                   REPORT:  Recruitment and Selection During  
                               OrganisationalTransformation
                                  A Case Study of Tesco UK
                           Student Name: Larisa-ana Dinu
                                    Student ID: 2331388
                                 Module Code: LCLM5002
        Module Title: Developing and Managing Individuals and Teams




1. Introduction: 

Organisational change is now a normal and necessary part of business life, especially in fast-moving sectors like retail. When companies make major changes – such as introducing new technology, updating their whole business model, or shifting how they serve customers – their success depends almost entirely on having the right people in the right roles. Even the best plans and latest tools will fail if the workforce does not have the skills, confidence or willingness to use them well.

This report focuses on recruitment and selection during organisational transformation, using Tesco UK as a real and relevant case study. Tesco is the largest retailer in the United Kingdom, with more than 3,300 stores across the country and around 330,000 employees. In recent years it has been running a major modernisation programme called Project Future Ready, which aims to update how the company works, expand online shopping and delivery services, and roll out new digital tools and systems in stores and offices. This big shift means Tesco now needs different skills, new roles, and people who can adapt to change more than ever before.

The purpose of this report is to explain how good recruitment and selection can support this transformation work. It will walk step-by-step through the full hiring process, from understanding what a job needs through to choosing the best interview methods. It will compare different interview styles, look at the difference between face-to-face and online interviews, and check how fairness and legal rules apply at every stage. Finally, it will give practical recommendations for Tesco, and sum up the most important points. All discussion uses simple, clear language and follows professional HR standards.

2. The Recruitment and Selection Process

2.1 Job Analysis

Job analysis is always the very first and most important step in any recruitment. It means looking closely and carefully at exactly what a role involves: listing all the daily tasks, main responsibilities, working conditions, and the skills, knowledge or personal qualities someone must have to do the job well. For Tesco’s new roles created by Project Future Ready – such as Change Manager, Digital Specialist, Operations Manager and Data Analyst – this step is extra important. It stops managers guessing what is needed, or asking for skills that are not actually required.

Job analysis must also follow strict legal rules, most importantly the Equality Act 2010. This means no requirements should discriminate against anyone because of age, gender, race, disability, religion or any other protected characteristic. For example, asking for “someone who has just finished university” could unfairly stop older candidates from applying, so such phrases should never be used. When done properly, job analysis builds a fair, solid foundation for every part of the hiring process that comes after it (ACAS, 2025).

2.2 Job Description

Once job analysis is finished, the first official document created is the job description. This sets out clearly and simply what the job is, so both candidates and staff inside Tesco understand exactly what it involves. It includes the official job title, a full list of main duties, who the role reports to, where it is based, hours of work, and any key benefits. It should also explain how this role links to Project Future Ready and what difference the person will make to the wider business.

A good job description stops confusion later, sets clear expectations, and helps candidates decide whether the role is right for them. It also protects Tesco legally if there are disagreements later about what the job should cover.

2.3 Person Specification

While the job description says what the job is, the person specification explains what sort of person is needed to do it well. It splits requirements into two clear groups:

• Essential: Things the candidate must already have to do the job properly. For these new roles at Tesco, this includes adaptability, good communication, problem-solving ability, and willingness to learn new skills.

• Desirable: Things that would be helpful but are not strictly necessary, such as previous retail experience, knowledge of similar digital tools, or experience working on change projects.

This split is very important: it means good candidates are not rejected just because they lack something that can be taught later. It keeps the process fair and focused on what really matters (CIPD, 2025).

2.4 Finding Candidates

When the role details are ready, Tesco can look for suitable applicants in two main ways:

• Internal recruitment: This means advertising the role to existing staff first. This is good because people already know how Tesco works, it gives career chances to current employees, and keeps motivation high.

• External recruitment: This means looking outside the company, using the Tesco careers website, general job boards, specialist sites for technical roles, universities, or industry events. This brings new skills and fresh ideas into the business.

All adverts should use simple, plain language, avoid jargon, and be written to welcome people from all backgrounds. They should also mention if flexible working is possible, to encourage applications from people with caring duties or disabilities.

3. Types of Interviews and Comparison

Interviews are the most common way to choose between candidates, and picking the right style helps find people who fit both the role and Tesco’s new way of working. There are three main interview types, each best suited to different jobs.

3.1 Behavioural Interview

This method asks candidates about their real past experience. The main idea is: how someone acted before is the best sign of how they will act in future work. Instead of asking what they think they would do, interviewers ask for actual examples from their old jobs or life.

This works best for leadership roles like Change Manager or Operations Manager, because these jobs need people who can show they have handled responsibility, teams or difficult situations before. Example questions include: “Tell me about a time you led your team through a big change,” or “Describe a difficult problem you solved and what you learned from it.”

