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[bookmark: _Toc80825576]Task 1: Briefing statement
Introduction
The responsibilities inferred on an HR professional are a solemn onus for it is essentially linked with the organisational strategies, operations, administration and countless other activities. Any methods, theories, plans and frameworks that can have a direct impact on the organisations performance, employee benefits and sustained competitive advantage automatically falls under the category of HR professional area of interests.
What it means to perform as an HR professional
The performance of an HR professional is multifaceted. The HR officials are responsible for the recruitment, selection, employee T&D, payroll handling, direct and indirect administrative duties of the organisation. Moreover the organisation also needs to highlight the strategic requirements of the organisation by actively pointing out the gaps in terms of process and systems administration. This is also to be noted that human resource professionals also play a vital role in supplementing the operational leadership and managerial responsibilities in an organisation (Muller, 2019).
However in recent times with the emergence of globalised businesses the definition of HR professionals is much more universal. There are several sources which comment upon the core responsibilities of an HR professional. Some of these sources also provide stipulating guidelines in order to standardise International HRM practices. The CIPD professional map is one such tool that has been used by multiple HR professionals in order to strengthen their career growth and professional performance.
Getting appropriate professional and academic experience from esteemed international institutes like the Chartered Institute of Personnel Development (CIPD) is the way to go if the individual is interested in consolidating their HR career in the future. (Greasley and Thomas, 2020)
Functions of the role
The function is restricted to the very boundary of the organisation in which the HR professional needs to function. Evidently the managers as well as the assistant HR employees have a strong contribution towards organisational change management. Their best practices are those which will directly benefit the strategic and corporate objectives of the company. Moreover they have the responsibility to fulfill both hard and soft HR skills necessary to maintain employee engagement and performance maximization. Depending upon the organisational culture the function of HR officials and professionals can definitely change and adapt.
Evaluating the above considerations through CIPD map
The purpose of HR professionals in a competitive and growth oriented business environment is only defined by the strength of the organisational structure. For example, the CIPD professional map is a valuable tool for most public and private sector organisations in both the USA and Europe. This level of adaptability is facilitated with a simple but effective approach towards principle evidence and outcome driven HR priorities. The knowledge, behaviour and priorities of the age of professionals are a matter of national and international importance. In most of the cases the responsibility of maintaining the compliance towards CIPD professional map falls upon the immediate HR management and their strong relation with the leadership (Greasley and Thomas, 2020).
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The following assessment will focus on the opportunities and challenges in terms of HR functional drivers within the particular business context of Tesco UK. The following sections will critically analyse the importance of HR professional guidelines and responsibilities two functionally counter the prospects of change management and organisational growth in various industrial contexts. Moreover, the following report will also provide academic analysis for the theories and models that can explain the priorities of the HR department in this specific company under certain external situations.
[bookmark: _Toc80825579]2.0 Discussion
[bookmark: _Toc80825580]2.1 Explaining the organisational objectives through resourcing activities that the HR function delivers
When it comes to research in organisational objectives the HR department of Tesco has been executing several responsibilities for the past decade or so. Researchers like--has suggested that the administration has limited responsibilities when it comes to HR responsibilities and objectives in Tesco. There are additional responsibilities such as formulating the recruitment program, setting up priorities, taking interviews and thousands of applications, and lastly the prospect of workplace management. The contribution from the leadership in the management is primarily restricted to fund allocation and performance appraisal for the HR department. However the HR operations for Tesco excel in certain aspects such as the strategic analysis of the immediate organisational objectives. For example, the instance of Covid-19 pandemic and Tesco can be evaluated. The company had to to hire additional 30,000 employees from the UK in order to successfully complete the sanitation and cleaning duties which were outside the labour responsibilities of the existing cleaning and maintenance employees. The HR core had to come up with recruitment and selection strategies which directly addressed the immediate needs of the company while at the same time operating with a strict budget and deadline. The instance of the covid-19 is one of the rarest situations where the decision making process is laid out with the priority of time efficiency (Roscoe et al. 2019).
Tesco organisational objectives
Business objectives
· Decreasing employee turnover rate
Corporate objectives
· Increasing the number of employees keeping with the growing customer demand
Operational objectives
· Bring balance and effectiveness in intra organisational HRM practices (Chams and García-Blandón, 2019)
From a historical point of view the human resource initiatives in Tesco have always focused on work simplification and informality. The employees are always trained and educated on the importance of organisational culture before their tenure in Tesco even begins. Evidently the company is running the biggest supermarket chain in all of the UK with close to 260000 employees simultaneously. Employee training and development is one of the most important aspects of Tesco. The company has active policies that insurance full compliance from the employees in relation to their immediate responsibilities and employment. every single HR policy and regulations are manufactured to meet the purpose and value set by Tesco leadership in the UK. However, in some instances the company has also put greater emphasis on the frontline employees who have the responsibility to engage with the customers and deliver a huge impact on their purchase experience.
