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Current and Predicted Changes in the External Environment and how they Relate to Human Resourcing Strategies at Tesco
World economics, changing social attitudes, demography and technology are continually shaping how human resource personnel recruit employees to their respective organizations. The need for an effective and balanced workforce, boasting of the right sets of skills, all serving within their areas of strength, at the right monetary costs, and at the right time rings true in the contemporary corporate world more than ever before. Tesco Company is not exempted from this now established corporate rule. Given the existing concerns over skill inadequacies, compounded with an ever-increasing competition to attract top talent to several commercial organizations, organizations need to explore and understand how several external environmental factors relate to and influence corporate resourcing strategies. Recruitment is a necessary process that gains benefit from the powers to define and guide the future of an organization. Proper organization resourcing can keep a business ahead of the curve by ensuring the efficiency of operations and also profitability. This means that they are investing the right amount of resources into the right functions to ensure that operations can be sustained and each function is getting the necessary support to enhance performance and meet overall business objectives(Kumari, 2012). Also, approaches to recruitment can either make or create conflicts within an organization’s success building strategies. Overall, recruitment plays a vital role in shaping corporate success. There exists little doubt in the fact that hiring the right employees serves as the building units that propel a corporation to the next height of accomplishments. 
Changes in external environmental factors have a direct influence onthe recruitment strategies that different corporations employ to supply their work structures with the right group of employees. As discussed before, these groups of employees must have the right mix of qualifications and abilities to complete certain tasks within such institutions. Recruitment methods, skills development, and the Brexit are just but a few in the list of current and predicted changes in the external environment that have been implicated and are projected to result in changes in people resourcing strategies at Tesco plc(Wall, 2016; Lang, 2014; Kumari, 2012). A step by step analysis of the individual dynamics will not only highlight how well Tesco is doing in the midst of competition from other groceries and general merchandise retailers such as ASDA and Sainsbury’s but also help provide invaluable insight on what needs to be done in the wake of the ever-shifting changes in the external environment. 
To help initiate this discussion, it is important to first focus on changes in recruitment methods as an external environmental factor and its relationship with human resourcing strategies at Tesco. Recruitment techniques are ever-evolving, and with developments in internet technology, the human resource landscape has revolutionized to a great extent(Piotrowski & Armstrong, 2006). About two-thirds of companies in the UK are currently using internet technology to source employees. However, traditional techniques are also still considered viable methods for human resourcing(Hsu & Leat, 2000). Tesco Company is one of the corporations that heavily relies on both traditional and current techniques to attract candidates. However, the company today leans more toward modern recruitment methods such as web advertising, talent search, use of recruitment agencies, and social media platforms as compared to traditional methods such as print advertising and advertising externally (CIPD 2015). Modern methods of human resourcing are more effective as compared to conventional methods such as television, radio and print advertising. That is not to say that these methods do not have a role in the modern day human resource strategy, but simply posits the notion that less investment is required for the human resource function to be successful(Hsu & Leat, 2000). It is estimated that by the end of the year 2022, it shall have overtaken the latter forms of recruitment.This is because there is a higher demand for recruitment strategies on online channels such as social media, with this resulting in organisations having to develop more innovative and contemporary strategies. Although the forecast is that the year 2022 will be the turning point for when these contemporary strategies become more dominant, there has already been a significant swing towards this way of managing the human resource function(Kumari, 2012; Piotrowski & Armstrong, 2006). This is improving the overall performance of the human resource function but does mean that there is a significant amount of demands on the current workforce to uphold modern working practices and strategies to meet performance targets(CIPD, 2020). This can be challenging for a function that is commonly known for being relatively traditional and outdated, and is why there are many younger individuals being recruited into the human resource function(Hsu & Leat, 2000). 
Additionally, the use of social media platforms such as Twitter has been proven to enable corporations to meet suitable candidates in a lot of ways. Sangeetha (2010) helped reaffirm this sentiment. In the authors publication in the IUP Journal of Business Strategy, they narrated that thanks to being active on social media, companies have been able to meet potential candidates to fill their employment gaps through shared discussion topics and shared connections (Sangeetha, 2010). He also added that a company’s social media activity helps expand its employer brand, and as a result, revealing its organizational culture to potential candidates. This attribute of social media is crucial for attracting top talent and especially for companies with popularcorporate cultures. 
Having explored changes in recruitment methods at Tesco, it is essential to take this discussion a step further by discussing how these changes impact human resourcing strategies at Tesco. First and foremost, Tesco has an established employer brand. The company’s brand reflects on its culture, business mission as well as values. This human resourcing strategy is a necessary response to the changes in methods of hiring employees at Tesco. According to CIPD, the employer brand is what sets apart one company from another and helps show candidates why they should work for one company and not another (CIPD 2010). Aside from being a respectable employer brand, Tesco has also in place an applicant tracking system that automates the process of posting employment opportunities and finding qualified candidates for the company. This system is a perfect response to the shift from traditional to modern recruitment methods. The system incorporates several activities such as one-click job posting to multiple sites, interview scheduling, and applicant sorting. Investing in an applicant tracking system saves Tesco both time and money. Finally, Tesco also creates job posts that positively reflect on the paper. Job posts are the first impressions that probable employees will have of a company (CIPD 2015). Tesco comes off as professional and organized while still embracing its brand. The company’s advertisements on social media platforms such as LinkedIn are sleek and well put-together. The ads help the company attract more applicants and appeal to more applicants who fit in with the company’s culture. 
