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[bookmark: _Toc503006684]Business overview
Tesco is the UKs largest retail chain and has outlets in every postcode of the country with 2,115 stores and 280,000 staff. Internationally, it is the third biggest chain in the world, employing 440,000 people in 4,000 shops across the country. The retail outlets operate in 6 formats, express, extra, metro, superstores, home plus and one shop. There is also tesco.com which facilitate the delivery of products to customers doorsteps www.tescope.com Dec (2017). So it is essential to have an effective HR function not only in the UK but also internationally. The role of HR plays an important part in the  functioning of an organisation, there are many factors that enable HR to deliver effective processes in the function of an organisation. the role of hr within the organisation has increased in importance through their introduction of strategic HR policies, which in turn leads to an increase in the business. Tesco operates in very competitive market and their profits have soared 20% in the last year, taking them to record profits of 2 billion and setting a new milestone for businesses. Strategic HRM has gained both credibility and popularity over the past decade www.tescope.com Dec (2017).
 Strategy is the organisation policy by which it achieves long term benefit irrespective of any changes in its resources or external forces. Smith (2009) suggests that strategic decisions have a number of levels in organisations, corporate level strategy, business level strategy and operational strategy. strategy position is dependent on internal expectation, external environmental and influence of shareholders. The aim of strategy is not only focused on managers but also the responsibility of the whole organisation. This delegate pack will look at the effects of external and internal strategies effecting the organisation, reflect on the forces that shape the HR agenda, look at different factors which may determine the external function of HR, have an understanding of the strategies and practices which shape and develop the organisation and examine HRs contribution to business ethics and accountability.             
[bookmark: _Toc503006685]2.1 Analyse forces shaping the HR agenda
One process which effects the HR agenda is the change management agenda, it helps in the long term sustainability and future of the business. In today’s economy, change is all pervasive in organisations, it happens continuously and often in rapid speed, because change has become an everyday part of the organisation. Employees who resist change may actually cripple an organisation, people do not change overnight they have time to adjust to changes and adapt new behaviour and work related patterns (Buchanan and Badham 1999).
 There are many ways an organisation can change, understanding the nature of change, an organisation can determine an appropriate strategy to go forward. HR professionals play a significant role in the change management agenda and there are a number of recommendations that help with the change process:
· By working behind the scenes to develop a partnership with business and executive leaders and supporting in the change management agenda.
· Use communication as a key to translate the overall vision.
· Ensure to act on measurements and provide effective leadership visibility (CIPD 2017).
Organisational change is happening all the time. There are a number of different forces that drive organisations to develop a changing environment, these may include Updated Technology, Customer pressure, Learning new skills, Government legislation, growth of the business and tougher trading conditions (CIPD Dec 2017). Without change evidence suggests an ineffective change structure may lead to the removal of senior managers, loss of the market position, loss of stakeholder credibility, loss of employees and a reduction in employee engagement (CIPD 2017). The change process is Inevitable for future organisations.
There are many factors which HR professionals follow to determine change, one is the Harvard Framework which was developed by Beer et al (1985), it comprises of six basic components: 
· Situational factors – Such as the workforce aspect and the labour market conditions, these two help shape the environment within which organisations operate.
· Stakeholders interests – Help in the process of compromising with the external and internal stakeholders and unions involved in the organisation.
· HRM policy choices-  Help to influence employees, HR flow, reward system and works system.
· HR outcomes- It is defined with the 4CS Commitment, Competence, Cost effectiveness and Congruence, this incorporates issues related to trust.
· Long Term consequences- This focuses on the wellbeing of employees/employers, organisational effectiveness and societal goals.
· A feedback loop- it is a unilinear set of relationships between the different components(ibid).
Figure 1, The Harvard Framework (www google.co.uk Dec 2017).
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A key feature of the Harvard approach looks at the HRM as an entire system, with a combination of HR practices. Whilst, the approach looks at the role of stakeholder, including the government and community, it essentially assumes a dominant influence in the HR outcomes and long term consequence in the organisation (Marchinton and Wilkinson 2008).
Government legislation.
Other factors which shape HR include government regulations. HR professionals are constantly under pressure to stay within the law, these types of regulations influence every process of the HR department, including training, recruitment, compensation, and termination (ibid). Good employee relations is not achieved through stating what can or cannot be done, it is achieved by a positive interaction with employees and managers, the ability to build trust and confidence within the workforce, combined with the need to promote a certain level of care and to act responsibility throughout the legal process. This is based on two principal sources: legislation that comes from a political decision of governing parties-secondary, a legislation that derives from the Europe, this source is the dominant influence in the legislation process (Gennard and Judge 2005).
Technology.
Technology is another important influence in the external factor which shapes the HR strategy. The impact on technology is considered by the size and structure of an organisation and the application of skills and knowledge in the workplace, it is crucially necessary to understand for the future of the organisation. The ability to develop new technology acts as a deskilling agent and a creator of the unemployed. It is based on telecommunications, computers and lasers and practically useful in the use in call centres and the financial services sector. However there are many criticisms on the use of technology, for instance it has been linked with UKs poor record in skills development and productivity, resulting in the government setting up a performance and innovation unit, to look at the problem and recommend policies to overcome it (Gennard and Judge 2005).                                                 
