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[bookmark: _Toc86349519]Introduction
Human resource management involves many aspects of how a person is employed and managed in a company. HRM have many responsibilities ranging from capital management, developing and training employees, aligning personal towards corporate goals, tracking performance management, employee wellbeing, health, and safety, creating a reward system, knowledge management, employee relationship and much more. The primary purpose of human resource management is to ensure organisation strategic goals, philosophy and aims are achieved through the most efficient best practice in the workforce.
The report is a case study on Tesco’s human resource management (HRM), exploring the challenges and issues faced by Tesco in recent years. The report will appraise Tesco's HRM department current and previous strategy and examine how the issues affect the internal and external business factors and the workforce. The report will also examine health, safety -Wellbeing, Learning- Development and Recruitment and Selection. The report will also provide a final analysis and recommendation.
[bookmark: _Toc86349520]Literature Review
According to Statista (2021), Tesco is the largest supermarket in the sector. The pandemic has been the main concern for Tesco, impacting the shoppers and businesses across the UK, reported by Partridge and Butler (2021) in Guardian Newspaper. To safeguard its employees, Tesco started mass vaccination programmes cited by Quin (2021). Eley (2021) cited that Tesco came out as a winner as revenue was exceptional but suffered significant expenditure. Ekuma and Akobo (2015) have written about HRM practices exposing employees to danger for the sake of profits. Kadiresan et al. (2015) wrote that the current understanding of the workforce is perceived more positively as an asset and not a cost. Pollitt (2010) wrote, Tesco was one of the early investors in the workforce, launching university courses and creating learning content. Scholars in the field of business and human resource management recognised the importance of human capital; Armstrong (2009), Johnson, Whittington, and Scholes (2011), Mullins (2010) agreed, organisation goals can be achieved through organisations workforce utilising HRM.
[bookmark: _Toc86349521]Overview of Tesco
Tesco is one of the largest supermarkets in the UK, dominating the industry closely followed by its rivals like Sainsbury, ASDA and Morrisson’s (Statista, 2021). Tesco’s humble beginning stretches back to 1919. Jack Cohen began selling surplus groceries from a stall in the East End of London (Tesco Business Services, 2021). Since its inception, Tesco has grown significantly, employing 336.392 personnel mainly in the UK and the Republic of Ireland; it has also expanded into Europe (Blazquez, 2021). Tesco’s large, diverse workforce comes with many challenges human resource management faces, which will be further discussed in the report below.
[bookmark: _Toc86349522]Human Resource Management Definition 
According to Guest (1987), HRM consist of set plans designed to increase employees commitment towards the organisation, creating a flexible, quality work environment. 
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[bookmark: _Toc85742078]Figure 1: HRM System, Source (Armstrong, p12, 2009).
Figure 1 above is an example of diverse work carried out by HRM departments to achieve organisations goals. For example, it may design a new reward system to motivate its workforce or even design a digital learning programme for new services and products to achieve Tesco's strategy.
[bookmark: _Toc86349523]Challenges faced by Human Resource Management
Tesco is constantly adapting to the evolving business environment; with this comes many challenges for HRM to recruit, train and adapt its workforce with corporate strategy. Recently Brexit has reduced European migrant workers, and Covid-19 has altered the employment landscape; these issues have impacted Tesco’s stakeholders.
The Harvard Approach
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[bookmark: _Toc85742079][bookmark: _Hlk85321946]Figure 2: The Harvard Approach, Source (Collings and Boon, 2009).
The Harvard model (figure 2) takes into many considerations that are overlooked in the HRM process. It takes further by emphasising personal wellbeing and societal wellbeing. Besides strategy, it also gives importance to stakeholders internal and external business environments. The above theory will be vital in understanding the long-term consequences when deciding any strategy.


