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[bookmark: _Toc80553286]Introduction
The Human Resource Department of every business sector plays the strategic role in organizing and motivating the workforce Improvement of the work life balance. It is the duty of the HR managers to motivate the employees for the improvement of individual performance. The major function of a human resource manager is to recruit people on the basis of job requirements and provide adequate training for further development. This report will consist of the overall activities and functions of an HR professional according to the CIPD profession map. A further discussion will also be made on the HR activities regarding planning recruitment and selection for the fulfillment of organizational objectives. 
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[bookmark: _Toc80553288]The most important purpose for HR managers is to provide a better working environment to the Employees and motivate them to achieve organizational goals. 
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Figure 1: CIPD professional Map
(Source: Peopleprofession.cipd.org, 2021)
CIPD is a professional benchmark for HR people. it is formulated to provide guidance and direction to the HR personnel to perform their duties with confidence. This map is a guideline to provide clarity and transparency regarding expert knowledge and skills that area managers have to perform in their roles. CIPD is formulated to build professional creditability and help the HR managers to understand the impact of their role on the business activities and employees (Mahadevan and Schmitz, 2020). It is also the responsibility of the HR professional to make good relations with the workforce and understand their personal need for career development. Disable all elements of this professional map is discussed below.
	Purpose
	The main purpose of HR professionals is to create opportunities for job applicants and improve the current working environment to deliver the best organizational outcomes. 

	Evidence-based
	It is important for HR managers to understand the psychological behavior of the employees and based on that the decisions must be made. For this professional person, it is also important to conduct an Independence survey and change the benchmark for a better understanding of the organization. In order to understand the needs and preferences of the workforce, data organization is an important element and function for HR professionals. It helps HR managers to invest more strategically early in the workforce and recognize the employees as human capital in the business organization (Wach et al., 2020). 

	Outcome driven
	An HR manager must always think about quality wellbeing, the productivity of the organization and overall success to the organization as well as the society they belong to. The function of HR professionals also impacts the employees and helps them to improve organizational sustainability and personal employability. 

	Principles-led
	The decision, behaviour and action must be based on the clear principle of the HR profession.
· Workers are part of the community society and also put a positive impact on the whole economy of the country. so the employees of the business organization are the force of achieving organizational as well as countries goals (Hu et al., 2020).
· It is important to provide a safe and inclusive environment to the workforce and recognize the contribution of the workforce in a fairway.

	Core knowledge
	Every teacher professional must focus on the six core areas to create value and positively impact the organizational objectives.
· Culture and behaviour
· The practice of the people
· Business achievement
· Technology and people
· Evidence-based practice
· Change

	Core behaviour
	The core behaviour of HR personnel is listed below.
· Ethical practice
· Professional influence and courage
· Valuing people
· Work inclusively in the organization
· Commercial drive
· Passion for further learning
· Insight focus
· Situational decision making

	Specialist knowledge
	Every HR professional must be able to perform nine specialist disciplines.
· Understanding the employee experience
·  good employee relationship
·  Inclusion and diversity in the organization
· Organizational development
· People Analytics
· Resourcing
·  Reward
· Talent management


Table 1: CIPD professional plan
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Tesco is one of the largest retail organizations in the United Kingdom. Currently, this organization has more than 400000 employees to manage the worldwide business operation of this organization. The function of the HR department is to coordinate the workforce of Tesco and make a strategic operations plan. 
[bookmark: _Toc80553290]Organizational Objectives regarding planning
The function of interpersonal in strategic planning is to make proper recruitment and workforce management plan according to the Mission and vision of the organization. With the help of a strategic plan, this department can set the priorities of the top management and must take the responsibility for the alignment of the employee skill and competencies according to the strategic plan (Mihova and Ivanova, 2020). In the planning process the interpersonal to take full responsibility for connecting People, tools and Ideas together. In order to do so, the HR managers of Tesco need to understand the objectives of the business organization. The major department of Tesco is a partner of strategic planning and for that, it is important to understand the financial indicators. All the HR personnel of this organization have a detailed idea about the product and the completed product in the market. HR Personnel of Tesco performs their role by bringing ideas to promote creativity and innovation for the new product development by hiring employees for the job role. They also have the technical skill and creative knowledge to understand the changes in the organization as well as the business environment (Tran et al., 2020). 
The responsibilities and the function in style of this department are continuously evolving according to the Trends of the business environment. In the previous time, the function of the HR department was regarded as a passive one. However, this has changed a lot. Now the eight and managers also need to understand the market trends and develop new approaches to hire employees for the fulfilment of organizational goals. For example, the traditional HR activities of Tesco have no value-added role and the HR personnel did not take part in the strategic planning process. However, in the current business environment, the role of the HR department is not only confined to hiring people but also taking part in strategic planning to design the workforce management process (Greasley and Thomas, 2020). The HR managers also have to connect the strategic plan with the real business environment and take proper steps to implement those initiatives taken by the business leaders. According to the traditional system of HR activities, the main role of the HR department is to hire people and take responsibility for salary discharge in proper time. From the overall activities of the HR department of Tesco, it has been observed that the HR personnel of this organization make continuous communication with the employees to make strategic alliances and motivate them to reach organizational mission (Lositska and Bieliaieva, 2020). 
[bookmark: _Toc80553291]Organizational Objectives regarding Recruitment	
The business operation of Tesco is expanded in most parts of Europe. In order to manage the whole business operation, the HR department of these organizations has to recruit proper personnel for the fulfilment of the strategic plan. The recruitment of activities of Tesco has changed a lot over the years.  In the traditional way, recruitment is only done by interviewing the selected candidates by written examination. However, in the past 10 years, the whole process of recruitment in Tesco has changed considerably.

