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Executive summary
The report is established considering Tesco Plc and Burberry, with the core theme of addressing people management strategies. The organizational culture and strategic decisions play a decisive role in changing the dynamics of people management. On the other end, the financial state of a company determines the capital allocation for HRM functions. The DEI standards are the future at Burberry much like Tesco Plc to deal with diverse groups of employees. Tesco Plc and Burberry both depend on the Y style of management to execute HRM actions. EI support for the employees and gaining benefits from having AI-powered solutions for HRM are proposed for both businesses. 


Table of Contents
1.0 Introduction	5
2.0 Organisational overview	5
2.1 Tesco Plc	5
2.2 Burberry	5
3.0 Main discussion	5
3.1 Internal and external environmental changes impacting people management strategies	5
3.2 Organisational approach to manage people	8
3.3 Analysis of key people management concerns within the businesses	10
3.4 Role and impact of technological advancements, especially AI on people management strategies	10
4.0 Conclusion	11
5.0 Recommendations	11
6.0 Reference list	13
7.0 Appendices	15



List of Figures
Figure 1: GDP (current US$) - United Kingdom	6
Figure 2: Industries with the unhappiest workers UK in 2023	7
Figure 3: Positive effects of technology on employee well-being in the UK	7
Figure 4: People management at Tesco Plc	8
Figure 5: People management at Burberry	9



[bookmark: _Toc164529937]1.0 Introduction
The need for employee relations (ER) in a business is immense because it has a regulatory focus and relationship focus to promote better people management. The HRM and ER collectively contribute towards people management as the key actors within this are employers or managers, employees, employee unions, and government. Policies to keep the workplace safe and secure for the workers and building a level of high trust for sustainable work output become the core mantra of ER in a business (Yadav et al. 2023). The human resource management (HRM) function in a business helps address the people associated with the business internally in different actions. The communication bridge between the managers and the people at work goes through HRM practices. The aim is to analyse the people management practices in Tesco Plc and Burberry. 
[bookmark: _Toc164529938]2.0 Organisational overview
[bookmark: _Toc164529939]2.1 Tesco Plc
The largest supermarket chain in the UK is Tesco Plc, with £57.7 billion in sales, and £2,630 million in adjusted operating profits (Tesco Plc, 2023). An organisational profile describes the formation of a business, the human resources involved, and the mode of operations exercised in it to seamlessly transact in a specific business domain. Emma Taylor as the Chief People Officer at Tesco Plc has managed to make sure people are treated equally in the workplace as the board governs the employee activities and prioritises sustainable actions in HRM. 
[bookmark: _Toc164529940]2.2 Burberry 
Burberry is one of the leading fashion brands in the UK as it considers people's well-being and inclusive employer branding to be key aspects of the business. The company features diversity, equity, and inclusion (DEI) standards, fair and equitable pay practices, and a culture of learning and development to be core attributes of people management. It is reported that the brand generated £2,501 million in retail revenue in 2023 as compared to £2,273 million in 2022 (Burberryplc, 2023). The operating profit for the brand increased from £543 million in 2022 to £657 million in 2023. Employees from 140 nationalities across 34 countries work for the brand. 
[bookmark: _Toc164529941]3.0 Main discussion
[bookmark: _Toc164529942]3.1 Internal and external environmental changes impacting people management strategies 
Tesco Plc registered lesser profitability recently, citing a trend for cutting workforce strength. For Burberry, the better financial condition because of higher margins allowed the brand to invest further in shaping an innovative workspace for the employees. As viewed by Rigby and García Calavia (2023), trade unions represent the workforce with the intent of making sure that employee rights are maintained adequately and proper working conditions are made available for the employees. Trade unions play a key role in negotiating employee wages and working hours. The UK has witnessed a decline in the trade union formations for employee support, but the large-scale operations of both Tesco Plc and Burberry witnessed influence from trade unions to ensure minimum wages for employees are met in the current business state. However, the Modern Slavery Act is followed in both businesses to reduce the impact of trade unions as these brands are investing internally to secure minimum wages for the workers and create a balanced life. 
PESTLE framework helps assess external factors that influence HRM practices. The external environment in a business influences the ER extensively as legal factors such as employment law, social changes and technological trends are major drivers of successfully managing people at work. 
	Pestle factors 
	Analysis of the factors
	Impact on Tesco Plc
	Impact on Burberry 

	Political 
	Political stability is adequate in the UK and the government offers plenty of policies in support of people management at work. The industry regulations in supermarket retail and fashion also help keep the work paradigm balanced for the employees even after the COVID-19 pandemic hit in 2020. 
	Positive impact on employees
	Positive impact on employees

	Economic 
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[bookmark: _Toc164529932]Figure 1: GDP (current US$) - United Kingdom
(Source: THE WORLD BANK, 2023)
According to present reports, 3.09 trillion stood to be the gross domestic product (GDP) value in the UK as compared to 3.14 trillion in 2021 (THE WORLD BANK, 2023). The fluctuating GDP values, high inflation, and currency exchange rate dips have not favoured employment in the UK as economic pressure is reducing employee confidence and forcing employers to cut jobs. 
	Negative impact on employees
	Negative impact on employees

