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[bookmark: _heading=h.gjdgxs]Introduction 
The human resource department helps the organization to achieve its objectives and facilitates the professional growth of the employees. This management field is gaining more and more popularity every day. The aim of this report is to discuss three different human resource strategies for a famous UK-based company, Tesco. The HR strategy of Tesco consists of three major elements- managing employee performance, giving them proper training and work simplification. Hence, analyzing the different HR strategies will assist to know more about the HR department working in the company. Besides, different managing factors and the business strategies of Tesco will also be discussed.
[bookmark: _heading=h.30j0zll] Company overview
The UK based company Tesco has one of the greatest retail chains in the world. There are almost 2300 Tesco stores across the UK. A Jewish migrant from Poland, Jack Cohen first set up the company in the East End Market of england. Sainsbury’s, the largest supermarket of the UK, was overtaken by Tesco in the year 1995 (Moura, 2021). Tesco was voted as the most admired company of the UK in the year 2003 and Sir Terry Leahy, the chief executive of the company, was nominated as the most admired leader of management. In the recent financial year of 2021-2022, the amount of Tesco’s annual revenue was 56 billion british pounds in the UK. there is a significant increase of  almost three billion pounds that the previous years.
[bookmark: _heading=h.1fob9te]Three specific areas have been selected in the development of human resource strategies 
[bookmark: _heading=h.3znysh7]Change management 
The UK faced a recession between 2008-2009 and Brexit caused so many uncertainties for different UK based organizations. The global financial crisis forced the organizations to eliminate some of their employees. So, it was important for the institutions to adopt a change model in human resource management. According to the ADKAR change management model, developed by Jeff Hiatt, every organisation should follow five principles that include Awareness, Desire, Knowledge, Ability and Reinforcement (Goyal and Patwardhan, 2018). This out-of the box approach is significant for any organizational change. By using this management model, Tesco can change the role of individuals and increase customer support by removing the barrier points. 

[bookmark: _heading=h.2et92p0]HR effectiveness measurement
Brexit provided implications to the HR managers to practise employee resourcing. The survey to measure the effectiveness  of the HR is very important to know the dissatisfaction level of the companies. The process can be done by collecting feedback from employees during meetings or interviews. To ensure that, twelve HR-related metrics are used that capture the general effectiveness of the managers. With the application of these metrics, the famous brand Tesco can grow an effective HR team inside the company (Shakil, Hassan and Qureshi, 2019). Analysing the performance level of the HRs, the company can engage more happy employees and a more defined system inside the work environment.

[bookmark: _heading=h.tyjcwt]Leadership development
Leadership is a crucial and fundamental part of management style. This management style can help the leaders to carry out their performances effectively. Good leadership skills can help the employees to improve their decision making and project management skills, innovation skills and network building abilities. The pandemic of Covid19 forced the organizations to be future ready by giving deeper insights in making leadership development programmes (LDP). The programmes help the HR leaders to be upgraded and become trained organizational leaders (Tingle, Corrales and Peters 2019). Using such leadership development programmes, the HR managers inside Tesco can be admired and they can serve as great motivators to the employees. 

