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[bookmark: _Toc216523116]Executive Summary 
In this report, the Human Resource Management (HRM) practices within Tesco PLC have been investigated and discussed in relation to the recruitment, training, performance management as well as employee relations within its international operations. Based on the SWOT framework, the analysis shows internal strengths (organized training programmes and sophisticated HR systems) and weaknesses (skill gaps and inconsistent policies). Strategic workforce planning is facilitated by external opportunities such as technology and global talent mobility, as well as threats such as labour shortages, economic shocks and changes in regulations are adaptive HR strategies. The report further makes comparisons between HR in the UK and U.S that are based on differences in culture, law and economic settings, as well as stressing on the critical role of evidence-based and tailored HR practice concerning the effectiveness of organisations.
[bookmark: _Toc216523117]1. Introduction
Human Resource Management (HRM) plays a crucial role in ensuring that organisations access, develop and retain talents necessary in the achievement of both operational and strategic objectives. The HR role represents a set of fundamental tasks such as recruiting and choosing the employees, training their skills, performance management, and ensuring that the relationships between the employees and the employer remain positive (Armstrong and Taylor, 2020). By effective recruitment and selection, the HR professionals are able to recruit qualified candidates and assign them to a job that they are most suited to perform effectively in enhancing organisational productivity and success in the long run. It is also the development of HR-based capacity building by giving systematic training and professional development initiatives that enhance knowledge and competencies and a continuous improvement to the workforce (Potgieter and Ferreira, 2022).
Additionally, HR works jointly with managers when it comes to conducting performance management processes that can help check the progress of employees, assess the outcomes, and offer constructive feedback (Taylor, 2021). Periodic performance meetings can be used to establish succinct expectations, foster responsibility, and make sure that the personal objectives are consistent with the organisational interests. HR is also instrumental in fostering healthy employee relations through ensuring that there is open communication, consistency in policy implementation and that workplace issues are addressed in a healthy and effective manner. The compensation and benefits is another key area of responsibility, under which HR should ensure the creation of competitive reward systems that will inspire employees and increase retention rates (Marchington, Wilkinson and Marchington, 2021).
The following report discusses the main HR functions in organisations, the external and internal environmental factors that shape the HR decision-making process, uses a relevant analytical model to evaluate the impact of these factors on the work of a global organisation, and finally, makes a reflection on how the HR functions in the modern dynamic business environment (Renwick, Redman and Maguire, 2013).
[bookmark: _Toc216523118]2. Internal & External Environment (SWOT Analysis)
[bookmark: _Toc216522968][bookmark: _Toc216523119]2.1 Choice of Model and Rationale 
SWOT analysis is an effective framework for evaluating HR activities by assessing both internal and external factors. Unlike tools focused only on macro environments, SWOT provides a balanced view of organisational strengths and weaknesses alongside external opportunities and threats, offering a comprehensive assessment of HR effectiveness (Johnson, Whittington and Scholes, 2018). Internal factors emphasize how the HR resources, systems and culture contribute or limit performance whilst the external factors indicate the trends in the labour market, regulatory modifications and technological advancements. That is why SWOT is especially useful when it comes to international organisations, as it will enable HR managers to match internal strengths and opportunities with external demands to make evidence-based decisions about strategies (Renwick, Redman and Maguire, 2013).

[bookmark: _Toc216522969][bookmark: _Toc216523120]2.2 Usefulness of the Model 
The SWOT analysis is also beneficial to the HR management because it provides the method of organised evaluation of the compatibility of internal HR practices and the external labour market. The success of recruitment, training, and performance management is enabled by strengths like high levels of employer branding, sophisticated HR technology, and competent HR professionals (Armstrong and Taylor, 2020). Such weaknesses as skills gaps or insufficient investment in HR systems are identified to indicate the areas that need to be improved. On the external front, there are opportunities that are created by demographic changes, technological advancements, and global movement of talent, and threats that include economic uncertainty, labour shortage, and shifting legislation on employment indicate the possibility of risks. Combining all these aspects, SWOT will allow HR managers to synchronize the plans, be flexible, and take initiative to adapt to the change.

[bookmark: _Toc216522970][bookmark: _Toc216523121]2.3 Limitations of the Model
SWOT analysis has a number of limitations, despite the benefits it has. It has the potential to simplify the complex organisational situations because general categories might not reflect the dynamism of the HR practices (Johnson et al., 2018). The strengths, weaknesses, opportunities and threats are normally identified subjectively thus rendering it to bias or incomplete analysis. Moreover, the SWOT does not prioritize or measure any issues so the HR managers need additional tools to identify the urgency and the impact. This model does not also provide a clear relationship between internal and external or developmental relationships with time. SWOT thus should be updated frequently and other HR strategic analysis tools should be in support.

