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The purpose of the study is to evaluate the complex employment problem-solving of Tesco. The issue of equal pay in the company has been described in the study and the scope and impact of the problem on the employees have been explained also. The study has identified the causes of the problem through a fishbone diagram and some alternative solutions have been provided for the problem also. The problems have been evaluated in the study through the PMI technique and the process of communication with the stakeholders has been elaborated also. 
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Definition: Equal pay gap is a serious problem in Tesco and in the UK as well. It is measured by comparing the hourly wages between male and female employees. It is not only an employment issue but an unlawful act as well (GOV.UK, 2022). The female workers are paid 90p whereas the male workers are paid 1 British Pound as per the report published by the government in 2022. The problem has been diagnosed in big giant organisations also including Tesco, EasyJet, Asda etc. As per the database, EasyJet pays the women employees 36p and for the same job, the male employees are provided 1 British Pound. In HSBC the median wage is double for men than women. Tesco is a supermarket which pays differently to the employees who work in stores and in distribution though both jobs are equivalent (Duncan, 2022). 
Scope: The horizon of the issue of equal pay is quite wide as the European Court of Justice has also made their consent on this claim and held that EU law is quite reliable in favour of this claim. The women employees of Tesco have made this argument that they are not being paid equally like the male members of the warehouse though their jobs in stores are equivalent to that (Simpson, 2021). In the case of K and others v Tesco Stores Ltd (Case C-624/19), around 6000 current and former employees of Tesco participated as plaintiff and their point of argument was a breach of equal pay rights, especially to the women and they also demanded that the company must consider all the employment conditions in terms of an equal and single entity (Chee, 2021). 
Impact: The latest decision made by the Supreme Court has made the equal pay provision extremely structured and binding for the other business organisations of the UK. The other supermarket companies are also failing to make the argument that the roles of the workers in the stores and the warehouses are different. The Prospect of UK law regarding equal pay for supermarket employees was unclear for many years which has been clarified by the Supreme Court through the latest judgements (Simpson, 2021). The same has happened with Asda as well as in the case of Asda Stores Ltd v Brierley & Ors [2021] UKSC 10, also, the Supreme Court has made the judgement the equal pay claim will be performed according to the Equality Act 2010 and the less pay from the distribution employees will not be accepted (oldsquare.co.uk, 2021). 
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Figure 1: Fishbone Diagram
(Source: Self developed)
Work shifts: It is often seen that the employees who work difficult shifts are paid higher than the others. It has become very obvious that the employees prefer to work in premium shifts like day shifts from 9 am to 5 pm. It becomes tough to get employees who agree to work at night. It is also very hard to get female employees during night shifts as most women prefer to work day shifts due to safety precautions. That is why companies become bound to pay employees of night jobs much higher than other employees for the equivalent work (Slattery, 2022). 
European Trend: Equal pay gap is not only an issue of Tesco but it is a trend of the work culture of the Uk. Not only Tesco but there are many other companies also who are not maintaining regulation of equal payments. In Tesco Ireland, female employees receive 13.2% lower payments per hour. According to Aldi Ireland, in Europe, there is a nominal pay gap between male and female employees of 13% and the companies are aware of this truth. As it has become habitual action for every company in the UK and all over Europe and not all the employees are very aware and hold protests against the system, the irregularities continue (Slattery, 2022). 
Incentive Payments: Incentives also increase the pay gap between male and female employees. It is an evidentiary fact that male employees are more well-positioned in the market than women. Most of the top sites are held by male employees in every company. As the higher positions are under the control of male employees, they receive better incentives which the women do not get. The scope of getting incentives makes the wages of the male employees more high and the gap increases (Slattery, 2022). 
Systematic Inequality: The gender stereotypes and the social norms where women are always measured less than men influenced the equal pay gap also. The women are often offered or appointed in low-skilled jobs and there are many jobs as well which require high physical potentiality that the women are deprived of. In the workplace also many sorts of discriminatory practices are found to be performed as all the highly skilled and highly paid jobs are provided to male employees and women are sincerely prevented from getting them. Even male employees receive better and faster promotions than female employees also (actionaid.org.uk, 2023). 
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Induced Transparency: Tesco must conduct an audit on the salaries of the employees and should identify whether the male or female employees of any sector of the business are paying differently for the equivalent job or not. The company needs to reconsider the payment and benefit structures and should use an equal formula to calculate the wages of the employees for equal-valued jobs. The company is required to conduct research in the market to know the current rate of salary in supermarket stores in the UK. Being the leading supermarket chain in the UK, Tesco must maintain such a standard of salary for the employees irrespective of men and women (Lythgoe, 2023). 
Reassessment and Reevaluation: Tesco should reconsider the provision to the employees including bonuses, promotions and benefits. The company must hold an enquiry to know whether any of the employees have been provided promotions or any benefits or other irregular terms. It also must be identified by the company that any of the employees have been deprived of any benefits of promotions or incentives or not and if so then Tesco must reinforce that practice to the employees and should provide them all those benefits and achievements which they used to deserve (skills4training, 2023). 
Increasing salaries: Tesco should consider the report of the audit and reassessment with utmost sincerity and find out those women who are being paid less than what they deserve. The company should increase the salary of the women employees and must make it equivalent to the male employees of the equally valued posts. The company must keep access to the employees to negotiate their salaries and put on their point of view and arguments from which aspect they can make an argument on their salaries  (Lythgoe, 2023). 
Endorse remote working: Tesco must encourage female employees to work flexibly as per time and location. The chances of working in remote locations and critical shifts must be provided to women also as it will help them to achieve extra payments like male employees. Besides that the women employees will receive a dynamic career also (skills4training, 2023). 
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	Plus
	Minus
	Interesting