Key Concerns by Tesco’s HRM
· [bookmark: _Toc86349524]Health, Safety and WellBeing
In the Guardian paper, Partridge and Butler (2021) reported that the pandemic had been the biggest concern for Tesco’s HRM, impacting the shoppers it has disrupted the regular operation of the business domestically and internationally. The Covid-19 had impacted the employees, stakeholders, and Tesco had to employ an additional 50,000 temporary staff, with 20,000 workers joining permanently to mitigate the increased demand for home delivery and online shopping. HRM knew the health and safety of its staff is essential, and it is correlated to the overall performance of the corporation for staffs safety; Tesco started to plan its very own mass testing for its workforce (Quinn, 2021). 
HRM also introduced safety policies, the mandatory wearing of masks, and hand sanitisers for staff to reduce the risk of being exposed to the virus (Saker-Clark, 2021). The health and wellbeing of staff is the cornerstone of any business, as employees must execute the organisation's strategy, so it makes sense to offer safety equipment, access to health safety training, employee safety handbook and access to training material. It is fair to assume the pandemic was a global issue faced by most organisations, and Tesco and its workforce had played a pivotal role in delivering goods and services to the mass; it is very difficult for anyone to criticise a company providing vital services in a time of need. According to (Burke and Cooper, 2006), external factors play a major role in affecting HR, leading to skill shortage.
See Figure 2 for stakeholder interest, HRM policies and situational factors for greater understanding.
[bookmark: _Toc86349525]Measures used by Health and Safety 
· Staff are insured against accidents in the workplace
· Quarantine/self-isolating measures used to stop the spread of the virus
· Free masks and hand sanitisers for staff, clients and visitors
· Health and safety training 
· Using virtual conferences via M.S Teams, Zoom and other technologies to avoid the spread of disease. 
[bookmark: _Toc86349526]Evaluating the Above Strategy
Pros: Tesco strategy paid off, creating a large customer base and overall revenue was exceptional (Eley, 2021). However, it had come at a high cost, primarily from hiring a large workforce, which had reduced its profits, as mentioned above. While many businesses had to close their doors, Tesco’s managed to trade and grow its customer base, and at the same time, HRM managed to adapt its workforce to the current condition. Applying different measures like safety gears, social distancing, training, face shields, plexiglass barriers and limiting how customers could enter the premises at one time. The human resource acted quickly and had learnt a lot from the pandemic and had positioned itself very well and avoided a major catastrophe (see figure 1 for HRM outcomes for a greater understanding). 
Cons: However, according to Chapman (2020), Tesco came under scrutiny for putting its workforce and customers in danger by axing professional cleaners; this was overlooked as the country was on its knees from the pandemic and chaos. Many practitioners like Ekuma and Akobo (2015) in this field have argued previously about staff safety, and ethical decisions made by HRM are questionable, HRM’s loyalty lies with the corporation driven by corporate strategy; this creates an ethical dilemma between HRM and employees that needs of the organisation come first and safety of staffs second. 
· [bookmark: _Toc86349527]Learning and Development
This leadership programme would be based around Tesco’s business priority using seminars, classes practical training to help to encourage long-term entrepreneurial thinking, customer marketing, managing risk and building winning teams (Pollitt, 2010). Teaming up with universities to launch degree courses for non-graduate employees (Pollitt, 2014) to develop current staff further. The organisation also offers new digital online development platforms for the new and existing workforce (Tesco PLC, 2021). 
However, the fast technology has created a knowledge gap, such as artificial intelligence and automation, HR must include technology and people; otherwise, it will create a knowledge gap for its employees, and an incompetent skilled workforce could impede productivity and strategy (Bishop, 2019).
[bookmark: _Toc86349528]Evaluating Training and Development 
Pros: HRM above strategy reduces staff turnover and commits employees to corporate goals and culture. It helps employees nurture and provides them with a sense of self-fulfilment. Moreover, it also facilitates lower-level workforce to climb up the corporate ladder and create a psychological attachment to the organisation in aiding them in career development. The critical taking here is that the corporation can retain its valued workforce through a career development programme; this has been successful for Tesco. New cost-effective online learning facility has to aid those wishing to learn new skills flexibly, and new technologies allow individuals to access training content from any location. 