The main strength is that it asks for real proof, not just perfect-sounding answers. It works less well for brand new technical roles, where candidates may not have done exactly the same work before (CIPD, 2024).

3.2 Situational Interview

This style asks: “What would you do if…?” It describes a realistic problem that might happen in the job, and asks how the candidate would deal with it. It tests how people think, plan, and react to new or unexpected situations.

This is ideal for Digital Specialist or Data Analyst roles, where people often face new issues that have not happened before. Example questions include: “A new system launch is running late and costs are rising – what would you do first?” or “Some staff do not want to use new technology – how would you help them?”

It shows creativity and common sense, though some candidates may give answers they think sound right, rather than what they would actually do.

3.3 Competency-Based Interview

This focuses directly on the key skills and behaviours needed for the role. Every single candidate gets exactly the same questions, and answers are marked against clear, pre-set rules. It is the most consistent and fair method, and works well for all types of roles.

Example questions include: “Give an example of when you had to learn something complicated very quickly,” or “How do you make sure your work is accurate when dealing with lots of information?”

This reduces personal bias, makes decisions easy to explain, and meets legal requirements well. It does take time to prepare questions and marking sheets properly at the start (Robertson and Smith, 2021).

3.4 Why These Approaches Work Best

• Behavioural interviews show real ability, perfect for leaders

• Situational interviews test thinking and planning, perfect for technical roles

• Competency-based interviews keep things the same for everyone – fair and reliable
(Source: ACAS, 2025)

3.5 Face-to-Face vs Online Interviews

Tesco also chooses between two ways of running interviews, each with clear pros and cons:
Face-to-face interviews:
✅ You can see body language, tone and personality clearly
✅ Builds better trust and connection
✅ Best for managers and senior roles
❌ Costs more money and takes longer
❌ Harder for people who live far away or have caring duties

Online interviews:
✅ Much faster and cheaper to organise
✅ Easy to reach candidates anywhere in the UK
✅ More comfortable for some people; works well for digital roles
❌ Harder to read body language or build a relationship
❌ Can be disrupted by bad internet or technical problems

Most important rule: No matter which format is used, every candidate must be asked the same questions and judged by the same standards (CIPD, 2025).

4. Recommendations for Tesco

Based on all this analysis, there are six practical steps Tesco should take to make recruitment stronger during Project Future Ready:

1. Always follow the full process – do not skip job analysis or documentation even when roles are needed quickly, as this leads to mistakes later.

2. Match the interview type to the role: use behavioural questions for leaders, situational for technical jobs, and competency questions for fairness across all candidates.

3. Offer a choice between online and face-to-face interviews where possible, to remove barriers for good candidates.

4. Train all interviewers on how to spot and avoid unconscious bias, and give them clear marking sheets to use.

5. Make sure all adverts and requirements meet Equality Act 2010 standards, to attract the widest and most diverse pool of people.

6. Give new joiners clear information and training about Project Future Ready as soon as they start, so they understand the bigger picture straight away.

5. Conclusion

Good recruitment and selection is not just paperwork – it is one of the most important parts of making big change work. For Tesco’s Project Future Ready, success depends on finding people who not only have the right skills, but are also ready to adapt and help the business move forward.

By following clear steps from job analysis to final interview, using the right mix of question styles, treating every candidate fairly, and learning from what works well, Tesco can build a strong workforce ready for the future. Legal rules, consistency and respect for all applicants must always come first. When hiring is done well, it speeds up change, improves results, and makes sure the company has the people it needs to succeed in the long term.


  Good recruitment and selection is not just paperwork – it is one of the most important parts of making big change work. For Tesco’s Project Future Ready, success depends on finding people who not only have the right technical skills, but are also ready to adapt, learn new ways of working, and help the business move forward.

Following a clear, step-by-step process – from detailed job analysis through to fair and consistent interviews – removes guesswork, reduces unfair bias, and ensures every hiring decision is based on what the role actually needs. By choosing the right mix of interview styles, and giving candidates a choice between online and face-to-face formats, Tesco can reach the widest possible range of people while keeping standards high. This approach also supports legal duties under the Equality Act 2010, helping the company build a workforce that truly reflects the diverse communities it serves.

Getting recruitment right also brings long-term benefits beyond this single transformation project. When people are matched well to their roles, they stay longer, perform better, and bring fresh ideas that help the whole business grow. It builds stronger teams, improves customer service, and protects Tesco’s reputation as a fair and responsible employer. On the other hand, cutting corners or rushing hiring creates problems that can take months or years to fix, slowing down progress and wasting resources.

In short, recruitment is the foundation of successful change. By treating it as a priority rather than an administrative task, Tesco can build the skilled, flexible and inclusive workforce it needs to succeed both now and in the future. Consistency, fairness and respect for every applicant must always be at the centre of this work.
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