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Figure: Human Resource Management
Source: (Matchr, 2024) 
[bookmark: _2rjckg1d5n5y][bookmark: _Toc234415983]HR Functions 
Human resource management professionals are focusing on managing their employees' recruitment, along with training and development, performance management, and employee relations. Managing those helps the business to meet its competitive goals within the market while enhancing its effectiveness within diverse businesses. Recruitment is essential within the business as this helps to meet the requirements of the employees, which helps to minimise employee turnover (Matchr, 2024). Training and development are also essential as this helps employees to improve their working capabilities while enhancing their productivity and creativity levels. Performance management is also essential for personal and professional growth within the market while creating better opportunities within the competitive business market. Managing employee retention helps human resource professionals to build a positive working environment for their employees, which is also essential for managing cultural inclusivity within the market. 
[bookmark: _1qnm1li22n9q][bookmark: _Toc234415984]Report Structure 
Analysing the business environment, a model will be utilised, such as Porter’s Five Forces. This will help to understand the usefulness of the model while connecting the model with the HR functions within the business. Afterwards, Tesco Plc will be chosen for analysing its overall human resource practices. Using the chosen model, the impact on the organisation will be discussed along with its influences in managing HR managers' effectiveness. After completing the part, a brief summary of the report will be highlighted while assessing the future implications of managers in global organisations.
[bookmark: _m7rs9wh3fm9d][bookmark: _4t2rdplapr0o]
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Figure: Porter’s Five Forces
Source: (Theraise, 2024)
Usefulness of Porter’s Five Forces 
Competitive Rivalry: Assessing the competitive rivalry helps business entities to assess the market growth rate, along with the size of the competitors based on their existing products within the market (Theraise, 2024). Focusing on this helps them to improve their customer loyalty while enhancing their innovative aspects.    
Threat of New Entrants: The concept of this stage highlights the chances of a new business entering the market of the existing business while assessing the governmental regulations and business capital (Ndzabukelwako et al., 2024). This helps the business entities to manage their pricing while reducing the chance of a new business giving competition to the existing business.  
Power of Suppliers: This stage helps to assess the power that suppliers have over the business, which is essential for understanding the availability of the resources that guide them to improve their business's uniqueness (Theraise, 2024). This helps to improve the partnership within the market, creating strategic improvements. 
Power of Buyers: This stage is useful as a guide to assess the purchasing rate of the customers from the business, which makes their service quality better and more reliable for adapting their business. It is useful for managing profit margins while controlling their products and services, and maintaining uniqueness. 
Threat of Substitutes: This shows how customers are shifting their preferences from one business to another in order to fulfil their needs and demands (Baird et al., 2024). Focusing on this helps businesses to shape their operational perspectives to improve customer attraction, reducing the shifting rates. 
Limitations of Porter’s Five Forces
The model focuses on a single and fixed point, failing to understand the technological factors of the market, which creates a limitation for the model. The model focuses on adversarial competitiveness rather than growing strategic partnerships, which increases the difficulty for businesses to manage their industrial boundaries (Baird et al., 2024). Focusing on the external factors over the internal factors also creates a critical limitation for the businesses, making the implementation less effective at some point. 
[bookmark: _26ydnkh72c0n][bookmark: _Toc234415987]Link to HR Functions 
[bookmark: _q07btgi2h66v][bookmark: _cqad231p7e14]Utilisation of Porter’s Five Forces helps to assess the internal and external aspects related to HRM practices by focusing on the dynamic business market. This is reliable for actively reducing the employees' turnover rate through meeting their personal and professional needs and demands while building strategic relationships. HRM practices are also impactful for enhancing the adaptability of the competitive market while making the approach beneficial for employees. It can also be observed that human resource professionals are quite keen to adapt to managing organisational transformation based on the changing market, which reduces layoffs through enhancing relationships (Loredana, 2024). Therefore, it can be said that managing those factors helps to improve the organisational culture along with the employees' satisfaction by focusing on the internal market. It is also useful for managing the social, political and legal factors, which are useful for enhancing financial profitability based on the external market. 
