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[bookmark: _Toc57976397]Task 1
The employee recruited to be the advocate of both the company and the employees is an HR (Human Resource) professional.  It is the responsibility of the HR professional to manage the life cycle of employees (i.e. hiring, recruiting, training and firing personnel) and to maintain employee benefits (Armstrong and Taylor, 2020). An ideal HR professional establishes, implements, develops and oversees company policies within the country's labor laws and best practices to ensure the benefits of both his employer and the employees.
He/she would always concentrate on stakeholders and clients and ensure that they are both compliant, doing their jobs and achieving the organization's objectives and goals.
The main professional body for accrediting and awarding professional human resources (HR) qualifications is the Chartered Institute of Personnel Development (CIPD). The qualifications of the CIPD are the recognized professional standard for specialists in HR and training working across the public, private and charity sectors of the UK.
The CIPD HR Professional Map is an interactive set of standards that guide the development and improvement of the world of work for people working in human resources and provides a framework for HR professionals worldwide: the activities, knowledge and behaviors required to succeed. Following a comprehensive review of the global HR profession, the Map was constructed. The 2013 Profession Map of the CIPD is now used by a broad range of organizations and HR professionals to benchmark and build their HR capability. The Map represents the needs of the profession today and will evolve to respond to further changes and requirements in the company and the profession over time (CIPD, 2015).
It conveys what HR individuals do and deliver successfully and effectively across every aspect and specialism of the profession, and sets out the skills, behavior and knowledge needed to underpin it. The Map underpins the curriculum for the qualifications and the entrance requirements for CIPD membership.
It recognizes the roles, knowledge and behavior of an HR professional at four levels. It is an instant inspection or inspection of personal HR development learning and its use helps to satisfy the requirement for CIPD membership and professional development plans (PDP).
The map has three main sections:
[bookmark: _Toc57976398]Occupational fields
The map contains ten areas of expertise. The insights, strategy and solutions of two core professional areas and leading HR are at the core of the profession. It applies to all HR professionals regardless of their role, position or stage of their career.
[bookmark: _Toc57976399]Competence
In this section, the map discusses the conduct needed to perform more detailed activities while every conduct is divided into four occupational competence groups (spanning from entry-level to leadership roles).
[bookmark: _Toc57976400]Transitions and bands
Within the map, the hierarchy of the profession is represented by four groups of professional competence. The map also describes how you can move from strip to strip and change and expand. It is of extreme importance that an employee has an accurate idea about each of the groups and has a clear idea about how to progress.
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[bookmark: _Toc57976402]Introduction
For the answer, a company named “Tesco” is selected which is an example of a British foodstuff and commodity retailer based in Britain.
Tesco operates in twelve countries worldwide and currently there are 6,780 Tesco shops. The business policies of Tesco mainly focus on the vast UK domestic food market, as well as financial and telecommunications services. The company employs approximately 500,000 people worldwide. Tesco's HR professionals help the Company to meet its increasing specific priorities and improve its employees' skills and quality through job security, training, and communication skills (Sparks, 2014).
This Tesco Case Study report will underline the organizational goals of HR operations in the resources activities responsible for the performance of HR functions (planning, recruitments and selection).
[bookmark: _Toc57976403]HR functions in Tesco 
Suitable knowledge and skills: A number of authors (Metzger, 2014; Nankervis, Baird, Coffey and Shields, 2019; Paauwe and Boon, 2018; Johnson, Carlson, and Kavanagh, 2020) recognized that each employee has the same opportunity to gain essential skills and new knowledge. Tesco values all its employees as a major asset and allows everyone to develop their skills and progress through the company. Tesco recognizes that investment is important for its employees and is committed to maintaining and developing qualified employees. Tesco's HR professionals keep their focus on improving their communication skills for better productivity together with other employees. The HR team needs to be able to manage the quality of time and performance. Decision-making skills are of high importance to HR people in Tesco. The main factors that promote proper decision-making by HR individuals in the company are knowledge and skills along with experience (Reiche, Stahl, Mendenhall and Oddou, 2016).
Communication: Tesco requires to know the perspectives on the issues that affect employees and the wider company. Managers will gain feedback using different communication types. This includes question times for employees, face-to-face interviews and the use of the internet in the company for further company development. The rewards and benefits are related, according to Wood and McCarthy (2014). Tesco conducts a bottom-up annual employee survey which includes anonymous and confidential data to identify problems in the process of solving problems.
Personal skills for employees: For Tesco to reach their performance benchmark, personal analysis of skills is useful. In order to achieve better problem-solving capabilities, HR professionals must have greater analytical skills. Employees must be qualified, talented and ongoing trainees to promote the sustainable performance of Tesco. Self-managed learning becomes possible through continuous learning and HR professionals learn many aspects of their work to ensure better performance (Collings, Wood and Szamosi, 2018). The organization's success depends on its talented workforce. The staff need to be both trained and developed. Tesco trains its employees, and also carries out different development plans at its premises to enhance and update its employees (Felgate and Fearne, 2015).