	Social 
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[bookmark: _Toc164529933]Figure 2: Industries with the unhappiest workers UK in 2023
(Source: Clark, 2024)
Social and cultural aspects of a country impact the people management processes extensively in an industry. As per reports, 23.31% of the employees referred to being happy in the retail sector (Clark, 2024). Therefore, supermarket retail and fashion retail employees have managed to cope with the social and cultural changes over time and work with merit in the UK. This includes working remotely for a period after the Covid-19 pandemic hit back in early 2020. 
	Positive impact on employees
	Positive impact on employees

	Technological 
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[bookmark: _Toc164529934]Figure 3: Positive effects of technology on employee well-being in the UK 
(Source: Stewart, 2021)
Applications such as artificial intelligence, big data, and automated solutions are transforming people management in UK businesses. According to reports, 52% of respondents believed that effective communication and 43% of the respondents agreed that better control over work is possible with technology integration in the workspace   (Stewart, 2021). The well-being of the workers in the long run in the retail space can be managed effectively with technology solutions. On the other end, the negative implications of using technology in people management are stress and excessive micromanagement. 
	Positive impact on employees
	Positive impact on employees

	Legal 
	The legal codes need to be followed strictly by businesses to ensure that ethical working practices are conducted and employee rights are valued. Compliance with the Modern Slavery Act in the UK, and a few other regulations such as Health and Safety at Work Act 1974, Employment Act 2002, and Human Rights Act 1998 become essential for a retail chain operating in either supermarket or fashion space. 
	Positive impact on employees
	Positive impact on employees

	Environmental
	As stated by Al-Shaer, et al. (2023), the Environment Act 2021 in the UK assures that businesses are attempting to minimise the carbon footprint from operations. Similarly, environmental social governance (ESG) frameworks in businesses accompany sustainable workforce actions, leading towards ethical sourcing and processing of work. 
	Positive impact on employees
	Positive impact on employees