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Figure: Tesco Plc
Source: (Tesco Plc, 2026)
[bookmark: _5z4vqctl05ex][bookmark: _Toc234415989]Organisation Introduction
Tesco Plc is one of the leading retail businesses globally, and its headquarters is in the UK and was established in 1919 by Jack Cohen. The business entity has more than 330000 employees who are responsible for managing their day-to-day retail operations, which is increasing their customers' satisfaction within the global market. Focusing on competitive services, the business is currently operating in 5 countries, and they have nearly 5040 stores that are operating to meet customers' needs and demands (Tesco Plc, 2026).
[bookmark: _3q156frpfxnd][bookmark: _Toc234415990]HR Practices 
Recruitment: Managing the recruitment, Tesco Plc is focused on using data analytics and forecasting to assess the need for staff in diverse locations. Focusing on this is leading them to provide job postings for candidates, and for this, they also utilise job and Skills platforms for tracking and assigning skilled candidates (Tesco Plc, 2023).
Training: The human resource professionals of Tesco Plc are critically focusing on managing their workforce planning through assessing the needs of its employees, that is helping them provide the necessary development training. They are focusing on data-driven training sessions based on localised aspects, which is helping them to manage localised market fulfilment.  
Performance Management: Managing the performance of the business entity involves using a circular framework, which is allowing the business to balance its financial metrics along with its targets. Analysing global customer feedback also allows for localised and personalised services by enhancing employee skills for improved performance (Tesco Plc, 2023).
Employee Relations: Managing employee performance helps the business to foster deep union partnerships through its communications, and this makes their initiatives positive for employees by the Human Resource Practitioners. Adapting the bottom-up approach globally also helps to understand employees' viewpoints, which increases loyalty and commitment among employees.


[bookmark: _2685si6b6rfg][bookmark: _Toc234415991]Application of Model
Porter's Five Forces impact the HR strategies of Tesco Plc by dictating the need for operational efficiency and agile talent management. Highly competitive rivalry and substitute threats require cost effective heavily skilled staff, which may drive HR to implement targeted training and rewards systems for customer retention improvement (FU, 2024). The effectiveness of the HR of this organisation with global operations is dependent heavily on continual environmental scanning. To mitigate intense industrial rivalry, high substitute threats and buyer power while also maximising scale advantages, the organisation engages in performance-linked compensation and efficient workforce planning.
[bookmark: _a42pvhro2ac0][bookmark: _Toc234415992]Business Environment Model’s Impact on Organisation
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Figure: Effective Organisational HR Practices
Source: (Hi Bob, 2026)
Customer Service Training: To stay ahead of fierce competition in the UK grocery sector from Sainsbury's, Asda, and Aldi, Tesco Plc is focused on staff upskilling for customer experience differentiation. Pay and reward structures are often linked to customer service metrics to ensure frontline staff motivation and retention improvement.
Agile Staffing Model: Online delivery hubs and similar omnichannel fulfilment, along with agile staff approaches and rapid recruitment, are used to stay on par with online delivery service and discount chain growth (Mason and Jarvis, 2023). The chosen organisation with global operations hence depends on continual digital facilitation and training for workforce empowerment in the automated contemporary retail landscape. 
Workforce Capacity Optimisation: The organisation often leverages its dominant market position and gains favourable terms and supply chain streamlining to prevent succumbing to supplier demand pressures. HR supports this through maintenance of lean operating models, workforce capacity optimisation, and specialist supply chain roles development.
Internal Environmental Factors
Organisational Culture: The deeply incorporated norms and values of the company influence the manner in which HR handles staff engagement, management styles and diversity. Tesco has a ‘People Team’ initiative focused on employee welfare and career advancement (Whitter, 2023). This helps in the creation of a performance-driven, engaging and positive culture that increases HR success while preventing the creation of a toxic, stressful culture that raises employee turnover.