[bookmark: _heading=h.3dy6vkm]Change management model application in order to create valuable and appreciated team working environment  
'Change' is a very vital aspect of the growth of any business or corporate house. But it is unavoidable and difficult to do. Kurt Lewin was the proponent of the Change management model, where different steps are discussed to navigate difficult transitions and guide the organisation towards the acceptance and adopt the new process. This model consists of 10 different change models (Talerico, 2021). These change models will apply in the different managerial systems to adopt change and increase the Return on Investment. Change models are a combination of theories, concepts and methodologies to provide an in-depth approach to organisational change.  This model aims to provide proper guidance to make changes, navigation of the transforming process, and ensure changes are accepted and putting it into a habit (Le Nguyen, 2020). Lewin's change model consists of three steps which are Unfreeze, change, and refreeze. The McKinsey 7-S model consists of seven steps. Which are strategy, structure, systems, shared values, style, staff, and skills. ADKAR change models consist of Awareness, Desire, knowledge, ability, and reinforcement (John and Chattopadhyay, 2020). Nudge theory consists of defining changes, Considering the employee's point of view, Providing evidence to show the best options, Presenting change as a choice, Listening to employee feedback, Limit options, and Solidifying change with short-term wins. Another model is the Kübler-Ross Change Curve, in which the steps are denial,  anger, bargaining, depression, and acceptance. Another four models are there change models, which consist of different models (Shakil, Hassan and Qureshi, 2019).  In this project, the ADKAR change model is used. 
ADKAR change management model
Compare with models and organisation
In 1988, Prosci developed the ADKAR change management model. It aims to focus on specific business results which come after the implementation of change in the organisation. This model allows an organisation to upgrade its current strategy.  The Tesco Management system can use this strategy for the growth of their business. 
Awareness- Before changing anything, the HR management of Tesco, needs to understand why change is needed. Because change will happen in both areas such as internal and external and HR needs to understand how this change will be beneficial for the organisation (Rodriguez Vazquez, 2020). In this stage, an organisation needs to do proper planning. 
Desire- How the change will happen, how the changes will be implemented in the organisation Management of Tesco needs to understand and generate proper steps to follow. Employee engagement is very much needed for the changes in the organisation. Because they need to be familiar with changes.  
Knowledge- in this step every one of the companies needs to understand the news policy, strategy, or the new changes of the Tesco management. So all levels of employees can connect and if they need any skill development or any other thing it needs to be clear in this step. 
Ability- Tesco HR management needs to be prepared at this stage because it is the time to execute changes. After the changes performance of the staff needs to be demonstrated, to watch whether changes add value to the organisation or not. 
Reinforcement- Tesco management needs to sustain the changes to the growth of the organisation to continue in the long term. 
[image: ]
Figure 1: ADKAR framework of the change management
Source: (Rodriguez Vazquez, 2020)
[bookmark: _heading=h.1t3h5sf]HR effectiveness measurement parameters will be used to create strong team collaborative workplace 
HR effective means, measuring the effectiveness of the HR department on their action and activities for the business growth. The HR team aims to shape all over the business to thrive (Tomar, and Gaur, 2020).  Dynamic performance of the HR management system helps managers and employees to understand the productivity, improvement, performance and growth of the organisation. Some metrics are applied to measure the HR effectiveness, These measurements can apply to Tesco for understanding effectiveness.
eNPS- It stands for Employee Net Promoter Score, It allows the HR management team of Tesco how much employees recommend the organisation to others as a good workplace. They need to ask a question such as How many numbers will you give Tesco for a good place of work? 9-10- happy and motivated employee, 7-8- Employees are happy but not passionate, 0-6- They are dissatisfied. It will give the HR management team a certain idea of how happy employees are and how to change the team's strategies for development. 
Engagement Rate- It helps the Tesco management team track the engagement of the employee and to collect their feedback during stay and exit interviews, after meeting and pulse surveys (Khalaf and Al-Ross, 2018). The survey questionnaire will consist of Have you received sufficient training to perform in this role? Are you happy to work? Would you recommend this company as an employer to others? Do you have a good relationship with colleagues? This is also counted in numbers of 1 to 10. According to analyst Gallup, more engaging employees equals more turnover and growth for the company.  The low Engagement rate of employees indicates poor hiring. If employees do more than they can do for the organisation, do not let them down. 
Employees retention rate- After a certain period employees remain working in the organisation then it will be measured. It indicates stability in the workplace. It helps the HR team to understand their talent acquisition and retention strategy. If the retention rate becomes slow then, disruption and low team morale can happen which will address recruiting issues. 
Training effectiveness- It will help employees to do work effectively. One-to-one discussion and post-training quizzes help to understand the HR team the effective training of the employees. 
Internal Mobility rate- It helps in understanding the percentage of employees who are moving through the organisation by transferring, promotion, or demotion. Higher mobility in the organisation indicates more positions available in the organisation.  It is calculated by the Total number of internal movements / Total number of employees) x 100 = Internal mobility rate.  
Significance of the HR effectiveness measurement parameters in strengthening HR management of Tesco 
The Human Resource Management team is very important for any company. Strengthening human resources can grow and sustainably develop the organisation. Tesco should implement HR effectiveness parameters to measure the efficiency of the Human resource teams' so that the HR can work coordinately with the organisational goals and vision. These measurements help them to understand employees’ commitment for the company. Employees are the assets of the organisation and their loyalty toward the company is utmost important which ultimately lead to the successful vision achievement of Tesco.


Leadership theory was selected for strengthening HR management to create an appreciated & value-oriented workplace in the company
To strengthen leadership management the HR management team needs to follow a participative leadership style.  It will increase the participation of the management team to do work with every department willingly. It helps the management team to understand the needs of the employees, where they are facing problems, how to solve those problems and using the employees' work power to grow the organisation (Ramlall  and Melton, 2019). It will help the organisation to give the subordinate a chance to share ideas while making any decision. How changes work will be understood by the management team. As per the needs, arrange training, and counselling will be provided for the employees. Which can not be possible in other leadership styles. This type of leadership encourages collaboration between the organisation and employees. It opens up the organisation to the employee which will make the decision-making process more transparent. It facilitates the free flow of ideas from both sides. It decreases competition in the organisation, which will help to fight against competitors. It improves the morale of the company and employees. It will help in the retention rate of the organisation. All these above-mentioned things if combined then it will make the organisation more valuable to the employees which will help in the growth of the business. 
Application of participative leadership theory in the management of human resources in Tesco 
Leaders are the most valuable persons for any company because they maintain the teams and then coordinate with each other after that they run the company by increasing productivity. Implementation of the Participative leadership style throughout the human resource management in Tesco will help the organisation by motivating and encouraging the employee (Rosnizam et al., 2020). In the long term, these motivated employees increase the productivity rate and contribute their hard work and knowledge to the growth of Tesco. This style of leadership should be implemented in the Human resource then it will increase the retention rate of employees and decrease the turnover rate of Tesco which ultimately facilitates the high performance outcome among employees.