A professional improvement through learning, training and behavioral skills: Continued learning in Tesco helps HR professionals considerably improve their skills and professional behaviors so that knowledge and skills of HR are displayed better. This helps the company to benefit from the sustainability of its operations (Purce, 2014). According to Gent (2014), Tesco can only boost its growth when all employees are professionally driven by apprenticeships and development. Tesco can develop as an organization only when all its employees are professionally motivated by learning and development. A particular or a single employee learning enrichment cannot fulfill the goal of knowledge development within the organization. However, Tesco HR experts have to meet some obstacles that they must mitigate. HR staff must show responsible and accountable behavior, company and other employees. When complaints are received by the personnel, HR people are expected to hear about their problems (Johnson, Carlson, and Kavanagh, 2020).
[bookmark: _Toc57976404]How HR functions help to meet the Objectives of Tesco
The Tesco human resources professionals offer an efficient structure and culture to fulfill its business needs. In order to achieve the organizational objectives, the HR functions as follows:
1. Integration: This function is related to the balance between management and employees of a healthy relationship. Tesco's HR professionals concentrate on establishing business relations with other companies (Nankervis, Baird, Coffey and Shields, 2019).
2. Efficient leadership: Not every individual can easily maintain the qualities of leadership. The HR team at Tesco teaches and directs its employees effectively towards organizational objectives. They focus on redirecting HR targets from transactional to strategic, ensuring that innovation is effective and business ideas are forward thought.
3. Management of performance: Tesco HR managers ensure that staff are motivated to meet organizational objectives. The approach to motivation is different, such as incentives, bonuses, promotions and awarding systems, to accelerate employee performance. Compensating employees not only appreciate their current performance, they also work to make it harder for Tesco to achieve future goals (Paauwe and Boon, 2018).
[bookmark: _Toc57976405]The importance of human resource planning in Tesco
It is the planned procedure for improving employees' skills, taking into account the company's present and future requirements. The importance of the planning of human resources in Tesco as follows:
1. Ensuring equal opportunities for all: The HR Team at Tesco ensures that no employee is partially discriminated against in any way. It provides all workers with equal opportunities to maintain their organizational dignity. For example Tesco offers higher positions for female employees if they are eligible and able to perform the work (Shields, Brown, Kaine and North-Samardzic, 2015).
2. Future workforce needs: It needs to make sure that the number of people working is sufficient to make the organization work better. The planning of human resources is viewed as an appliance to ensure the availability of employees to cope with the organizational tasks. Human resources planning predicts the number of persons needed for the project (Reiche, Stahl, Mendenhall and Oddou, 2016).
3. Recruitment of diverse workers: The HR team can believe that employee diversification will help them maintain their brand image to help them meet their customers worldwide. HR planning at Tesco has the objective of engaging and recruiting skilled and diverse personnel for job vacancies.
4. Enhancement of jobs: The main objective of the Tesco HR team is to improve its staff's skills at every stage, so that they can offer the Organization as much as they can. They ensure employees maximize their full potential and do their best to achieve their corporate objectives (Felgate and Fearne, 2015).
5. Coping with change: Tesco's human resources planning is important because the fast-changing work environment is being determined. It helps to analyze existing human resources using the HR catalogue and adapts to social, economic, technological and political pressure (Jackson, Schuler and Jiang, 2014).
[bookmark: _Toc57976406]The stages involved in human resource planning requirements
Human resource planning is the way to ensure that all business and customer requirements are met on time. The opportunity for employees with specific skills, pending retirements, changes in organization for training old employees are several factors affecting the planning process at Tesco. The phases of human resources planning are given below:
1. Organizational goals analysis: The organizational goals should be first analyzed. These goals could range from increasing sales to increasing the company's functional areas (Bratton and Gold, 2017).
2. Current human resources inventory: Tesco's information system allows the HR team to evaluate the numbers and potential employees in the organization today.
3. Anticipating the demand and supply of human resources: Tesco will then forecast demand and supply of human resources. To predict the requirements of human resources, the various jobs are analyzed. In order to satisfy the job requirements, internal and external sources are available. The intern sources include the recruitment of new candidates, their job description, specialization as well as their performance abilities. The external sources include promotion and transfer (Armstrong and Taylor, 2020).
4. Development of the action plan on human resources: The plan on human resources is drawn up as in Tesco. In the event of human resource shortages, termination and volunteer retirement schemes are implemented for surplus recruiting and transfers (Schiraldi, Smith and Takahashi, 2012).
