
A critical analysis of human resources (HR) training programs in Tesco and its impact on the organisational performance




Introduction
Tesco, a UK retailer, operates supermarkets, hypermarkets, and convenience stores. Established in 1919, it has a strong presence in Europe and Asia. Focusing on customer service, innovation, and sustainability, Tesco uses advanced technology and data analytics for operational efficiency. The network of stores and online platforms of the company offers a wide range of services to the various millions of customers around the world (Aiello et al., 2020).
Tesco, one of the UK’s top retailers, has a vigorous HR department to ensure its huge labour force is managed properly. Tesco has over 400,000 employees as its total headcount and HR services involve recruitment, training, and engagement strategies. They offer training programs for leadership and career development, and manage employee benefits and welfare programs, which impact staff happiness and tenure. In general, Tesco's HR department is the key factor that supports the company's reputation as a preferred employer among retail companies (Rosedi and Mat Jaafar, 2018).

Aim and Objectives
· To conduct primary research to determine the HR training programs in Tesco and its impact on the organisational performance 
· To examine the barriers in implementing these HR training programs
· To make recommendations to enhance HR training programs to address the evolving needs of for employees at Tesco 
Rationale and Significance of Research
Researching the training offered by Tesco’s HR and its effects on organizational performance cannot be underestimated because of several factors. First, at all, the programs of training which are important as a basis for personality of the employee skills, knowledge, and performances consisting of the basis of organizational effectiveness and competitiveness. (Rosedi and Mat Jaafar, 2018) As Tesco has to do business in a volatile, competitive retail environment, flexibility, going beyond old habits, and excellence are the essential features for sustained profits.
Furthermore, the efficacy of HR training in Tesco will be learnt and can give us a clue regarding the level of money they invest in the training of their employees and the rigor they display in creating a culture of constant learning in the company. Training programs that take a significant amount of the budget must be aligned with the company's aims, and there should be some feedback on how it benefits the sales force at work (Aiello et al., 2020).
Alongside, primary research with Tesco employees would enable the acquisition of their views and feelings towards the HR training, which would give a comprehensive insight on both their perceptions and needs. This can discover the most useful information about the strongest and most vulnerable points in the curriculum and help the agents to provide the researchers with recommendations for making the/training more relevant and effective in solving the new problems for the organization (Rosedi and Mat Jaafar, 2018).


Theoretical Context
Human resources play a crucial role in a company's success, with HR programs focusing on employee performance improvement. Leadership development is a key element, particularly in managerial roles, focusing on strategic thinking, decision-making abilities, and management capabilities. These programs help improve organizational efficiency by nurturing employees' leadership potential. HR also addresses technical competencies such as data analysis, project management, and IT by creating training programs that enhance on-the-job performance. Soft skills such as communication and teamwork are also essential for effective service delivery. HR also provides training on diversity and inclusion to promote understanding, sensitivity, and inclusiveness among employees in an increasingly diverse society. Diversity training contributes to a positive workplace attitude, affecting relationships among employees and enhancing the financial position of companies. Overall, HR plays a vital role in fostering a positive work environment and enhancing employee performance. In addition, as noted by Fujimoto and EJ Härtel (2017), diversity training contributes to a positive attitude in the workplace, which is likely to affect relationships among employees beneficially and enhance the financial position of companies.

HR training programs and their impact on organisational performance
HR department training is crucial for an organization's success, contributing to employee empowerment and job satisfaction. It is a multifaceted aspect that must be addressed for high-performing organizations. Effective HR training programs can lead to skill improvement, job satisfaction, and production efficiency. Targeted and individual employee-specific training programs significantly impact the workforce, enabling them to perform tasks perfectly and adapt to work environment changes. Without HR training, employee success cannot be achieved, and leadership may become a parody. Therefore, HR training is a critical aspect of organizational success. This can increase support to the employees, motivation and might result in commitment toward organizational goals (Kimeli et al., 2018).
HR training ensures effective communication of knowledge and methods across all company levels and departments, cultivating a culture of innovation and creativity among employees. This fosters problem-solving abilities and the ability to generate new ideas, thereby fostering a continuous learning and development environment (Anwar and Abdullah, 2021).
The effectiveness of training programs is significantly influenced by the design and execution of the program. Poor training tools or failed teaching approaches can lead to transfer learning and discourage participation. HR programs are not only influenced by the organization's culture but also by the leadership's support. A culture that values learning and actively participates in employee training development is more successful in implementing training initiatives. On the contrary, lack of support from fellow employees or non-managerial commitment can negatively impact the outcomes of HR training initiatives (Stewart and Brown, 2019).
Barriers to the implementation of HR training initiatives
Employee education and training efforts face several challenges, including worker unwillingness, lack of financial and logistical resources, and cultural limitations. Workers may resist learning and development programs due to fear of the unknown or concerns about changes affecting their positions within an organization. Limited funding for training programs can hinder the introduction of state-of-the-art learning methodologies. Logistical problems, such as outdated technology or inadequate specialized training centers, also impede initiatives. Cultural limitations, such as not stressing lifelong learning within the organization's culture or not reflecting the organization's center, can also hinder the effectiveness of training programs. Time limitations, such as employees' workloads and other obligations, may also limit time for training. Lack of leadership support can significantly hamper the effectiveness of educational and training programs. Employees may perceive learning initiatives as unessential when company leaders do not value or support them. Therefore, it is crucial to have engagement from leadership to develop a learning culture within the public sector.
Strategies to Enhance HR Training Programs 
The digital age has revolutionized training and education, boosting employee growth. E-learning websites are popular for professional development, offering access to resources and flexibility. These platforms allow employees to participate at their own pace, avoiding space and time restrictions. Mobile learning methods, which are increasingly prevalent, support just-in-time training by providing employees with information resources when they move. This is particularly beneficial in the changing public sector, as it offers portability and lifelong learning opportunities from diverse locations. Both e-learning and mobile learning methods have significant impacts on employee growth and development.