Present HRM & IHRM theories discussion to implement strong workforce management 
Human Resource Management has mainly four theories, which are Organisational Life Cycle Theory, Strategic Contingency Theory, General Systems Theory, and Transaction Cost Theory. 
Organisational Life Cycle Theory is the first theory which is developed by researchers. As per a living organism's life cycle, at any time of the company they can phase any part of the life cycle for external factors as well as internal factors. Strategic contingency theory has two aspects, Which are Contingency and Strategic. This theory focuses on tasks that need to be solved as a problem. General system theory is widely hushed in Human Resource Management. The goal of these theories is to make the system dynamics constraints, which will apply to the systems at every level of nesting. Transaction cost theory is part of corporate governance and agency theory. When a director asks for the cost which is run by a different person. 
The ultimate goal of an Organisation is to satisfy the needs of the customers and to become the market leader. An effective way to utilise manpower is the most important tool to achieve the target. The International Human Resource Model can play a great role in that. It's a process of hiring, procuring, motivating, providing training and development, and retaining and effectively using people both at corporate offices and at foreign parts or locations.
The four models of IHRM. Theories are a combination of four theories, which are The Embrun, The Harvard, The Guest and The Warwick. As per the fombrun theory, the four functions of human resources are four functions are selection, appraisal, development, and rewards. This will help in the growth of the organisation and contribute to organisational effectiveness. The Harvard model has six critical components. Which are stakeholders, interests, situational factors, Human resource management policy choices, outcomes, long-term consequences, and feedback loop.  The Guest theory In 1997 David Guest developed the Guest model which claims the most superior model. The Warwick model is developed by two researchers. It has five proposition centers: Outer context (macro-environmental forces), Inner context (firm-specific or microenvironmental forces), Business strategy content, HRM context, and HRM content. 


 

[bookmark: _heading=h.4d34og8]Recommendations
The following highlights the recommendations on human resource management based on change management, effective management of HR, and development of leadership. Change in management influence the organization as well as the employees working in it. The management should motivate their employees to bring out their potential which in return benefits the company (Alqatawenah, 2018). The management should perform strategic training based on the individual potentialities to bring effectiveness and efficiency in their jobs and assigned tasks. The practices performed by HR depend on the various other practices performed in the company. The change in the HR conceptual system will bring more clarity to the working of the HR manager (Boon, Den Hartog, and Lepak, 2019). The management should focus on combining both the concepts with the practices in the HR management system to make it more actionable in its form. This will construct better reinforcement in the management system. Leadership in HRM plays a crucial part. They both complement each other in the performance of their employees. The management should develop quality leadership in the organisation to manage the people effectively. Leadership determines the performance of the employees as they are the ones who influence them to work for the set goals of the company (Leroy et al., 2018). Tesco should initiate the following changes in the organisation of change management, integrate the HR management, and also enhance their leadership development programs to motivate their employees to work with more effectiveness and efficiency.
[bookmark: _heading=h.2s8eyo1]Conclusion
The conclusion is drawn from the following assessment keeping the base of the report on human resource management. The assessment highlighted the HR strategies in the management of the organisation. The assessment presents an overview of the UK-based company Tesco. This company deals in the greatest retail chain in the world. The challenges faced by the company in the three specific selected areas of HRM strategies and its development. Those areas are change management in the company, working in HR management, and the development of leadership. These areas should be solved to enhance the performance and growth of the company. The company should use management tools to deal with the challenges in the selected areas. Some recommendations are shown in the recommendations and conclusion section for the development of HRM in the company. Under change management a model described by Jeff Hiatt of five principles. This model is the total of all the factors that should be determined in the management. Engaging happy and motivated employees will provide a better ROI for the company. Using HR metrics, Tesco can develop its brand value and the performance of the company. This will also lead to an effective group of HRs working for the company. Leadership development programs should be initiated to motivate workers and influence them through the leadership of the company. Such programs will become a great motivational stage for the company. By implementing all these strategies, TESCO can grow its retail market more in the world. This will also contribute to the brand value of the company. 
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