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1. INTRODUCTION 
This report assesses and discusses Tesco HR policies and practices.  

The organization has implemented a high engagement model that ensures the training and 

development of all employees.  

They have developed a culture of expanding logos and do nothing to prove their 

commitment to both employees and customers. It is a world-class model for organizations 

and has proven to be very successful.  

Organizations implement strategic HR not as a replacement for legacy HR departments, 

but as agents of change. In the UK, there is still evidence that these interventions, if 

implemented, will replace the role of the HR department.  

The valuation target is a Tesco corporation. Over the past decade, we have implemented 

strategic HR while enhancing employee training.  

The role of human resources in organizations has become important as their teaching 

methods and the importance of human resources are reviewed alongside current theories. 

This organization was chosen due to the implementation of a strategic personnel policy 

that led to increased activity.  

This showed that they were a first-class training provider for their employees and allowed 

the organization to expand into new markets. 

 

2. ABOUT TESCO 
Tesco operates in a highly competitive market and consumers have the right to choose 

where to shop.  

They have expanded their portfolio to include CDs, DVDs, electronics and clothing. 

More recently, it has evolved into a financial service offering customers a variety of 

products, from credit cards to insurance.  

All their products are available online 24/7 and their logo helps with anything used to 

show regular customers to lower prices and improve customer service.  

This motto is now used in employee training and each intervention will increase 

employee knowledge.  

Organizations are widely reported in newspapers, and this is a factor in the company's 

success. They have opened their own Subway stores and are expanding rapidly across 

the UK into new and international markets.  



This consumed most of the resources during the planning and implementation phases 

of the expansion.  

2.1. History 

The founder of Tesco was Jack Cohen, the one had the plan of establishing a 

market chain and accepted it step by step to turn this dream into realism.  

The first stores were just any stalls that Cohen determined to start in the early 

1910s, but welcome excellent administration and buying skills allowed him to 

open welcome first official store at Barnett's Burnt Oak in 1930.  

This is the origin of Tesco's annals and has grown very swiftly because therefore. 

Over the next ten of something, Cohen opened almost 100 supplementary stores. 

He purchased a limited 

market and convinced 

entirety inexpensive 

than before. The plan 

was an immediate 

accomplishment.  

From this point on, 

Tesco's growth was 

vivacious, and Tesco 

persisted to gain 

hypermarket chains, acquiring dozens of stores immediately.  

Tesco can further develop good suppliers and cheap temporary arrangements to 

supply good prices. In the 1960s, retailer started construction first supermarkets 

and before hypermarkets, someday selling entirety from sofa to automobile tires. 

Today, Tesco has in addition to 5,000 stores general. 

The cheap procedure started to change in the 1990s when Tesco management 

fulfilled the significance of bringing society the one desired excellent feature 

brand. The Tesco Finest brand was founded in early 2000 and has happened 

flourishing always because.  

They reliable to extend stock exchange in US, still phis plan later failed, and 

Tesco started to extend into Asia and expand allure stores, happening in tinier, 

more point or direct at a goal store to a degree Tesco Express or Tesco Metro, 

usual of urban commuters. 



3. CHANGE MANAGEMENT 

Applying strategic change management is an essential part of seizing and creating 

new and diverse opportunities for tomorrow.  

Growth and implementation of long-term operational activities to achieve objectives. 

All organizations must intelligently identify and adapt to change in order to survive. 

Strategic management processes aim to enable organizations to adapt effectively in 

the long term.  

We are now in an era of discontinuity, and we hope that extrapolation from the past 

does not work.  

The information needed to perform the service operation depends on the opinion that 

the operations manager needs a better derivative than is required as part of the 

business diagnosis.  

Change is important and necessary to ignore the obstacles in our lives.  

To be competitive in the relevant market we have adapt to change to meet ever-

changing environmental conditions. 

Focus on planning for their future: we will drive change based on our goals and 

competitiveness. The relative importance of change is to make it possible by 

identifying what the market needs and providing what it needs.  