Studying changes in skills development as an external environmental factor and how it relates to human resourcing strategies at Tesco helps advance this discussion. The corporate world has changed dramatically over the past decade. Several factors such as technological advances, brutal recession, a new generation of employees holding very dissimilar viewpoints of what employment should look like, and increased competition for skilled workers shape the revolution. According to Milligan (2017), on her publication on the SHRM Foundation, ten years down the line, employers cited providing leaders will the skills needed to be successful and succession planning as some of their future top challenges(Milligan 2017). Today, however, employers are complaining that increasing competition for lower-level workers is one of the topmost concerns.
Consequently, employers are today more than ever before focused on human resource development at the workplace. As opposed to wholly depending on fully developed employees, Tesco supplements externally sourced staff with its internally developed personnel. The sourcing is partly due to competition from well-established rivals such as Aldi, Lidl, Waitrose and Morrison’s who are also eying the same group of workers to drive operations within their respective business premises. Today, the workplace at Tesco is highly individualized and more employee-focused. Human resource development at Tesco, among many other things, entails, according tuition services to entry-level employees, sharpen their competencies and also prepare them for future employment opportunities. Moreover, employee skills development at Tesco also involves the provision of flexible schedules to employees with family obligations and other personal commitments. Employee development at Tesco has become gig-focused and agile. This has been largely driven by the fact feedback channels have also become fluid with heavy reliance on annual reviews to gauge individual, and collective performance of employees abolished for more flexible and less formal approaches. It is also important to consider that the agility in the Tesco human resource function has stemmed from the ability of the firm to reduce their overheads and improve overall responsiveness to the market needs. This means that there is a lot of flexibility within the overall performance of Tesco, with this helping the company upscale and downscale their operations when required. Therefore, having a flexible workforce is pertinent for this being possible at it means the cost base of Tesco can remain sustainable.Generally, it is easy to say that HR at Tesco is quickly shifting from processing papers to ensuring that employees feel valued and cared for at their various workstations. 
This is often deemed as a modern requirement in the workplace and employees generally want more from their employment than traditional needs and desires. Moreover, this can be viewed through the perspective of Maslow’s Hierarchy of Needs as the majority of employees have extended beyond the simplicities of personal job security and instead want more intrinsic value from their workplace(Lester, 2013). Therefore, the evolution of Tesco into a more proactive and modern-day human resource organisation can be seen as a natural movement, and reflects the changing environment from both the perspective of the workforce and also the general environment(CIPD, 2015). This is because changes caused by Brexit and the evolving independent UK market will restrict talent acquisition for Tesco meaning that they must ensure their workforce is well valued and cared for as a means to reduce overall employee turnover levels. This can be a challenging strategy for the organisation to achieve but it will help to strongly enhance their human resource strategies and overall talent throughout the different functions of the company(Kabene, et al., 2006). 
Following the examination of changes in employee skill development at Tesco, at this point, it is important to introduce how these changes have impacted human resourcing strategies at Tesco Company. Instead of hiring fully qualified personnel to execute several operations at Tesco, the company now focuses on hiring workers and whom they aim to develop and equip with several competencies that will enable them to execute various duties and that are related to their extant and future obligations. Moreover, Tesco seeks to better the general capabilities, discovers and exploits the available potential of its employees as a strategy to making the employees better-skilled personnel and also for their organizational developmental purposes. Finally, Tesco has implemented an organizational culture that encourages supervisor-subordinate relationships, that promotes collaboration, togetherness, and teamwork among sub-units at the workplace. This corporate culture contributes to pride and motivation as well as the professional well-being of employees(Roberson, et al., 2005). 
Whereas it is apparent that the human resource development efforts at Tesco have paid off, there exists a dark side to this endeavor that is solely meant to give the corporation an edge over its business rivals. The poaching of employees is a challenge that Tesco faces, thanks to the present-day competitive market environment and the company’s efforts to better the competencies of its employees. Poaching of employees among major corporations in the UK is rampant, and several companies risk being bled white. Some of the key contributors to this guerilla warfare that has been christened as poaching are compelling business pressures, the chance to work for more promising employers, and demanding deadlines (Sheldon & Li 2013). Tesco, however, does not have to lose its top talent to rival businesses anymore if they strive to improve on the following key areas. Tesco should invest in maintaining positive relationships across the employee hierarchy. Additionally, Tesco should also pay close attention to identifying employee needs and address them appropriately. Finally, the corporation should make an effort to engage its employees regularly proactively. Mohlala, Goldman & Goosen (2012) share helped reaffirm the opinions on how Tesco can ensure retention of its highly trained and competent staff. The trio concluded that companies should focus on delivering personalized and targeted campaigns that drive employee engagement, create friendly workstations and also offer reasonable salaries and benefits. 
