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INTRODUCTION: 
Human resource management has become the most important and influential approach to maintaining employment in various organizations. In different domains, In the UK the business scenarios are evolving from years demanding to create strong employment relationships, in this sense, HRM itself creates a strong contributing factor while developing a relationship with employers and organizations, HRM will be an emerging phenomenon of the current management activities in the employee relationship, The HR department develops an effective strategy to utilize the human power in well-mannered format this will automatically add a huge value for Company. And human resource is one of the important intangible assets for a company, based on its performance the company’s productivity will depend, having an organization like Tesco which is very important of creating strong human working power for company growth. This report shows the effective use of human resource strategy that improves the performance of TESCO which is the leading company in supermarket chain in the United Kingdom, hence it discusses the importance of HRM and strategies and theories applied to TESCO to create a strong value.    
OVERVIEW OF ORGANIZATION:
In the year 1919 Tesco started its first store in street stalls in London (www.tescoplc.com) and becomes the united kingdom’s biggest supermarket chain. Leading multinational retailer, which has more than 345000 employees with a motto of serving healthy and sustainable food with affordability to improve the quality of life and makes an easier way of living. At present the company share piece in UK stock market is around 247 GBP (www.londonstockexchange.com) 2nd September) and has  a sale of 54.8 billion pounds, Tesco has diverse board members with different perspectives insights and responsible for approval of new strategic plans for management and day-to-day operation tasks, the labors migration will considered along with that respecting human rights and recognized the labor right violation in global supply chain and reducing the violation of labor rights inside the organization creating day-to-day basis, for colleagues and technical teams to manage the relationship and ethical support toward their employees at 9 key sourced countries (www.tescoplc.com) 

CHANGE MANAGEMENT: 
Change management is defined as the process of continually renewing an organizational structure and its direction, (Rune Todnem, 2007) to increase the capability o of serving the internal and external need of the company most of the companies follow change management to increase their productivity by adapting new change models in organization and proper utilization of change involves a better growth, change is well related to both operational and strategical level that means if a company want to achieve the future goals the ability of obtaining the future need can be understand by applying change management models, the responsibility for change management will be on the shoulders of the managers of senior levels although it was a change in organization but not so separated from the core organization strategy, in this present globalization and rapid change in technology innovation,  and abundance of workforce availability the change is not easy to attain, because of its unpredictability the change is hard to gain and leads to unprofitable organizational crisis. (Rune Todnem, 2007)
In every organization the importance of change management is rapidly increasing, along with that, competition in market also increased day-by day, it became very hard to survive if the organization change is weak, researchers say that the success rate of organization change management is very low, (Rune Todnem, 2007)  and reports shows that the failure ratio is around 70 percentage, it shows that there is a lack of planning and fundamental framework, not having an clear idea about creating right plan to implement, it is very difficult to identify the framework of change management what is lacking, To find out this there is two method of agreements, in the first proposal says the change could not be attained immediately, the pace of change in current environment were not in good swing and secondly it creates a huge impact and trigged by both internal and external factors like forms size, number of employees, and other factors, (Rune Todnem, 2007) there are some theories and approaches  suggested, to attain change management in Tesco the HR practices should suggest new policies along with re-examine the old and new changes thoroughly to attain more benefits  For example if  Tesco wants to implement a new change in organization like introducing more technology with in the industry, increasing working hours, and inserting new cultural rules, these are the new changes to be implement inside the organization, the HR team will adopt some effective change management theories and models with in Tesco. 
PROSCI ADKAR MODEL:
This model is developed by  prosci  1998 after working on more than 30 organizations and studying the change patterns from more than 700 organizations this model is preferred and adopted by thousands of change leaders, (Angtyan, 2019)  ADKAR model of change management is effective for organizations this model has five important steps with sequential order that means one step should be completed fully to reach the other step, there are the five essential steps to be considered while implementing a new change in the organization or upgrading the new policies inside the organization to get better business results. (Angtyan, 2019)
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                      Source (https://www.changepartners.lv/)
The series of steps in the ADKAR model is 
· AWARENESS
· DESIRE
· KNOWLEDGE
· ABILITY
· [bookmark: _GoBack]REINFORCEMENT
AWARENESS:
This is the first phase in creating strong organizational change management and understanding why the change is necessary for the organization, this is the first and foremost step to be considered (Angtyan 2019), a strong reason and the thought of understanding why the change is required for organization, the staff should get a clear view of getting an idea about the importance of change,  sometimes the change is internal or external part of organization 
DESIRE: 
This is the second step where the application of how to make a change in the organization, it is one of the crucial steps in implementing a change, at this step the organization has to interact and give more support to their employees like high motivating to new staff and reducing the fear of unknown feeling between staff In a new workplace,(Karambelkar, 2017)  the HR managers in Tesco should implement this stage very strategically involvement of employees in social events and giving access to various resources in organization, during this design phase managers should play a key-role in desire phase.
KNOWLEDGE:
This is a stage where all the employees should build their confidence where transferring of knowledge about new technologies implementation within the organization, this is the third build block in ADKAR model  this purely focus on providing knowledge to the employees about the change achieved by training sessions, for example in Tesco a new technology was introduced for customers to check out of bills easily,  before the customers the company employees need to know more about the current technology here HR managers should take necessary precautions 