Cons: The above development can be costly and time consuming for the corporation. The chance of losing well-trained staff who have acquired vast knowledge to the competitors is risky. The other issue is the lack of a European workforce. Now Tesco must invest more in homegrown talents. While there are a few issues with online learning, individuals can cheat, and it is also hard to verify individual, interpersonal skills.
· [bookmark: _Toc86349529]Recruitment and Selection
Current issues of skill shortage in the UK due to Covid-19 and Brexit have stopped the movement of skilled workforce from European countries with present and future implications. HRM does not have any countermeasures to mitigate this issue. The challenge for HRM is to narrow the current competence gap. 
[bookmark: _Toc86349530]How Job Position Becomes Available
Job positions may be available due to the expansion, new store, due to staff retiring, promotion, resigning, the introduction of a new product or process. HRM calculates how much workforce is required from its growth revenues, manager’s report, demands, new projects, changes in a business environment like Covid-19, HRM review on a regular base and can adjust workforce accordingly to the demand
[bookmark: _Toc86349531]Recruitment Methods
HRM first scouts within the organisation using its own list of applicants and Tesco’s intranet those are seeking to move on or promotion. For external recruitment, HRM will advertise through the Tesco website www.tesco-careers.com. HRM also use local Job Centres, Facebook/media platforms, the newspaper for job seekers.
[bookmark: _Toc86349532]Selection and Screening Procedure
HRM uses a rational approach, and candidates are selected by matching the job description and their CVs, using the job history and qualification of the candidate. Successful candidates are given dates to be interviewed by a local manager, and those successful will be asked to attend to an assessment centre. Applicants are given various activities like team working activities and a problem-solving exercise faced at the workplace. A final interview by the line manager takes place to make sure the approved candidate fits the job.
[bookmark: _Toc86349533]Evaluating Recruitment and Selection 
Pros: The rigorous screening allows for the best candidates to be selected, saves money and time. It is also easier to promote existing workforce who are already adapted to the organisational culture and strategy. Internal recruitment also allows for an accurate assessment of their skills, increases employee morale, and retains existing knowledge.
Cons: External recruitment can cause to demotivate the existing workforce; the cost related to employing from an external body can be much higher too. Brexit has limited access to the labour force who have a high job commitment (Doward, 2017).
[bookmark: _Toc86349534]Investing in Human Capital Works.
According to Davey and Geller (2014), Tesco had suffered previously when CEO Philip Clarke had made some risky investments, and his approach was disconnected from his colleagues, strategy, and the workforce. He was ousted and replaced by new CEO Dave Lewis as his successor; things have changed since then; Tesco has secured itself as the number one supermarket.
Investing in human capital can be costly, but workforce planning is essential for future goals. By investing in human capital now, Tesco can safeguard its future demand. It is clear from the above research HRM in Tesco has a structured approach sourcing the best job seekers using tradition and new modern technologies to attract future employees. This strategy has paid off as the growth of the company reflects the achievement. Helping individuals grow through education and maintaining their health wellbeing is crucial, as the above research suggests Tesco has done very well. 
In their book, Johnson, Whittington and Scholes (2011) wrote that strategy is a ploy, a long-term business direction allocating resources to reach a goal; many people fail to understand that HRM is one of the resources necessary to complete the objectives. Mullins (2010) believed staff performance is linked to an organisation’s behaviour and culture, fostered by good relationships at work. Managers need to give proper attention to HRM practices are central to accomplishing corporate goals, and remembering culture and behaviour are vital ingredients to strategy. The case study will further discuss further Tesco’s success below using Maslow’s Theoretical approach to organisational workforce
[bookmark: _Toc86349535]Understanding Employers Using Maslow’s Theory
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[bookmark: _Toc85742080]Figure 3: Maslow’s Hierarchy of Needs. Source (Expert Program Management, 2018).