Company Objectives: The overarching goals of the organisation give definition to workforce planning. The aggressive digital technological changes necessitate HR managers to implement rapid employee upskilling programs. Tesco Plc is shifting towards agile HR operational models characterised by digital enablement, duplication removal and strategic planning centralisation. This has allowed the company to streamline its HR processes and provide self-service portal accessibility to staff.
Technological Systems: The effectiveness of HR managers is linked with internal data systems and HR analytics. Cutting-edge data enables better talent deployment as well as target training and predictive scheduling (Naef, 2026). This aids in the alignment of organisational actions with strategic business priorities. Additionally, in-store loyalty schemes are promoted along with driving cross-selling strategies to ensure customer retention.
External Environmental Factors
Labour Markets: Labour shortages and changing workforce demographics may pressure managers to provide competitive compensation and flexible scheduling for talent attraction and retention. Cost of living changes, inflation and economic shifts directly affect wage negotiations and compensation strategies. HR managers have to provide competitive pay for talent retention, especially in crisis periods, so that operations are kept cost-efficient.
Regulations: Minimum wage rises; union disputes and other government policy changes need HR to engage in swift addition of compliance and employee relations approaches. Changes in working hour limits, statutory minimum wage, and other labour laws have limited HR flexibility (Pearson, 2025). This has forced managers to maintain strict compliance along with budget balancing.
Consumer Habit Changes: Higher demands for e-commerce and other consumer habit changes, coupled with worker expectation changes, may necessitate HR to create digitally literate, flexible and diverse workforces. There are low switching costs and huge cheap alternatives available to customers, which is combated by HR through continual training program design that teaches staff how to handle loyalty program data. 
[bookmark: _wurnjf265os5][bookmark: _Toc234415993]Country Differences
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Figure: Internal And External Environmental Factors of Organisations
Source: (Olsen, 2026) 
The internal operations of Tesco Plc are governed by its corporate structure, employee management and supply chains. These interact continually with fluctuating external environmental forces which create country-specific variations that significantly change impacts. While internal strengths ensure efficiency, the location-specific external variables determine global profits and overall success of the company.
Culture: Cultural diversity necessitates the organisation to engage in marketing adaptation along oath structure format changes. This means that while UK stores focus more on bulk buying due to customer preference, foreign market demands necessitate localised product offerings (Li and Zeng, 2024).
Legal Regulations: Operations are uniquely shaped by legal regulations in specific territories since they restrict trading hours or mandate specific joint ventures abroad. Strict regulations pressure the implementation of inflexible external boundaries, operational standards and corporate governance redesign to maintain compliance.
Economic Conditions: Inflation and purchasing power fluctuations force Tesco Plc to strategically change pricing structures and supply chain negotiations. This may lead to involvement in intense price wars, promotion of loyalty schemes, digital integration and personalised marketing-induced revenue. 

[bookmark: _nbzzd8yi6a72][bookmark: _Toc234415994]Conclusion
[bookmark: _it24h1xzccls][bookmark: _Toc234415995]Summary
The present individual report concluded that environmental factors deeply shaped the efficiency of HR managers by determining how recruitment, training and talent retention were done. External and internal forces were evaluated to understand the alignment of Tesco Plc’s people strategies with market realities. Porter’s Five Forces were applied to this organisation with global operations to determine specific HR challenges and adaptations. Apart from competitive market forces, HR managers at this company were also forced to navigate broader environmental factors. It is important to understand environmental factors for HR managers to anticipate market disruptions, align staffing needs with business goals and employee empowering workplace culture.
[bookmark: _7c9hxvo9lfgf][bookmark: _Toc234415996]Future Implications
Global HR managers may continue to go beyond administrative functions to serve as strategic partners as the business environment changes. Changing social environments may require inclusive workforce planning, while digital transformation demands may require AI governance balanced with staff upskilling (Tenakwah and Watson, 2025). Sustainability and ethics are to be upheld through human rights policy enforcement and corporate social responsibility incorporation into company culture.
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