Tesco has made significant strategic changes in a growing market, particularly in the 

UK and has a strong and consistent growth strategy that strengthens its core UK 

business and allows it to expand into new markets.  

- Business Strategy: Studying current and anticipated customer and competitor 

factors provides organizations with new and effective business roles in creative 

ways.   

- Business Transformation: Tesco has undergone a strategic change in its POS 

configuration. They introduced self-service to stay competitive and meet customer 

needs. These changes are essential for Tesco to remain a leader in the retail 

industry. 

 

3.1.ADKAR model 

In 2003, Jeff Hiatt developed the ADKAR model to represent awareness, desire, 

knowledge, ability, and empowerment. The ADKAR model was popularized by 

change management consultant Prosci.  



It was developed through a survey of 900 

organizations in 59 countries.  

The purpose of the ADKAR model is to 

provide coaching and support to an 

organization's employees during 

transformation. 

3.1.1. Awareness 
In order for people to 

participate in change, they 

must first understand why the 

change is occurring and it 

starts with awareness.  

Differences often fall outside 

their comfort zone, so there is often resistance.  

Resistance can be expressed in several ways:  

 

1. Passive resistance: Employees are not allowed to publicly assert or 

express dissent. But at the same time, it shows no support.  

2. Regression: Employees go back to the way they were before.  

3. Active resistance: Although it appears to be the most aggressive and 

unfavourable form of resistance, it is the most useful for implementing 

ADKAR. When employees publicly express their reluctance to make 

changes, they can say why they need to change. 

3.1.2. Desire 

There is a big difference between wanting change and understanding why 

change should happen.  

When employees want change, it's best to communicate how and why the 

change is good for them.  

For example, much of business success depends on a company's improved 

automation and technological innovation. Employees often feel threatened 

by automation, however, if you can articulate how automation will make 

your employees' lives easier, employees are more likely to want those 

changes.  



Robotic process automation, for example, eliminates tedious and repetitive 

tasks, allowing people to focus on higher-level tasks.  

The best way to reach the desired stage is communication and 

understanding.  

Employees fear change, but understanding their fears can help them 

overcome them and also, while some concerns may seem irrational, 

judging someone's feelings is not productive.  

Instead, it is useful to learn why people feel the way they do to explain 

how new changes can be beneficial rather than harmful. 

3.1.3. Knowledge 

Once change is implemented, education and training are required.  

This is especially true for process improvement and those experienced in 

this process should understand how to make it a reality.  

Automation software and technologies make this possible because they 

can provide support, and systems often automatically explain the process 

so users know what's going on behind the scenes.  

It also provides a way to standardize across the organization so that 

everyone in a given location can manage the same process.  

They can help alleviate a person's difficulties and dependencies so that 

everyone has equal access to information. 

 
3.1.4. Ability 

It is helpful to ensure that the employee knows how to perform the task 

after being trained. Understanding the process is different from doing it 

yourself.  

Practice and observation can go a long way in making new changes and 

achieving success. 

3.1.5. Reinforcement 
Strengthening is an ongoing process. Managers' responsibilities are needed 

to collect feedback and supervise the team. These new changes are 

designed to support the business goals.  

One way to measure amplification and change is to use data automation 

tools. The software can collect data and track the necessary key 



performance indicators (KPIs), so senior management can compare old 

processes with new methods to see if they have improved. 

 
 
 

4. STAFFING 
4.1. Recruitment  
 

Recruitment involves attracting suitable candidates to apply for vacancies. Tesco 

advertises jobs in a number of ways.  

The process depends on the type of work available. 

 

Tesco will first consider an internal talent plan to fill the vacancy.  

In this process, current employees seeking the same rank or promotion are mapped. If 

this Talent Plan does not find a suitable person, Tesco will advertise the post on the 

intranet for two weeks.  

For employees outside the organisation, Tesco advertises vacancies on its website 

www.tesco-careers.com or on notice boards in stores.  