Figure 2: Changes in the recruitment process
(Source: Self-created)
· Revolution in distribution channel- Due to substantial change in the communication methods it becomes easy for the interpersonal to communicate with the prospective employees hoping to find the right match as for the job role. However, in a previous way, the information of the interview in this organization was only communicated through newspapers. As there is no availability of the digital media of communication, the news of the recruitment process could not be read to a wider range of prospective employees (Lawler and Boudreau, 2020). 
· Digital job board- In the traditional method of recruiting the HR department of Tesco could not use a digital board for posting the job. However, the availability of various online job portals like LinkedIn Indeed helps the HR personnel to remove the barriers between the employer and the suitable candidate. 
· Hiring global candidates- In the past 10 years, Tesco had expanded business in almost every corner of Europe. In order to properly staff this whole business operation, the HR managers hire local people for the store operations. For the top-level management, this organization hires suitable candidates from all over the world. In the traditional way of recruiting, there was very little scope to hire people for high-level posts from different countries. Now the relaxation in the Visa rules and working permits in the United Kingdom became easy for foreign nationals. In this way, the HR personnel can hire people from different cultural backgrounds to promote inclusivity and diversity in the organizations (Minbaeva, 2020). 
In the modern business environment, the HR department of Tesco has to perform the below-mentioned activities in a proper way. From searching for the appropriate candidates to the final selection, the HR personnel have to guide the job applicants in every stage. 
· Prepping for the ideal candidate in the organization
· Sourcing and attracting proper tale as per the job requirement
· Converting applicants into probable employees
· Selecting and screening of the candidates
· On boarding of the finally selected candidates
[bookmark: _Toc80553292]Organizational Objectives regarding Selection
The selection process of Tesco has completely changed over the last few years. In the previous time, the employees were evaluated based on their academic and professional experience. The innovation and the creative thinking of the employees were analyzed by the teacher personal of this organization. However, the selection process has completely changed in the current business environment. The HR personnel of this organization now value the creativity and out of the box thinking ability of the selected candidates on a priority basis (Liu et al., 2021). It also helps the organization in achieving strategic goals to survive in the competitive business environment. Now the selection process combines written tests, personal interviews, group discussion, characteristic evaluation and communication capability. In this way, the managers understand and predict whether the candidate will be able to fit in the job role and adjust to the organizational structure. 
The flexibility of the employees is also evaluated by examining their behaviour by providing them with an imaginary situation. In the written examination not only the academic knowledge is just but also aptitude test and the reasoning capability of the candidate is also evaluated. In the group discussions of this round, the HR managers also analyse the Communication skills and social knowledge of the candidate. From the perspective of the changing business environment, it has been observed that to function successfully in this organization the most important thing is flexibility (Currie et al., 2020). For that, before hiring the final candidate the HR manager also takes oral confirmation from the employees whether they have agreed to work on different job locations. 
The performance of the selection process also helps the HR personnel to fulfil various organizational objectives. 
· Strategic alignment of mission and vision and core value of Tesco with the selection process.
· Maintaining adequate staffing in the organization
· Proper evaluation of the internal quality and ability of the candidates
· It also ensures effective administration of Tesco
The recruitment and selection process of Tesco is designed based on the AMO theory to shape the engagement of the workforce to add value to the organizational success. From the above analysis, it can be concluded that HR activities are one of the most crucial functions in the internal business process of Tesco to gain a competitive advantage in the market. As human resources are the best and most valuable asset for any organization, proper management of the workforce is necessary to deal with the competitors in the business environment (Milner et al., 2020). 
[bookmark: _Toc80553293]Conclusion
Human resource managers are responsible for the management of the employee life cycle starting from recruitment to the resignation of the employees. Apart from performing planning recruiting and selection activities, the HR department has also the responsibility of performance management, learning and development and succession planning. Modern-day HR activities have evolved a lot more than the traditional system and the most important change in nature activities are the analysis of HR data to understand the demand and preferences of the employees. In this report, a brief analysis has been made on the role of HR personnel as per the CIPD professional map and the performance of HR managers in the planning, recruiting and selection process. 
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