The company unlike ok any other supermarket retail chains in the UK follows a bundled HR policies for better integration in both the horizontal and vertical fit. In other words the company has different sets of Human resource management policies and regulations for different departments and officials. Historically these decisions have led Tesco to lead a fulfilling and engaging relation with their immediate employees and the role of the HR department is most vital in this regard. The organisational culture of Tesco as well as the priorities of its HR departments is directly related to the accountability and responsibility of its fellow employees under all circumstances. The company has implemented several unique and unorthodox methods to solve problems from its root. The use of plan to do review, 360 degree appraisal and statistical analysis of employee performance are much more apparent in Tesco. All of these initiatives provide both the employees and the management with greater flexibility and importance of executing their professional responsibilities. The company also has a strategic obligation to standardise its services and retail experience all over the UK. Despite these priorities the company has not adopted best practices for its HR departments. This can be seen as either a strength or a weakness depending on the need of the external business environment. (Yon et al. 2020)
Given the fact the company has changed significantly in the past decade due to extreme international competition and increment of customers from all over the UK, the HR practices of Tesco especially those related to planning, recruitment and selection has also increased. There have been changes and modifications in terms of organisational HR priorities of Tesco in recent times. Some of these changes are due to government mandates like London minimum wage and sometimes for strategic purposes (Pellegrini et al., 2018). For example, the recruitment and selection process is directly related to the immediate strategic priority of the company. Like in 2015-2016 financial years the company targeted to include crude products like locally grown vegetables, foods and confencinaries in order to strengthen their local product chain. In order to execute the process the company hired mostly new staff members who will manage the fresh retail product counters. This however has been one of those situations where the HR team had to come up with  inclusion and exclusion criteria in order to justify the selection process from its core. The results followed the same pay and reward HR bundle that is used in the majority of the retail sector organisations. (Tesco, 2018)
Currently the company and its HR department has been able to change the priorities of the HR bundle process in order to further comply with the employee T&D initiatives. The vacancies and positions are always offered to existing employees in order to save the recruitment and selection time and rather focus directly on the aspects of employee valuation and development. This has been one of the core changes that has influenced the decision making process for Tesco in the UK.
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The merits of the HR process of Tesco
The management of Tesco is very much calculated of the different skills and behaviour required from the employees. This has worked in the benefit of the company because it could contribute towards human resource planning in all the organisational levels (Macke and Genari, 2019). For example there are six primary working levels within Tesco. The differentiation of six of these levels requires different levels of skills and behaviour which the human resource management department seeks in new recruits.
The recruitment process usually involves setting appropriate standards for the applications so that they can easily apply for the vacant designations. Tesco implements both traditional and new models of recruitment. The human resources department is usually first in formulating a talent plan. The advertisement initiatives of Tesco usually follow this talent plan for setting up expectations and responsibilities for the applicant.
The rest of the selection process usually follows a successful screening of the applicant, candidate invitation for person to person interview, candidates from successful interview process is forwarded towards assessment centre, the successful candidates are then invited to attend the second interview and lastly upon the completion of this stage the candidate is provided with an offering letter and a contract. This has been the traditional model of recruitment and selection process in Tesco with minute changes to make it up to date and relevant. (Tesco, 2018) 
The demerits of HR processes of Tesco
The lack of a best practices HR strategy proves to be a problem for Tesco. For example the company follows bundle HR policies for different departments and operational activities. Although on one hand this offers the organisation and its employees a level of freedom to better suit the needs of the organisation. However in terms of the bigger picture the organisation does lack a clear voice in terms of its human resource priorities. The company e mostly depends on the immediate responsibilities of their managers and their professional experience in order to solve the managerial issues such as employee dispute and grievances. This has led to several cases where the employees are dissatisfied with the decision making process in the organisation because it lacks a sense of stability and standardization overall. Moreover this bundled approach also invokes a sense of differentiation between importance and priority between departments. the age of policies from one department might prove to be lucrative for the other department and vice versa. The emergence of covid-19 pandemic has revealed several of these loopholes in the HR initiatives of Tesco. (Tesco, 2018)
[bookmark: _Toc80825582]3.0 Conclusion
In conclusion it can be stipulated that the HR initiatives in the company of Tesco has undergone several changes in the last decade. however the basic recruitment selection and employment process has remained similar overall. This has also provided the company with various opportunities to improve their organisational structure and strategies by keeping with their immediate human resources competences. A simple suggestion of implementing a mix between the bundle HR process and the best practices can be suggested in order to further standardise the HR quality in organisation.
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