[bookmark: _Toc503006686]2.2 - 1.1 Assess at least three different tools for analysing the business environment
A pestle analysis is a framework or tool to analyse and monitor macro-environmental factors that may affect an organisation, it is used in conjunction with the swot analysis to identify any weaknesses and threats regarding an organisation (www professionalacademy.com).The pestle framework is made up of 6 different models, political, economic, social, technological, legal and environmental. The aim of the pestle framework is to help Hr practitioners to develop and implement HR strategies that enable an organisation to develop short and long term goals, alongside any external and internal forces that effect the business (Taylor and Woodham 2016)
Figure 2 The pestle framework  
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P Political 
 Tesco now operates in six countries around the world, Ireland, Hungary, Slovakia, Czech republic, Poland and Turkey. The performance of Tesco is solely reliable and highly influenced by pollical and legislation factors from these countries including the European union. Political factors encourages retailers to provide a mix of job opportunities from flexible, locally based jobs and lower paid workers. Tesco understands that it has a large impact on jobs and people factors within their communities www.tescopic.com Dec (2017). Political decisions are made through a range of government bodies throughout the UK and in Europe there are political institutes of the EU. Organisations such as Tesco have to plan responses by using appropriate strategies, policies and political pressures to ensure that Tesco conform with political legislation( Taylor and Woodhams 2016).
E Economical    
Economic factors are a concern in the retail industry because they are likely to influence factors such as costs, demands, prices and profits. These factors are out of control of organisations, but they may effect issues like performance and marketing due to a high employment levels. The economy is greatly influenced by government micro economic policies, therefore, resulting in a competition for goods and services with other organisations,  this in return effects the domestic market and a rise in unemployment (Taylor and Woodhams 2005). The economic impact was seen in Hong Kong where they experienced two economic slowdowns in a 5 year period, due to the Asian economic crisis in 1998 resulting in unemployment levels of 4.7 and growth fell to 5.1 per cent, however evidence has shown that Hong Kong economy is beginning to recover. in addition Unemployment rose to 9 per cent in 2003. this study shows that the effects of economic slowdowns effect every country (Beardwell and Clayton 2007).
S Social 
In Tesco social factors play an important role in determining whether British customers do bulk shopping or small one stop shopping, the social impact on business can have a massive impact on sales and profits, changes to peoples lifestyles from an ageing population to an increase in female workers, resulting in a decline in home cooked meals. Also people are becoming more aware of health issues, eating healthier foods and their attitudes towards food is changing from an increase in organic food to gluten free products www.tescope.com Dec (2017). Internal factors may include stress in the workplace, resulting in employee sickness, turnover rates, morale and productivity, although most stress is down to domestic issues rather than an organisational issue( Harrison 2002). Studies done by Gilley and Eggland (1989) found that social influences of the aging population that one in eight members of any workforce is a carer resulting in people giving up their jobs to look after their aging relative. These studies show that the importance of training people to ease the stress of carers and help to retain their skills in the organisation (ibid).
T Technological  
Technology is a major macro-environmental variable which influences many of the developments of Tesco products, the use of new technology not only benefits the business but customers as well.  Wireless devises, self-checkouts, electronic shelf edge labelling and PDA machines  gives the customer a sense of independence in the store and the ability to find out how much they spend beforehand www.tescope.com Dec (2017). Technology can also be used for eLearning colleagues on up to date knowledge of health and safety, training cards and ID training. The use of eLearning can be highly efficient as it can deliver exactly what the e learner needs at the time and date relevant to them, it provides rapid learning and sharing of new knowledge throughout the organisation (Harrison 2002).
L Legal    
There are various government a legislations and policies that Tesco follow, many have a direct impact on the performance. The food retailing commission issued a code of practice banning many of the current practices by changing agreed prices without notice and demanding payments from suppliers thus, establishing a threat of intense price wars within organisations www.tescope.com Dec (2017). The legal practice also looks at the internal employee and employer relationship by setting up employment protection from discrimination, health and safety in work, unfair dismissal, industrial relations, race relations, disability discrimination, sex discrimination and redundancy laws (Taylor and Woodham 2005).UK law provides a framework within which employers operate, both in terms of ensuring compliance and in shaping good employment practices through external factors and institutional factors that help shape the HRM at work (Marchington and Wilkinson 2008).
E Environmental
There have been increased pressure on companies and managers to acknowledge their responsibility to society. The major societal threat comes from plastic use and helping to reduce waste, reduce consumption of resources and minimise environmental damage. The latest legislation comes from fat tax, Where tax is created on highly processed and fatty food. Environmental sensitive consumers may seek to buy products which are ethnically produced, do not harm the environment and promote wellbeing at work the Hr role in this, is to provide adequate sustainable producers and consumers expect large companies to abide by this. Therefore, developing a ethnical relationship with stakeholders, customers and the local community (Taylor and Woodham 2005).                                                                      
Figure 3 Swot analytical tool (www.research-methodology.net/tesco-swot-analysis) Jan 2018.
This Photo by Unknown Author is licensed under CC BY-NC-SA