Management applications are accepted online.  

Selected candidates will be interviewed and then attended an assessment centre for the 

final stage of the selection process.  

People looking for a job in a Tesco store can submit their CV in store or apply 

through Jobcentre Plus.  

The store creates a waiting list of people who apply and calls  

when a job becomes available. 

For hard-to-fill or professional positions such as pharmacists and bakers, Tesco opts 

for external advertising through the following media:  



• through radio and television: Advertising 

on radio and television is expensive, but it is 

necessary to get the right people to know 

about the vacancies.  

• through the website and offline media: 

Advertise on Google or in magazines Tesco is 

looking for the most cost-effective way to 

attract the right candidates. 

 

Tesco makes it easy for candidates to find 

vacancies and offers a simple application process. The Tesco website allows 

applicants to find information on management positions, head office vacancies and 

local jobs. Candidates have online application form for direct submission. 

 

4.2. Skills Required  

Organizations have six job levels and each level requires specific skills and 

behaviours.  

 

 

• Level 1  

These are front-line jobs and include working directly with customers and performing 

various tasks in the store, such as putting items on the shelves. Candidates must be 

able to work accurately with passion and be able to work in a team.  

 

• Level 2  

This includes managing a team of employees who work directly with customers. 

Candidates should have the ability to manage resources, set goals and work 

continuously to lead and motivate others.  

 

• Level 3  

This includes the management of operational units. Management skills such as 

planning, goal setting and reporting are required.  

 



• Level 4 

Supports operational units and requires strong business acumen, ability to manage 

others, and analytical and decision-making skills. 

 

• Level 5  

People working at this level should be responsible for the overall running of Tesco 

and be able to make important decisions and lead others.  

 

• Level 6  

This contains the senior administration of Tesco PLC, that arrange the movement of 

Tesco. This level demands contenders to have a good overview of the sell 

manufacturing and the capability to control the whole institution. This Tesco 

foundation expresses the abilities and behaviours necessary each position and level 

within the association. This helps the aspirant accept if they have the abilities and 

information to fulfil their act. 

 

4.3. Selection 

Selection is to select the most suitable person from those who have applied for a 

particular job. Screening candidates is an important part of the selection process.  

This process ensures that the people selected for interview are the best fit for the job 

requirements. 

 

In the first round of selection, the selectors carefully examine each candidate's CV.  

A well-written and positive CV helps Tesco assess whether an applicant meets the 

technical requirements for a particular position.  

The company also offers a tool called "job matching" on its website. Help people 

know where your organization stands. 

Candidates who pass the test must visit the Assessment Centre. The evaluation centre 

is located in the store and is run by the manager. It helps maintain consistency in the 

selection process.  

Candidates are given a variety of tasks, including group work or problem-solving 

exercises for example of a problem that occurs at work.  

Candidates approved by the internal assessment centre will be interviewed.  



Line managers attend interviews to ensure that candidates meet the job requirements. 

 

5. COMPENSATION 

A compensation strategy describes an organization's approach to employee compensation 

and benefits.  

These include the company's position in the labour market, the total amount, the 

organization's basic bonus rules, basic salary rules and employee benefits.  

The owner of the compensation strategy is always the executive, because it greatly affects 

the budget of the organization.  

A compensation strategy seeks to establish guiding principles for determining what 

should be included in a compensation plan and what compensation elements should be 

prioritized. 

Another thing to remember is that the compensation strategy should align with your 

business and HR strategy. It should be a strong compensation strategy to attract and retain 

the talent for organization needs. Compensation also reflects what top management 

expects from employees in terms of behaviour, performance and results. 

 

5.1.Equal Pay Now 

Thousands of Tesco employees have joined Equal Pay Now to take legal action 

against the company. They want to be treated fairly and this means that they are 

paid equally with their colleagues in other departments of the company.  

Tesco's equal pay policy ensures that all store associates are paid equally and 

fairly. 