ABILITY:
This is capacity building phase (Karambelkar, 2017) where the new employees should take care of responsibility about the new change adapted in organization, this stage the employers play a major role, the result of required change can be examined by HR managers by observing the actual performance of the individual and response of individuals to the particular change 
REINFORCEMENT:
This is the final stage in the model is a main component where the recognition for efforts could be laid off here, the art of appreciation takes place here In this stage it gives a strong recognition about his/her accountability towards the job, the positive feedbacks for each individuals and the outcomes to be measured here in this stage anyways at the last there are some factors that influence the reinforcement is,  associating the reinforcement with achievements , the low involvement of negative results, stick to accountability to reinforcement the change 
	ADKAR STAGES
	Organization change 
Management related to Tesco
	Project stage
	Major activities to change 

	 1
	Awareness 
	1st stage
	Create interactions and communications 

	2
	Desire
	2nd stage 
	Resistance/coaching, , guidance about new changes 

	3
	Knowledge 
	5th stage 
	Mentorship, knowledge transferring (KT)

	4
	Ability
	4th stage
	Examine and adaptation of new change 

	5  
	Reinforcement 
	5th stage 
	Recognition, rewards 




Relevance and application in HR practice policy:
The ADKAR change management model is one of the most important model and effective models to implement in Tesco to introduce a new change in the organization,  Tesco one of the largest supermarkets has day by day increment in profit margins with 58.2 billion (tescopl.com , 2022)  which means the requirement of human power is quite more in organization. Due to the pandemic the change in the organization increased rapidly, employees looking for job satisfaction and freedom of working so this is great challenge for a huge company like Tesco in change management because of higher employee rate. The change management can be adopted by ADKAR model will increase the management policies, and company strategy, to increase more growth rate in terms of profit, introducing technology inside the organization will help them to grab more shares in the UK supermarket.  
Some of the change management recommendations:
Business change: increase the scope of future business and projects, it includes knowing the opportunities and current trends 
Individual change: we all know that the major issue faced by UK is recession and unemployment, Tesco had a chance of investing to recruit the right talented individuals 
Technological change: Creating an online shopping groceries experience leads to a decrease in competition 






HR effectiveness Measurement:
HR effectiveness measurement refers to, how well HR department actions and activities are important to an organization, the HR team has more involvement In the shaping of an organization by taking typical business decisions, (Gehrat B, 2017) the reason to conduct the HR measurement index is, to use of resources effectively Workforce and budget planning,  understand more importance of HR,  there are some metrics to be adopted,  based upon those metrics the effectiveness to be known, and finally, as a Tesco HR manager the organizational performance in Tesco can be known in proper ways by doing balance score card system and benchmarking and HR matrix are the various strategies to be applied for Tesco to know the effective results of HR strategy   
Effectiveness of HR metrics using scorecard:
Now-a-days organizations use metrics and analytics to measure the effectiveness of organizational performances to address complex and critical business problems and HR practices, there are different levels of effective measures.  In the first level identifies the business strategies and HR programs, and the second identifies the highly talented individuals. (Edward E lawyer 2007)
 There are different models to measure the KPIs in the organization, scorecard is also a metric used for measuring the performances of individual employees as well as investors and customers, to conduct the effectiveness measurement, using scorecard metrics used by most of the firms to assess the overall performance of a business as well as a performance of employees to attain better results, (Ulrich 2007).  generally, this metrics has 3 stages of measurement process which includes productivity of people, and process. And finally, a balanced scorecard is built on logic that it satisfies stakeholders, investors, and employees. (Ulrich 2007)
There are five key elements in HR scorecard metrics, workforce success, Right HR costs, HR alignment, HR practices, and right HR professionals. 