[bookmark: _Toc216522971][bookmark: _Toc216523122]2.4 Linking the Model to HR Functions 
The implications of each of the elements of SWOT are directly related to HR functions. The acquisition of talent and the development of employees are facilitated by internal strengths like an efficient recruitment system and good learning cultures. On the other hand, such weaknesses as the use of old HR technology, lack of regular performance management may prevent communication, slow down the recruitment process and demotivate employees. The access to external opportunities such as technological progress, availability of talents around the world and government programs on skills allows better training, employer branding and planning of the workforce. However, threats such as labour shortages, changing employment regulations, and rising employee expectations affect attraction and retention strategies. By analysing these factors, HR managers can design more strategic recruitment, development, performance management, and employee relations practices aligned with organisational goals (Hidayat and Putra, 2023).
[bookmark: _Toc216523123]3. Organisation Application 
[bookmark: _Toc216523124]3.1 Organisation Introduction:
Tesco PLC is a multinational retail business with its headquarters in Welwyn Garden City, England and is one of the largest global retailers dealing in groceries and general merchandise with headquarters in more than a dozen countries in Europe and Asia (Wikipedia, 2025). Tesco employs over 330,000 people to serve millions of customers in different formats, such as large hypermarkets, supermarkets, and even convenience stores in the UK, Ireland, Czech Republic, Hungary, Poland and Slovakia and by strategy partnerships and operation internationally (Wikipedia, 2025; Times100, 2025). The company is exposed to a wide range of cultures, legal and economic environments due to its wide geographic presence and therefore requires strong global HR practices.
[bookmark: _Toc216523125]3.2 HR Practices:
The Tesco human resource management strategy is in line with its strategic organisational objectives, through employee relations, performance management, learning and development, and recruitment processes in several countries. At Tesco, recruitment is done through workforce planning and multi-channel sourcing, which is a combination of both internal and external recruitment through inner talent pipelines and outer recruitment channels. The company prioritizes training and development by pursuing regular programmes that help to boost skills and cross cultural awareness as well as career progression (UK Essays, 2015; Rapid Assistance Help, 2025). At Tesco, performance management involves frequent appraisals and feedback systems, which are used to align the goals of individuals to the organization to achieve business goals, which promotes productivity and employee engagement (Kumar, 2015). Regarding employee relations, Tesco also cooperates with trade unions and applies the mentioned survey and communication channels to address work-related nonetheless and promote the well-being of the employees (Tesco PLC, 2025). All in all, the Tesco HR practices can be characterized by a balance of the local responsiveness coupled with global consistency that enables the company to control its large workforce without facing different external environments (Alhassan, 2016).
[bookmark: _Toc216523126]4. Application of Model  
Impact on Organisation: Internal & External Environmental Factors (SWOT Analysis)
SWOT is a prominently known strategic instrument of studying both the internal and external environments of an organisation (Johnson, Whittington and Scholes, 2018). As it is applied to human resource management (HRM) in the case of Tesco PLC, the application allows to recognise internal strengths and weaknesses, external opportunities and threats, which are directly applicable to the effectiveness of the HR managers in meeting the organisational objectives (Alhassan, 2016).
[bookmark: _Toc216523127]4.1 Internal Factors (Strengths & Weaknesses):
Internal strengths refer to factors within the organisation that place Tesco at a competitive advantage when it comes to the management of its human resource. To illustrate a case in point, Tesco has a well-established employee recruitment systems, employee training programme and performance management system. These internal strengths enable HR managers to recruit, train and keep a talented workforce, align employee goals with organisational goals, and have high engagement and productivity (Armstrong and Taylor, 2020). The internal capabilities of Tesco also encompass the developed HR technology used in workforce planning and data management, as it allows the HR teams to use evidence-based decision-making and enhance operational efficiency (Smart Life Skills, 2025).
· HR effectiveness is constrained by administrative complexity across countries (UK Essays, 2019)
· Inconsistent HR policies and communication hinder cultural alignment (UK Essays, 2019)
· Regional skill gaps limit effective talent utilisation (UK Essays, 2019)
· Ongoing monitoring and strategic HR interventions are needed to align with Tesco’s goals (UK Essays, 2019)
[bookmark: _Toc216523128]4.2 External Factors (Opportunities & Threats):
Eternal opportunities refer to situations in the environment that can be utilized by Tesco to improve its performance through its HR division. An example is the introduction of flexibility around working remotely and higher access to labour market digital talent, which offers the possibility to recruit and keep employees with specialized skills (Renwick, Redman and Maguire, 2013). Furthermore, new technologies, including AI-based recruitment applications and e-learning systems, allow the HR to optimise the recruitment, training, and performance management performance (Giri and Chatterjee, 2020). Government programmes, such as skill development programmes or job subsidies across various countries, also provide avenues that can be exploited by the HR to provide employees with opportunities to upskill and better workforce planning (UK Essays, 2018).
· Economic uncertainty (inflation/recession) restricts HR budgets, shifting focus to cost efficiency (CIPD, 2024) 
· Labour shortages and intense competition for skilled talent challenge recruitment (CIPD, 2024) 
· Changing labour laws increase pressure on HR flexibility and compliance 
· Evolving social expectations around diversity, equity, and inclusion require continuous HR policy updates to reduce turnover (CIPD, 2024) 