Table 1 Swot analysis (www.research-methodology.net/tesco-swot-analysis) Jan 2018.
	Strengths
	Weakness
	Opportunities
	Threats

	· Capital stock -  Tesco is known for its valued brands and s considered value for money.
	Tesco has grown into a large company selling a diversity of food ,books etc.
	For expansion into the digital market partially foreign ones.
	Consistent competition from other large organisations.

	· Marketing – Being a main contender for online shopping and the ability to bulk buy.
	Lack of experience in some markets such as own brand smartphones and tablets.
	Online shopping and offers great flexibility.
	Having negative effects with town planning and customer involvement with out of town planning.

	· Management team – Locally sensitive managers that work in small locally convenient stores nationwide.
	Weak financial performance.
	Meeting the needs of customers through expanding operations.
	Inability to sustain cost leadership competitive advantage.


The swot analysis allows markets to identify risks in their environment, although a retailer may face enormous challenges, with flexibility it enables companies to structure plans to optimise success. Tesco is well paced to secure its future and the retail strategy will help in the diversity of the business (www.research-methodology.net.tesco-swot-analysis) Jan 2017.
Figure 4 Porter 5 analysis
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 Table 2, Porters 5 forces Jan 2017.

	· Threat of substitute products and services



	The threat to the grocery market is considerably low compared to the non-food market, small grocery stores are unable to offer considerably lower prices for high quality products, however the non-food market such as clothing is typically high due to low quality clothing( www.tescope.com).

	· Threat of entry of new competitors



	The majority of retail brands such as Tesco, Morrisons and Asda have already captured the retail food market and account for 80% of all shopping in the UK, although planning authorities in the local government tend to take up much of the time and resources of companies setting up barriers to new entrants (wwwresearch-methodology.net).

	· Intensity of competitive rivalry.
	Tesco is under great competition with other larger organisations, which compete with one another through a price war. Aldi and Lidl have taken over the market in recent years, recording a record sales in 2008 of over 25% of the retail market (ibid).

	· Bargaining power of buyers
	Customers are largely attracted to low prices and with the ability of online shopping, products are easily available (ibid).

	· Bargaining power of suppliers.
	The bargaining power is relatively low due to suppliers being inclined to loss their business contracts with large supermarkets, hence the larger retailers have a strengthened approach in negotiation (www.tescope.com).