Relevance and significant context of Tesco:
The metrics of the scorecard is relevant to Tesco because the organization has a significant mission to achieve its goals, scorecard metric of analysis will help the HR managers to Implement the new HR policies and practices inside the organization based on the accountability of employees, (Ulrich 2007).  on the basis of scorecard results of various practices inside the organization, if the scorecard values are high then it gives a clear view to increasing the present HR practice and policies what they have been adapted, and if the low score says the policy and the practice started in the organization doesn’t have a much-desired output, (Ulrich 2007). In the same way, it applies to Tesco also, the HR managers should analyze the score for certain practices whether to implement or not in the organization, mainly managers focus on high  score practices output.














LEADERSHIP DEVELOPMENT:
Leadership is conceptually defined as an individual skill, there is an example in transformational leadership theory,that says a good leader’s behavior is related to his charisma, intellectual potential, and individuality. (Bass, 1985) In building a strong leadership quality one must reinvent themselves. Leadership transforms the vision of an organization into reality, 
The contribution to the well-being of the organization., There are some competencies to have are, leadership abilities, visioning, team building, resolution of conflicts, and leader must know how to relate to others coordinate them, guide them, recognize their efforts, and develop social networks finally good leadership development requires a continual transformation along with organizations, if a person needs to be a leader he must possess a good action rather than his attributes, mostly followers observe actions in the leader. 
There are a total of seven theories of leadership, Transactional theory, transformational, style and behavior theory, trait theory, contingency theory, a great man theory, 

Transactional leadership theory:
This theory was adopted in the year early 1980 this theory is mostly related between leader and follower, this theory is based upon reciprocity, where leaders not only influence followers but they are under their influence as well, (khan et., 2016)  transactional leadership is a contingent-reward leadership, mostly the activeness is in a positive way between the leader and follower, here the followers are getting rewarded to accomplished their given objective, like increase in merit or rank, bonus for work achievement, the positive support exchange for his good work and increase in pay.
Transactional Leadership style:
This style consists of three components based on this the style is dependent those are, contingent reward, active and passive management exceptions, a leader must follow the contingent reward to explain the expectations on performance and the same way appreciation to followers for their good performance, in this style leaders strongly believe in contractual agreements, and use a high range of rewards for their followers, this will automatically create a strong job satisfaction to the employees.
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Contingent reward: this theory mostly focus on achieving results, focusing on individual talents for the follower exceptional work the leader gives good tangible rewards to followers, and leaders should build strong emotional appeal values and belief systems and mostly comply by appealing to the need of the individual (Bass and Avolio 2004). Leaders set mutual goals and provide abundant resources to get the desired results from followers, they use goals like specific, measurable, attainable, realistic, and timely, called SMART goals for their subordinates. 
Active Management By Exception: management by exception (active) here the leaders closely monitor the performance of followers, (Bass and Avolio 2004) in this a plan of correction takes place for every individual if anything mistakes happen action could be taken and made them corrective by taking preventive measures.
Passive managers of exception: this is a passive stage for leaders when their involvement is, time-based or situational-based. Transactional leaders intervene when the performance of the work of a follower is not as per the desired expectations, and leaders may take severe action or punishment for their poor performance.


Qualities of Transactional leadership:
The leaders use mostly rewards and punishments for their followers, they are high motivators and take minimal action for their followers (James A., 2013). They accept goals and respect the company culture, had a clear vision and mission of their company, and they mostly directive or action takers. They are willing to work within the system, and they bring about discussion on how to achieve company goals on time, they are mostly passive in nature. 
Application relevant to HR strategy within Tesco:
We all know Tesco requires the largest Human resource for organizational operations, this theory is well related to this Tesco, the organizational performance can be achieved better, and it helps to create a unique relationship which motivates the staff to achieve better outputs, this transaction leadership is effective while coming to increasing company productivity and reducing cost (George kay, 2020).  And this leadership style has focused more on short -terms goals quickly and reduces the burden on employees, and increases more focus on the company vision and missions. Based on transactional style the managers of Tesco should motivate their employees by giving a complimentary reward upon successful completion of a goal, on the other side due if they fail to reach the expected results, the punishments like a demerit, or decreasing ranks. Along with that increasing engagement with the staff of Tesco, and giving constant motivation and increased performance of the staff adds more value to the organization.







 Conclusion:
The proper Utilization of human power in the industry and adding these above 3 strategies can improve the organization’s performance, here the change management, HR effectiveness, and transactional leadership style can be analyzed clearly, so the management of Tesco can try to implement this type of HR practices to create a strong organizational benefit. In this current modern era, every organization is changing and adapting new techniques in business so for the Tesco, ADKAR change management will add more value to this strong competitive world, and while implementing change models for future growth. The HR effectiveness measurement will be added to know more about the KPI of employees, this effectiveness measurement is more useful to Tesco, to increase their company productivity.
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