For HRM to accomplish its goal, it will need to fulfil individual employees desire from the lower level of the pyramid. Applying Abraham Maslow’s theory provides a clear understanding of what an employee might desire from the corporation; Tesco’s HRM strategy reflects Maslow’s approach. The theory works by offering training, education, promotion, appraisal, company pension and praising. HRM utilises this approach using its resource to inspire and generate a culture of talents, future entrepreneurs, job security and ideas within its own organisation (M. Badubi, 2017).
· Self-actualisation: HRM recognises talents and offers updated education and continuous learning resources to help individuals execute strategy efficiently.
· Self-esteem: Regular feedback and praising the workforce will help them grow and create an attachment towards the firm.
· Social needs: Tesco offers a range of facilities to help employees socialise media platforms, team-working to the coffee room.
· Safety needs: HRM offers a range of security for its employees from sick pay, pension, store security, health, and safety.
· Physiological: Tesco also provides many facilities to its employees to secure their loyalty through providing basic needs, like toilets, canteen and wages paid on time.

[bookmark: _Toc86349536]Conclusion and Recommendation
To summarise what has been written. Tesco is the largest supermarket chain in the UK, employing a workforce of 336.392 personal. Tesco has faced many challenges in recent years, from labour shortages due to Covid-19 and recently Brexit raises the question of health and safety in the workplace. Tesco’s HRM has many duties from recruiting, selecting, training to develop, and ensuring health-safety and wellbeing employees. Tesco utilises its HRM department to create learning and development content for its workforce with the intention of executing organisational strategy effectively and efficiently. The case study also recognises that Tesco’s investment in human capital is the primary source of its success; moreover, contemporary attitudes towards the workforce has shifted from describing employees as a cost to an asset.
The research report recommends the following for further growth and enhancement. 
· Health, safety, and wellbeing: The policies need to be remodelled after learning the lessons of Covid-19. While it is fair to say no company in the world has faced such a pandemic, Tesco started to remove many of its services. For example, professional cleaners need to be reinstated. Employees will require further training on hygiene as Covid is an ongoing situation.
· Learning and development: Kadiresan et al. (2015) said there is a general agreement that HRM practices can give an organisation a competitive advantage; human capital is recognised as an asset and not a cost. There is a correlation between performance appraisal, learning and developing corporate strategy; learning and development are a constant process to keep the employees improving. To execute the desired plans, an organisation must have individual development plans to match its goals. Tools recommended for development plans, Johari Window for self-analysis, SWOT model for strength and weakness, GROW model for coaching and mentoring (see appendix 1, 2 and 3) (Brockbank and McGill, 2006). 
HRM can maintain its workforces competencies and commitment through various training and scouting skilled employees from internal/external sources. The case study recommends that Tesco’s management focus on its workforce, applying Maslow’s Theory to understand employee needs first; using this strategy, employees are more committed to corporate goals (see Figure 3). Furthermore, to narrow the knowledge gap, HRM needs to make learning priority, and reskilling current staff is cheaper than hiring new workers, according to (Caminiti, 2018).  
· Recruitment and selection: Tesco is faced with a new reality; HRM cannot access a well-trained workforce from European nations due to Brexit and Covid travel restrictions. To overcome this dilemma, it must put more resources in its learning programme for the UK workforce, by means of training and recruiting UK jobseekers
The other issue, Tesco is devoted to employing individuals from its organisation, this should be avoided as it can limit access to new talents.
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1: Johari Window
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[bookmark: _Toc85742081]Figure 4: Johari Window, Sourced (Brockbank and McGill, p 158, 2006).

2: The Grow Model
[image: The GROW Model]
[bookmark: _Toc85742082]Figure 5: The Grow Model, Source (Expert Program Management, 2021).
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[bookmark: _Toc85742083]Figure 6: Personal SWOT analysis for self-development, Source (Small Businessify, 2020).
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