To help close this discussion, it is necessary to examine the impending withdrawal of the United Kingdom from the European Union (Brexit) and how it is estimated to affect human resourcing strategies in major corporations in the UK, Tesco being one of them. Brexit as at now, is classified as a predicted change in the external environment and that once implemented, is projected to highly transform human resourcing techniques within the UK. To begin with, the Brexit is estimated to lead to labor shortages in the UK, and this will, in turn, impact the operations of companies such as Tesco. Membership of the European Union (EU) bears direct consequences on the UK labor market, thanks to free movement across all nations who are members of the EU. Membership of the EU also has a direct effect on the UK labor market through the contributions of immigration to the GDP of the United Kingdom nations (Bulmer & Quaglia 2018). However, this is all about to change should the parliament vote in favor of leaving the EU. One of the provisions of Brexit includes restricted free movement from the European nations into the UK. EU workers add up to 7% of the UK’s labor market overall. However, this percentage rises far much higher when considering low-skill jobs within the UK labor market, with EU workers making up about 15% of these groups of workers (The Recruitment & Employment Confederation 2019). In this report, therefore, it is vital to study the post-Brexit immigration strategy to address the issue of replacing low-skill roles following the banning of free movement. What will recruiters and employers do to lure British nationalities into working jobs currently performed by low skill EU nationalists? Recent studies by The Recruitment & Employment Confederation reveal that however hard corporations are going to fight to fill employment gaps left by EU nationalists post Brexit, they will be destined to failure as there are not enough UK nationals keen on taking traditionally unattractive roles (The Recruitment & Employment Confederation 2019). The Recruitment & Employment Confederation (2019) went a step further to indicate that even if companies change their methods of automation and recruitment, they are never going to succeed at compensating for the gap that is estimated to be left behind by EU workers following the successful implementation of the Brexit. 
The above discussion is not complete until after consideration of how Brexit is estimated to affect human resourcing strategies within the UK. Chris Kerridge (2019) reported that the war for talent in the UK will be tougher than ever seen before. In addition, He publicized that HR will have to be a lot more creative to retain top talent within corporations. Finally, he also disclosed that a lot of emphasis will be placed on workforce management than it has never been before. First, focusing on the competition for top talents, restriction of free movement of EU citizens into the UK is estimated to make the UK a less popular destination for EU citizens. This was already evidenced post the Brexit referendum when the number of EU citizens traveling into the UK sharply declined. Things are only envisaged to get worse should the bill be passed. However, the severity of this factor will heavily rely on how negotiations proceed post-Brexit. The UK is urged to at least negotiate free movement of top talent from across the EU nations into the UK. Only this way will it be able to save the operations of businesses such as Tesco. Failure to do so may lead to a reduction in the economic activities of some of the major companies in the UK, Tesco being one of the key suspects as it to a key extent relies on employees from outside the UK to drive several operations within the company. 
Finally, focusing on how Brexit will make HR more inventive so as attract and retain employees and that Brexit will lead to massive investments in workforce management, this is what Portes and Forte (2017) had to say. The duo narrated that corporations will be forced into keeping up with legal changes as the basic humane employment practices and the rigorous protection of trade union rights previously introduced by the EU are likely to be protected and upheld by the UK’s separate membership to the European Convention of Human Rights (ECHR). Also, legislation that did initially have EU input are likely to remain active. Consequently, companies such as Tesco will cover legislation such as shared pension leaves and pension auto-enrolment. Furthermore, corporations such as Tesco are expected to make changes on holiday pay limitations and annual leave carry-over for employees seeking long-term leaves. Dhingra, Machin, and Overman (2017) helped reinstate the opinions of Porte and Forte regarding the effects of Brexit on workforce management. The trio alluded that Brexit will create market volatility in the UK; thereby, having a significant amount of impacts on all types of pension schemes, allowing Tesco employees to enjoy their collective consultation rights, and also resulting in equal treatment of all workers.
Conclusion
Current and predicted changes in the external environment have direct implications on human resourcing strategies within various corporations. Factors such as changes in recruitment methods from traditional approaches such as print advertising to use of the social media and use of recruitment agencies, the need to offer more training services to employees after recruitment and the impending decision on Brexit have been qualified to lead to various consequences, and most of which are beneficial to employers. Companies have also not been left behind in enjoying such benefits as activities such as reaching out to top probable candidates within the shortest time possible is accelerated. Some benefits caused by these changes; however, leave companies with great deals of vulnerabilities. These risks include increased chances of poaching of top talent from companies with the allure of better compensations and more relaxed working environments.
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