McLaughlin (2018)
Recruitment must be done on time. As a leader in retail, Tesco needs to have trained staff to have when the company needs it.
[image: ]

Due to the pandemic and its existing limitations, which include limited physical contact and social distance between people, through HR, Tesco's management has introduced the Internet digital platform, which facilitates the internal advertising of positions in the company in its internal environment (Tesco Plc). Through the organization's intranet platform, vacancy information is not posted on bulletin boards but rather placed on the intranet, which not only encourages compliance with Covid-19 guidelines but also improves the recruitment process through increased efficiency. Although interviews have previously been conducted physically, this has evolved significantly, with Tesco's management ensuring that interviews are conducted digitally through Zoom due to the effects of the coronavirus. This was advantageous for the company due to the drop in the cost of the operation during physical interviews.
Selection
Selection refers to the process of pre-screening, review, prioritization, and shortlist of candidates to facilitate the identification of the most appropriate candidate for a vacant and advertised role by an organization (Armstrong, Taylor, 2017). At Tesco, this resource activity is focused primarily on filtering and involving candidates with the most favorable attitudes, behavioral traits, and knowledge needed to perform a specific task. At Tesco, this activity is mainly aimed at achieving the organizational goal of improving customer experience.
[image: ]
Source: Tesco Plc
The need for effective employees determines the effective selection process.
Improved customer experience. This objective deals with the provision of quality products and services to customers by employees hence, positively impacting customer experience. However, this can be achieved through the selection of workers with the right skills and expertise required for the delivery of quality services to customers (Torrington et al,2017). At Tesco, through selection, candidates are filtered out depending on their skill levels. This helps for instance, in the acquisition of highly skilled candidates with skills, such as customer service that play a key role in boosting customer experience.
This process at Tesco has also experienced significant evolution whereby, the company has completely moved the selection process on the digital platforms that include its career webpage whereby, the company, for instance, offers a “job type match” tool that helps in the matching of the qualities and skills of applicants with the job type they have applied for. Previously, the company had an assessment center in which selected would take part in team-building exercises or problem-solving that would help in determining their proficiency for the applied roles. However, this has changed through the implementation of online assessments to determine the suitability of a candidate for a particular role.
Digitization and the current Covid-19 situation had led to the evolution of the key resourcing activities that include planning, recruitment, and the selection and subsequent organizational objectives that they seek to achieve. The increased use of digitalization has led to a limited physical advertisement of posts at the company thus, promoting the put of ads on vacant posts on the website of Tesco to attract more potential and highly skilled applicants.

Conclusion
In summary, the CIPD map vitally helps in the establishment of the professional requirements within an organization. It, for instance, lays out the core behavior and specialist knowledge required for the performance of roles at different levels within an organization. At Tesco, the different sourcing activities have played vital roles in the achievement of organizational objectives through the efforts put in place by the HR unit. For instance, while the three key sourcing activities include planning, recruitment, and selection, in terms of selection, the company has been able to achieve improved customer experience through the acquisition of highly qualified workers after the filtering process that helps in separating the viable from the rest. However, there have been significant changes in the achievement of the organizational objectives that HR seeks to deliver through the key resourcing activities. This can be attributed to the continued digitization of the recruitment and selection process at Tesco as well as the changing recruitment and selection dynamics caused by the Coronavirus pandemic.
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