According to Porter (1985) the aim of this theory is to determine a  sustainable competitive advance against other organisations and that all decisions that are made, Porter suggests that it is important to have an effect on employee  relationships in the way that impact the structure of the organisation and the way it is managed, whether it be internally or externally..                                                
[bookmark: _Toc503006687]2.3  Explain the key stages in strategy formulation and implementation and the role of HR
The formulation of Hr strategy has been drawn up by Boxall (1993) he concluded that for it to be successful only a top team acts upon the strategic imperatives associated with development, employment and the motivation of individuals, this may be more effective if the Hr director, line managers and staff all play an active role in the field. The key issues that impact on HR strategies according to Delery and Doty (1996) are:
· Market development, Growth, acquisitions, mergers intentions and diversification.
· Having a competitive advantage with other organisations, leading by Quality customer service, productivity gains and cost reduction.
· The need to develop a more positive, performance related culture. Adhere to changes in the organisation by gaining commitment, communications, involvement and teamworking.
The role of HR is to make business strategies work and are mainly influenced by HR factors(.ibid) it is formed through rational decision making process. The key stages of the strategy making process emphasise on the external and internal environment, this enables an organisation to adapt and choose a range of strategy choices in turn will allow a plan to implement the strategy Beardwell and Clayton( 2007). HR strategy is now conceived as a incremental process and is set through a number of ideas, policies and practices Taylor and Woodham (2016).
[bookmark: _Toc503006688] 2.4 HR contribution to business ethnics and accountability.
 The contribution to business ethnics and accountability plays an important role in the strategy formation. Ethical standards have become prominent in organisations, personal standards, business performance, behaviour of managers, discrimination, sexism, racism and bulling can greatly effect an organisation and the ethnical code Reid et al (2004). The CIPD has a code of conduct to follow which expects  HR individuals to comply to, such as enhance the good name of the business, develop people to their full potential, be fair and reasonable to the treatment of individuals, respect confidentiality, update skilling and learning individuals and adhere to HR guidelines and structures to help the employer achieve its goals (Marchinton and Wilkinson 2008). It is the corporate responsibility to provide how businesses take into account its economic, social and environmental impacts with the way it operates both internally and externally.(ibid)                                               
[bookmark: _Toc503006689]3.1 Know how to identify and respond to changes in the business environment.
Business performance plays a key role in the life of an organisation, organisations must constantly keep in mind their performance on a regular basis and help develop their long term goals. Over the years traditional performance measurement was reliant on certain indicators, over time new indicators have developed in the strategy of HR. the economic and social conditions changed the way we think about the business performance. Most experts agree that performance are defined by three factors, efficiency, effectiveness and economic efficiency. However business performance should always interpreted dependant on the organisations goals and strategies (Bocskei et al 2012). The concept of change plays a massive part in the performance measurement, it varies enormously depending on the business, the key point of change is the way people understand the change structure. One of the models to identify change in the organisation is with Lewin (1948), he developed a model consisting of 3 key stages, Unfreeze, Change and Refreeze. 
· Unfreeze – Is the first stage of change it involves helping the organisation to accept change, so to prepare the business for change you need to challenge the beliefs, values attitudes and behaviours beforehand. This process is the most difficult resulting in strong emotions throughout the organisation.
· Change – This process is not achieved overnight, it involves getting people to proactively participate in the new structure of change. In order for people to accept change, they need to be reassured how it may benefit them.
· Refreeze – This process involves embracing people to the new way of working and accepting the change in job descriptions, contract and so on. The process must be utilized  all the time, 
this gives the employees a sense of stability and are comfortable in their working environment Lewin (1948).
The important of change is constant in organisations, without it employees get caught up in transition trap, where they are not aware of how things should be done(ibid).                                              
[bookmark: _Toc503006690]3.2  Assess and utilise sources of business and contextual data for planning purposes.
Trends in Hr effectively analyse and predict staff needs accurately, helping to make the employees more productive and improving career developments in the workplace. This year alone 69% of companies studied people analytics and made steps to improve what needs improvement in terms of job satisfaction , compared to last year which looked at 10-15% of people, this shows there is a keen interest in latter years to provide a more effective and enjoyable work experience. HR managers play an important role in the employee experience by helping to improve technology and providing flexible working arrangements and so on, all of these trends suggest that in 2018 the workplace will be better for all of us www.forbes .com Jan (2017) With improved technology factors such as employee turnover and retention can looks at ways to improve the tools available to help managers understand why people leave an organisation, exit surveys and staff attitude surveys is key in determining realistic expectations of the business. By measuring the costs to the business and analysing the surveys will help in minimising the number of people who leave the organisation within the first 6 months CIPD (2018). Staff attitude surveys may also look at employee absence by analysing employee absence with employees wellbeing, by promoting wellbeing may help to prevent   problems from escalating and create a more positive working environment. The aim of effective absence management is creating a balance between providing support to employees who suffer from health problems and helping them return to work CIPD(2018). Successful planning in an organisation is embedded within the government planning process, it involves assessment of potential candidates through self-identification and the screening process to identify both short and long term candidates, as part of a broader HR planning framework, successful planning is the key to help or support the organisation, whether it is HR trends, employee turnover and retention, employee absence and government information www.exec.gov.ni.ca>pss>publications Jan (2018).
[bookmark: _Toc503006691]                                                Conclusion
Figure 4This Photo by Unknown Author is licensed under CC BY-NC-SA

The future of HR is evolving into more than just firing and hiring, its having a Hugh impact on the employee experience and the future of work, the new HR now embraces technology to expand its role. Using new tools like big data and analytics, HR can better understand employees and make more strategic decisions based on internal and external influences that effect the organisation. Today’s HR employees help shape and lead strategy, especially as organisations realise the impact employee experience can have on growth and revenue, happy and fulfilled employees play a massive role in the overall success of an organisation www.inc.com Jan(2018). But we must also understand the future of technology which is shaping our organisations and the nature of the jobs that people do, and how we help in the process of bringing out the best of people and build on the truly human skills that make us separate to machines. By building a stronger base by having an understanding of our workforces and their behaviours and performance will enable the HR role to be more effective long term. Also the use of computerised tools and techniques within the role of HR will be responsible for the collection and use of employee information this in turn will ensure compliance with legislation people management Nov (2017) ed.
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