Summary of Research
The Mixed Methods Approach
The research on developing human resources via education and training to improve the performance of employees will employ a mixed-methods approach that blends qualitative and quantitative methodologies to offer a complete understanding of the problem. One rationale for employing a mixed methods approach is to better understand the research subject, as integrating qualitative and quantitative data may quantify a phenomenon's depth and breadth (McKim, 2017).
Mixed methods research is effective in examining complex social phenomena, combining qualitative and quantitative approaches. Qualitative methods provide in-depth exploration of attitudes, perceptions, and experiences, while quantitative methods offer a broader understanding through statistical analysis. Quantitative techniques measure patterns and correlations in public service performance improvement, while qualitative methods reveal subjective experiences.
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Research Approach
The abductive research approach, where the blending of deduction from available theories and induction from qualitative data is conducted iteratively, helps to provide a more elaborate study on the development of human resources as realised through education and training for improved performance in the employees (Żelechowska, Żyluk and Urbański, 2020).
Strategies for Conducting Surveys
Qualitative Survey Tool
 To fully grasp the perspectives, experiences, and nuanced insights of important stakeholders engaged in or impacted by the education and training programmes for employees, in-depth interviews will be used as a qualitative research approach. Since they allow participants to elaborate, in-depth interviews are great for investigating complicated phenomena (Showkat and Parveen, 2017). 
Quantitative Survey Tool
The study will use structured questionnaires to assess the efficacy, impact, and perceptions of employee education and training programs. This method is suitable for collecting quantitative data on a broad scale, as it allows for statistical analysis and generalizability of results. (Cheung, 2021).

Summary of Sampling Framework
Target Sample
The group of employees working at Tesco will be the Target Sample population for this research. It creates a focus on staff from different departments and levels of the employees to have a representative sample that captures diverse views. The target is to gather questionnaires from 60-100 participants and conduct interviews with 5-10 participants. To capture the essence of different jobs in an organisation, the sample will comprise individuals holding non-management and managerial jobs. 
Location: 
In order to ensure that this geographical dispersion is obtained, the study will be within the headquarters of Tesco. The first location provides face-to-face interviews and contact between the respondents, employees, and HR managers. The sample overall will be more diverse by including regional offices.
Timing: 
This study will be six months, allowing for a sufficient data collection period while keeping the regular duties of employees to a minimum. The study schedule has been harmonised to not inconvenience employees’ work or compromise their involvement. Moreover, it falls when they neither have heavy loads to manage nor are they out of reach for any other reason.
Sample approach: 
A stratified random sampling approach collects representative data from various departments and levels within an organization, ensuring the chosen sample reflects the organization's structure objectively. This method enhances the generalizability of results to a wider employee population through random sampling. (Sharma, 2017).


Appendix
[bookmark: _Hlk158927085]Inclusion Criteria: 
The research will cover employees with at least one year of service. The research has established this criterion to ensure that participants contribute relevant suggestions based on their professional tenure to ensure sufficient experience and exposure to education and training courses.
Exclusion Criteria: 
New hires and long-term absentees will be excluded from the research. This criterion was established to ensure that potential participants are actively functioning in their roles throughout the research period and to focus on persons with minimal organisational experience.
Data Collection Phases: 
Qualitative interviews will be undertaken first, followed by quantitative surveys. The first half of the study timeline will be devoted to the qualitative phase, including in-depth interviews with HR experts and employees. The later part will see the quantitative phase, which will include surveys given to a larger sample of employees, allowing for a sequential and complementary data-gathering strategy.
TIMELINE:
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