	If transparency will be induced then the employees will have no doubts regarding the wages of others and the company will hold a clear position from legal aspects also.
	The privacy of the employees might get hampered and competition regarding wages can also. It might lead to an unhealthy working environment.
	The audit of the wages of the employees will make the space of the company clear but the internal secrecy of the company will not be maintained. Employee management will become easier. 

	It will help the company to rectify the mistakes done by the company and equality will be established.
	The employees who have been provided special benefits will be taken away from them then they might get upset with the company.  
	When the deserving candidate will be provided with a justified salary and benefits, his effort for the company will increase and productivity will help to achieve better results.

	If the salaries of the women employees will be increased then not only equality will be established but they will get motivated also by transactional leadership.
	The male employees might make complaints as it might be unfair to them as they will be deprived of such opportunities in the idle of the year.
	A clash might cause between the male and female employees and the workforce harmony might get destroyed. 

	The women employees will get encouraged to perform challenging job roles and they will receive versatility in their work.
	Safety issues might occur and the operational cost might increase for the company as the female employees are required more comfort and arrangements than a male one.
	Equality will be established not only in salaries and benefits but in opportunities, skills and positions also. The productivity and contributions of female employees will also increase. 

	Considering the positive and negative sides of all the solutions it can be stated that the last one will be most effective and dynamic. It will not create any differences between male and female employees and the skills and possibilities of the female employees will be used better which will contribute to the growth of the company. Salary and benefits will get balanced with opportunities and posting of the company and no one will get the chance to complain of partiality. 
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	Specific
	Measurement
	Attainable
	Relev
ance
	Time-bound

	The solution is specific because it is essential to eradicate the gap in position, opportunity, training and skill development to enforce equal pay in the organisation. Remote working will provide such opportunities to the employees and the working flexibility will enhance their potential also. 
	The audit of the salary of the employees will help to know the payment status of the male and female employees. The employee management team also can inform about whether the female employees are willing to opt for the opportunities to work in remote locations or not. 
	Equal distribution of employees will make this solution executed. While providing promotions or allocating jobs in remote locations, both male and female employees must provide equal opportunities. 
	The solution will be relevant because it will not only reduce the equal pay gap but other differences between male and female employees will be reduced by it also.
	One year is required to execute this solution. 
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Employees: The communication with the employees must include motivation and they are required to convince to accept the above-mentioned solution. As the arrangement will be created for the employees it is essential to receive their corporations and positive engagement in it. They can be informed through mail or phones or by direct communication in meetings (Stephens et al. 2005). 
Managers: Appropriate responses from the stakeholders are required to implement any solution and that is why it is mandatory to coordinate with the managers. Their consideration of the solution will make a strong impact on the culture of the organisation (Stephens et al. 2005). 
Government: The Government closely monitored the activities of Tesco and they scrutinised the decision of the company. Especially after the judgement of the Supreme Court, the government will accept that Tesco will implement an effective solution to eradicate the equal pay issue and being a responsible and important stakeholder, the government will get the chance to get informed through the budget of the company (Stephens et al. 2005). 
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The study has discussed different reasons which are initiating the equal pay gap in Tesco and very fundamental among them is the systematic inequalities. Besides that, it has been identified that the gender pay gap is not a new matter for the UK and it has been performed by other companies also. Effective solutions have been suggested and remote working has been recognised as the most crucial one among them. A compact plan to implement that solution has been provided and the process of communication has been mentioned also. 
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