Table 1: PESTLE analysis 
[bookmark: _Toc164529943][bookmark: _Hlk96947850]3.2 Organisational approach to manage people 
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[bookmark: _Toc164529935]Figure 4: People management at Tesco Plc
(Source: Tesco Plc, 2023)
Tesco plc believes in DEI standards to be a major inducer for a sustainable workforce in the future. It insists on the idea of providing benefits to the employees that are necessary for survival. It managed to support USDAW’s campaign to protect retail workers from abuse a few years back. Managing people is one of the core values within the retail supermarket chain as it generated an 8% increase for hourly-paid colleagues in 2022. According to the study by Al-Shirawia et al. (2023), the HRM department in an organisation plays a major role in driving a high level of productivity and yielding strong performance from the workforce. In the case of Tesco Plc, 330,000 employee strength as of 2023 is indicative of the massive efforts the brand is making to maximise work efficiency while keeping the workplace health and safety standards adequate. The culture in a business and the leadership decisions contribute largely to configuring the HRM practices. Senior management talent planning is done systematically in the business to avoid people management risks and keep the ER values strong. As mentioned by Adeoye (2023), the X and Y theory of McGregor goes to suggest that the managerial style varies in businesses in managing people. The X style of managers believes that the employees are less creative and only work for rewards. According to the views of Ha et al. (2023), the Y style of management as per the X and Y theory of McGregor describes the leader as believing that the employees are accountable and responsible for their work. Micromanagement is not a trait of the Y style of management. In the case of Tesco Plc and Burberry, the Y style is followed for managerial actions. 
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[bookmark: _Toc164529936]Figure 5: People management at Burberry
(Source: Burberryplc, 2024)
For Burberry, gender-balanced recruitment practices are prioritised in the business. Additionally, the aim for the UK market is to increase hiring representation to 25% ethnic minority candidates. In an attempt to build a culture of resolution, trust and transparency, the brand has invested in forming a Resolution Hub. For UK employees, there is a presence of government-funded Burberry apprenticeships in partnership with training providers. As per the study by Acharya et al. (2024), having a dedicated policy structure in a business to ensure that employees are working ethically for professional growth and meeting business goals becomes essential for a contemporary business. There is a presence of whistleblowing, and several anti-bribery policies with Tesco Plc to promote a safe work culture where collaborations reign supreme. According to the case of Burberry, the presence of anti-corruption and antibribery policies remain present which indicates that the brand has strategically devised policies to secure a sustainable workforce. It has managed to outperform many of the competitors in the luxury retail space as it obtained the certificate for UK Living Wage Employer.
[bookmark: _Toc164529944]3.3 Analysis of key people management concerns within the businesses 
Tesco Plc and Burberry have both organised the workplace to be inviting for the employees. As viewed by Dixit et al. (2023), Maslow hierarchy of needs features physiological, safety, love and belonging, esteem and self-actualization needs. The job security in Tesco Plc is slightly weaker as compared to Burberry. According to the views of Durmuş (2024), the health and safety needs of employees should be met effectively by a brand to ensure that employees are committed to work. The workplace is not hazardous by any standards across both organizations, but Burberry is better at managing employee health and safety because of creative employee inputs and higher recognition of training needs for the professional development of employees. In the case of Tesco Plc, Every Voice Matters results is a survey where 86% of employees agreed that Safety at my workplace is taken seriously in the business. Similarly, Burberry employees internally had identical responses to the safety norms present in the fashion brand. An employee engagement score of 75 is witnessed for the brand, which is slightly lower as compared to Tesco Plc. Therefore, employee engagement is adequate across both these brands because of sufficient training and fringe benefits in place. 
Workers are motivated to work in Tesco Plc and Burberry as witnessed from the engagement scores earlier. As per the views of Li et al. (2023), the intrinsic and extrinsic motivation level of the employees needs to be managed sincerely by the businesses to keep employee retention and job satisfaction numbers high. Hence, relying on strong motivation levels, the performance standards are also kept high at Tesco Plc and Burberry. As stated by Saha et al. (2023), the emotional intelligence (EI) level of the employees needs to be improved as it shares a strong connection with performance and well-being. Therefore, businesses should be investing in the idea of boosting the EI values among the workforce. However, Tesco Plc is not relying on any EI training to elevate the mental health of employees. According to the case of Burberry, no EI development strategies are configured for the employees as well. Hence, dealing with further changes in future and conflict management could be challenging for both businesses unless EI support is given in the workplace. 
[bookmark: _Toc164529945]3.4 Role and impact of technological advancements, especially AI on people management strategies 
Streamlining and automating different aspects of the HRM becomes crucial for a brand to gain success in the long run and maintain a competitive edge. Rapid advancements in technological solutions in the field of HRM have helped secure better approaches to dealing with people at work, including the use of software to hire and train employees. As mentioned by Prentice et al. (2023), performance tracking is one of the major aspects of introducing advanced technology in the HRM department of a business. Similarly, the contribution of artificial intelligence (AI) in acting as a major inducer of advanced technologies in HRM functions has to be applauded because of the multifaceted benefits it shares. Apart from this, people analytics, big data, and human resource information systems (HRIS) are modern solutions applied by businesses to bring efficiency to their workforce. Analysing real-time employee data with the help of workplace monitoring tools is also used by some businesses to ensure that work engagement remains intact for better work output. However, the capabilities of AI are massive in a business where the workforce is large in size and performance management of employees is important. As stated by Rožman et al. (2023), an ample degree of benefits of AI in the field of HRM are removing bias, increasing employee satisfaction, reducing costs, making informed decisions, and integrating AI across payroll, recruitment, and performance management systems. Onboarding new employees and acquiring a talented workforce becomes easier under the influence of AI-powered HRM solutions in the business. On the other end, superior people analytics supported by AI helps in better employee retention. (Refer to Appendix 1)
In the case of Tesco Plc, the presence of My Tesco App aids in the process of smartly aligning the work activities with the employee skills, thereby optimising the flow of work and keeping performance scores high. However, Tesco Plc is using AI towards customer-centric activities as compared to using it for HRM improvements. According to the case of Burberry, a cyber-risk-aware workforce is present in the business as the brand is trying to use AI-powered technology to boost the merit of HRM functions for the future. 
[bookmark: _Toc164529946]4.0 Conclusion
The findings aid in concluding that Tesco Plc and Burberry have managed to effectively exercise HRM practices even under the pressure of distressed economic conditions in the UK. The variations in the management styles are unnoticeable for both businesses as Tesco Plc leaders are using the Y style of management. Both rely on promoting DEI standards, and ethical working practices. EI-building strategic human resource actions should be utilised across both businesses to build better workforce resiliency. Both brands should be considering the wide-scale use of AI in managing people in a better way. 
[bookmark: _Toc164529947]5.0 Recommendations
The HR functions across both businesses in different sectors could be improved by prioritising some key aspects. Therefore recommendations are pitched to configure future HRM practices with a greater degree of sustainability. 
	Recommendations
	Tesco Plc
	Burberry
	Constraints 

	Recommendation 1: Application of AI for performance management of employees
	· In the case of Tesco Plc, the use of high-performance working system (HPWS) for fostering innovative workspace and productive workforce is suggested (Dorta-Afonso et al. 2023).
	· According to the case of Burberry, using the HPWS shall be useful for using AI in maximising productivity 
	Financial resources for Tesco Plc and technological resources for Burberry 

	Recommendation 2: Following better EI support for employee wellbeing 
	· EI support based on the Daniel Goleman model and educating employees with open-channel communication
	· EI support with the application of the Daniel Goleman model
	Policy changes creating workforce disruption 


Table 2: Recommendations to improve HR function
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7.1 Appendix 1: Global business and HR leaders use of AI to assist workers 
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(Source: https://www.statista.com/statistics/1120120/global-business-and-hr-leaders-use-of-ai-to-assist-workers/)
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