[bookmark: _Toc216523129]4.3 Integration of SWOT Analysis into HR Practices:
Through a systematic evaluation of internal and external forces using SWOT, the HR managers of Tesco will be able to focus the workforce strategies on the organisational priorities. The external opportunities can be exploited by using the internal strengths, including exploiting good training programmes to equip digital skills in the case of technological changes. In the same way, internal weaknesses may be eliminated by managing skills gaps, or better HR systems can be developed to absorb external threats, including regulatory changes or competitive labour market (Armstrong and Taylor, 2020).
SWOT also helps the HR managers to make strategic and evidence based decisions. As an example, a weakness such as lack of uniformity in performance management in various regions will enable the HR to adopt standardised performance appraisals system, whereas recognising the opportunity created by the remote work technology will push the HR to increase the number of flexible working opportunities available to the employees worldwide. Legal changes or labour shortages are some of the threats that will lead to proactive HR planning, which may involve the revision of policies, the reassigning of workforce, and the succession planning. In this regard, SWOT not only brings into focus the environmental factors but also provides informational practical HR interventions that improve the organisational performance of Tesco (Tesco PLC, 2025).
[bookmark: _Toc216523130]4.4 Country Differences: United Kingdom vs United States 

	Factor
	United Kingdom
	United States
	References

	Culture & Work Norms
	Team cohesion, long-term employment, structured career progression. HR emphasises inclusive communication and union collaboration (USDAW).
	Individual achievement, flexibility, merit-based rewards, higher workforce mobility. HR focuses on incentives and performance management.
	Personnel Today (2015); (Adewale and Ojo, 2023)

	Legal Regulations
	Equality Act 2010 mandates contracts, statutory leave, anti-discrimination compliance, structured grievance procedures.
	At-will employment dominates; fewer statutory leave requirements; HR must design competitive benefits and ensure federal/state compliance.
	Equality Act 2010; Primerus (2025)

	Employee Relations & Unions
	Strong union presence; formal consultation and negotiation processes.
	Lower unionisation; HR relies on direct employee engagement and individual dispute resolution.
	(Adewale and Ojo, 2023)

	Economic Conditions & Labour Market
	Post-Brexit labour constraints, structured wage systems, statutory benefits influence HR recruitment and retention.
	Competitive wages, variable benefits (healthcare), state-specific labour regulations shape HR compensation and hiring strategies.
	ThinkGlobal-HR (2025); (CIPD, 2024)


Tesco’s HR practices must adapt to country-specific contexts: UK HR prioritises compliance and union collaboration, while U.S. HR emphasises flexibility and competitive pay, requiring customised policies to sustain effectiveness.
[bookmark: _Toc216523131]5. Conclusion 
This report has discussed the importance of Human Resource Management (HRM) in assisting organisations to realise operational and strategic goals and specifically Tesco PLC. The discussion showed that the functions of the HR such as recruitment, training, performance management, employee relations, and compensation are part and parcel of attracting, developing, and keeping talents and considering the alignment with organisational objectives (Armstrong and Taylor, 2020; Potgieter and Ferreira, 2022). The use of the SWOT model demonstrated that internal strengths, such as effective training programs and developed HR systems, allow Tesco to improve workforce possibilities, and weaknesses, such as the lack of skills or the irregularities of HR procedures, should be addressed through specific improvement programs. The proactive workforce planning is supported by external opportunities, such as technological innovations, digital talent pools, and government skills development initiatives, and the strategic adaptability is required by external threats, such as labour shortages, economic unpredictabilities, and changing employment laws (Johnson, Whittington and Scholes, 2018; Giri and Chatterjee, 2020).
The comparative analysis of the UK and U.S. demonstrates how cultural, legal, and economic differences shape HR practices. UK operations are based on compliance, systematic development and union relations whereas U.S. operations are not based on union relations and emphasize on flexibility and performance-based rewards. Global HR needs to be adapted on a local level and consistent in strategy, agile, culturally awareness and evidence based to remain competitive and resilient in organizations.
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