5. Estimating labor force deficiencies: The management assesses the shortage and surplus of workforce requirement after comparing demand with supply of human resources. This estimate shows the balance where the situation can be resolved. Shortage leads to new recruitment and surpluses lead to an end to domestic personnel (Bamberger, Biron and Meshoulam, 2014).
6. Control, monitoring and feedback: The last step in the human resources planning of Tesco is monitoring, controlling and feedback. The comparison of the actual plan with the plan implemented refers to it (Brewster, 2017).
[bookmark: _Toc57976407]Recruitment and selection process in Tesco
Registration is the first step at Tesco. In order to apply for the post, the applicant must fill in the compulsory online form posted on the official website of the company. Second step includes the telephone interview where the recruiting team assesses the language and communication skills of the applicant. The next step is the on-line process in which candidates are subjected to four tests –verbal thinking, numerical reasoning, inductive reasoning test, talent encouragement. The fourth step is the interview based on competence in which the organization must know why the candidate wishes to cooperate. The difficult questions will be asked to understand better the applicant and be followed by the evaluation centre, in which the candidates will be provided with major projects and supervised. This process also involves group discussions and exercises. The final stage involves an interview with the recruitment manager in the final interview. If the applicants clear this round the company will select and hire them (Tesco, 2014).
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The efficiency of Tesco's selection and recruitment procedure is as follows:
1. Transparency: Tesco reveals its recruitment and selection strategies and policies which develops a transparency policy within the organization that is essential to the success of the company policy (Albrecht, Bakker, Gruman, Macey and Saks, 2015).
2. Training: the right recruitment and selection procedure exempts new employees from the training costs required. Training talented and qualified employees leads to high productivity, which eventually increases the company's profits. The employee who is good for a particular task is easier to train than the employee who has soft skills for each task.
3. Job Satisfaction: The recruitment and selection process includes also job analyzes and value assessments. The job satisfaction is therefore ensured by recruitment and selection methods adopted by Harrods and Tesco, because it instills high morale in candidates because dull candidates tend to be the cause of absence, and they leave the organization sooner or later (Al-Hawary and Shdefat, 2016).
4. Problem avoidance: The recruitment and selection technique ensures the process is completed easily. Inefficient recruitment costs money to turn a mediocre worker into a magnificent star. Well-developed recruitment saves time, energy and resources and reduces obstacles (Reiche, Stahl, Mendenhall and Oddou, 2016).
5. Legal compliance: Tesco also has several advantages in accordance with United Kingdom laws and legislations. It is also very important to implement the appropriate recruitment and selection process to comply with country laws and legislations (Brewster, 2017).

Role and responsibilities of Tesco line managers and how the HR functions is supported: Tesco's line managers are responsible for managing each employee and team and report to the seniors on the performance of the teams they manage. In general, the term "front line managers" refers to line managers in lower level management. The Tesco line managers are responsible for the following:
1. Work monitoring and quality control: They offer direction and advice on the details of the work for employees. Managers attempt to become the employees' role model. The expectations and standards of the employees' behavior and type of work are clear. At Tesco, they develop the team spirit and give everyone in the team the same chance (Paillé, Chen, Boiral and Jin, 2014).
2. Fostering equal opportunities and diversity: They interact with and know the employee personally so that they can treat everybody equally. They create an inclusive environment at Tesco so that all have equal access to all allowances. Managers make sure that everyone is fully involved and that their potential is fully developed (Shields, Brown, Kaine and North-Samardzic, 2015).
3. Safety and health: The line manager at Tesco has another responsibility to protect the safety of its employees. The prevention of injury and accidents at work is important to safety. The line managers ensure that devices are checked regularly if they work well. A line manager is also responsible for keeping employees free of physical and mental stress (CIPD, 2015).
4. Employees to discipline: Organizational discipline begins when the manager with his team extends his expectations. The HR team is responsible for creating the policies and rules that the line managers support. The rules that are implemented by line managers regulate employee behavior and performance. Employee discipline promotes Tesco commitment and gravity (Alfes, Shantz, Truss and Soane, 2013).
5. Employee engagement: The line managers focus on the strength of employees and encourage them to use their capabilities. They address and help overcome all negative aspects of the employee. The line managers influence employees on cooperation, commitment and co-ordination for joint objectives in order to boost productivity. Line managers who attach importance to employee adverse factors are more likely to disassociate employees (Shields, Brown, Kaine and North-Samardzic, 2015).
[bookmark: _Toc57976409]Conclusion
The study described key knowledge, behavior and skills needed for an HR professional in Tesco. Managing human resources is essential if an organization is to open up all successful locks. Human resource management is an effective method that integrates individual development and team development into the success of the organization. Communication skills have been shown to be important for all HR people.
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