The men and women in British shops work hard and work long hours. They 

interact with customers during shifts, which is an important part of the success of 

supermarkets. 

However, they are paid less than their colleagues in warehouses and distribution 

centres and are seen as flawed in their roles. If we can sue Tesco, store associates 

at Tesco and other major supermarkets deserve their long overdue pay rise. They 

can also be compensated for up to six years. Read below how you can join our 

fast-growing movement. 

5.2. Increasing 



From July 24 2021, at fixed intervals finance Tesco and storage place staff will 

rise by 5.8% from £9.55 to £10.10. 

It comes later rival supermarkets containing Aldi, Lidl, Morrisons and Sainsbury's 

declared they would increase at fixed intervals wages to help accompanying the 

continuous expense emergency. 

The company, still habitual currently that it will increase the at fixed intervals rate 

for its consumer transmittal stick and raise allure helpers to £11. 

The bonus fee comes following in position or time a troublesome period for the 

supermarket area, that has met growing demand for closures, staff shortages on 

account of COVID-19 and supply chain issues at home and overseas. 

 

5.3.Expectancy and 

reinforcement theory of 

compensation 

Expectancy theory is a theory 

proposed by Victor Vroom at 

the Yale Graduate School of 

Business in 1964. Unlike 

Maslow and Herzberg, 

Vroom emphasizes outcomes over necessity. 

According to the theory, the strength of a tendency to perform in a certain way 

depends on the strength of the expectation that the performance will achieve a 

certain outcome and the degree to which the outcome is attractive to the 

individual. 

 

- Expectancy theory states that employee motivation is the result of:  

• How much a person wants to receive a gift (Valence) 

• Assess the likelihood that the effort will lead to the expected outcome 

(expectancy)  

• The belief that performance will lead to (instrumental) rewards.  

Basically, valence is the meaning a person associates with an expected outcome.  

It is an expectation, not the actual satisfaction an employee expects after achieving 

a goal.  



Expectation is the belief that good effort produces good results.  

Expectations are influenced by factors such as getting the right skills to do the job, 

the right resources, relevant information and the support you need to do the job. 

Instrumentality is the belief that valid outcomes will occur if you perform well.  

 

Instrumentality is influenced by factors such as trust in those who decide who gets 

what results, the ease of the process of determining who gets what results, and the 

clarity of the relationship between performance and results.  

 

Expectancy theory therefore focuses on the following three relationships:  

• Effort ratio: How likely is an individual's effort to be recognized in the 

performance appraisal? 

• Relationship between performance and rewards: This is about employees' 

beliefs that identifying good performance leads to organizational rewards. 

Personal goal-reward relationship: refers to the appeal or attractiveness of 

a potential reward to a person. 

• Vroom argued that employees consciously decide whether or not to 

perform at work. This decision was based solely on the motivation level of 

the employee, which depended on three factors: expectations, values and 

means. 

5.3.1. Tesco and Vroom’s model 

Motivating employees is an important task for managers. Early motivation 

theorists that motivated workers’ pay to be more productive. However, 

points out, companies need employees who are motivated and interested in 

the companies they work for.  

Tesco empowers managers and employees to become more involved and 

involved in their work.  

As each employee is an individual with different needs and aspirations, the 

appraisal process and personal development plan allows recognition of 

their skills, achievements and potential development.  

Individuals benefit from career advancement with Tesco by enabling the 

company to provide a higher level of customer service through 

experienced staff. 



6. CONCLUSION 

In this assessment, I analysed three different HR strategies comparing with Tesco 

company. The company is one of the largest organizations with many vacancies 

including Directors, Graduates, Graduates and Apprentices. It needs people with the 

right skills and attitude to support growth and development, however has detailed job 

descriptions, personal descriptions and clear organizational structures.  

As we analysed, it offers a friendly application method and a consistent approach to 

recruitment and selection.  

Tesco's expansion depends on retaining existing customers and attracting new ones. 

Systematic compensation and reward of new and existing employees provides a solid 

foundation for continued growth.  
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