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Question 1
Develop a reasoned and balanced argument as to why the organization needs robust and progressive HRM policies. Your answer should include reference to training and development and employee engagement and how these are linked to HRM strategy
Introduction
Tesco plc. is one of the largest retailers in the national as well as the global landscape that enjoys British heritage of over 101 years, as the company was established in 1919, in and is ranked as the third-largest retailer in terms of gross revenues on an annual basis, and the ninth-largest in terms of net revenues collected by the firm as of 2019. The company employs over 6800 functional outlets in the global landscape, employing over 450,000 capable and skilled individuals as of 2019 alone, and generated gross revenue of over £2.206 billion for that period (tescoplc.com, 2020).
Discussion
Thus, this essay would effectively highlight and bring forward the concept of managing people within the organisational landscape of Tesco plc. and would present an argument on the need of a robust as well as progressive HRM policies within the organisational mainframe of Tesco plc. as a whole. This essay would also devolve into the core concepts of HRM, and its application in the current organisational mainframe, in the retail sector, in the UK, which is characterised by intense competition. The human resource of the organisation can have a direct and magnanimous impact on the overall public image and revenue-generating capability of the firm. 
The concept of Human Resource Management can be portrayed as a strategic approach that is utilised by an organisation for the strategic and tactical management of its Human Resources that can help the firm in establishing a competitive advantage over its competitors. Human Resource Management can also be inferred as the princess of the strategic implementation and integration of the goals and targets of the firm on the employees so that the firm can ensure its sustainability as well as the feasibility of operations and functions along with ensuring its existence (Mira et al., 2019). 
The Human Resource Management Policies can be defined as the set of guidelines or approach that are utilised by the management or the organization in order to manage its particular human resources and are composed of a range of specific guidelines that provide assistance to the firm and the employees regarding certain cases and scenarios. Thus, the policies serve as a reference point to the human resource managers and the employees working use them in the organisation and helps the managers and the hierarchy in making undertaking decisions regarding the workforce of the organisation, in cases like recruitment, selection, compensation, training, and other cases (Wikhamn, 2019). 
The policies within the organisational mainframe are made and drafted in compliance with the specific employment laws and regulations prevalent in the country, along with the certain and specific standards as well prevailing conditions that exist in the industry as a whole. These policies and framework thereby serving as a reference point and consultation for the managers for the treatment and the decision making regarding the employees working in the organisation like the current compensation that is prevalent in the industry, along with the working hours, employee benefits and engagement and other factors and scenarios as a whole (McKeown, 2019). 
Thereby in the organizational landscape, these policies and framework help and assist the manager or the hierarchy in managing the human resources and undertaking decisions that are concerned with the Workforce of the firm in the organizational landscape, and include a range of factors like Employee motivation, retention as well as productivity. The HRM policies and framework have a direct and significant impact on how the employees or the workforce at large behaves within the organizational landscape, how they undertake tasks, within the organisation and how they can help the firm in achieving its goals and targets and their impact on the goodwill of the firm as a whole (Lin & Sanders, 2017). 
The HR framework and policies rudimentarily present the rules of engagement with the employees within the organizational mainframe, and an organisation with rudimentary or old policies that are not updated with the current national and global industry standards would lose out on a significant competitive advantage. Since, the HR policies and framework are composed of how the competitors as well as the industry in general treats the employees or the workforce, their compensation as well as the working hours and the treatment of the employees within the organization as a whole (Jørgensen & Becker, 2017). 
Thereby, an organization with progressing and modern HR policies would find it easier to actively engage with the employees and undertake training as well as development of the employees as a whole, without aunty discrimination or preferential treatment being provided towards any particular employee within the mainframe of et organisation. Wherein Employee engagement can be portrayed as the range of activities that are undertaken by the management for the upkeep as well as engagement with the employees working in the organization, and can be described as the relation that is shared between the organisation and the employees as a whole (Gupta, 2017). 
The importance of employee engagement within the organisational mainframe is in the form of increased employee safety as well as loyalty, as employee engagement leads to higher satisfaction amongst the employees, which drastically reduce employee turnover, as the employees feel valued in the organization irrespective of their designation or position. Thereafter, employee engagement also reduces the rate of absenteeism within the organisational mainframe, as satisfied and happy employees are less likely to abstain from work, as they feel valued, and think that they owe to the organisation, which in turn also reduces the overall cost of operations that the firm has to append on recruitment and selection of fresh employees due to reduced employee turnover (Holt, 2016). 
Thereafter, the HR policies and guides the firm in training and development of the workforce as a whole since in the current landscape, in lieu of the highly competitive retail industry, the employees are required to be omnipotent. That is, they must cater to different demands of the firm in terms of human skills and talents, thereby increasingly more and more organisations, as opposed to the traditional role, and concept actively undertakes the task of training and development of the employees (Hangal & Kumar, 2018). 
Thereby, the employees are taught to adapt and survive along with meeting the specific demands of the firm as a whole, through gaining the relevant skillset that can allow them to transmit and provide their utility as well as functions effectively in undertaking different job roles within the landscape of the organisation. Thus, the organisation must undertake employees training and development, so that they can enhance their overall profitability as well as revenue-generating capability as a whole along with reducing the overall costs of the firm, allowing the firm to retain its employees and reduce employee turnover as well (Zoller, 2018). 
Thus, these are the basic HRM guidelines and policies that have a significant impact of the overall gravity as well as the revenue-generating capability of the firm as a whole, as the policy and guidelines help the firms and the management in effective decision making and retaining the employees as well. Thereby, the firm needs a robust and progressive HR policy in order to adapt and survive in the current environment and the national as well as global market, wherein the policies and framework are adapted and modified as per the needs as well as the specific goals and targets of the organisation (Zentes et al., 2017). 
Thus, in the organisational mainframe of Tesco plc the need of Robust and Progressive HRM policies can also be highlighted form a specific utility that is provided by the HRM policy within the organisational landscape, as a whole, through the guidelines and framework. It can help the firm in assessing and evaluating its need in terms of human resources, as Tesco Currently follows the policy of creating value for the employees, wherein the firm support the employee's ventures as well as their latent talents as well as skills, by providing them with the necessary training as well as development. 
Thereby, comparison with the global retail standards, each and every retail organisation is matriculating to removing special treatment to its employees so that they feel valued within the organisation and aims at creating an inclusive space wherein they can actively apply their skills and talents for enhancing their revenue-generating capability. Tesco, in that particular aspect, has been the trendsetter in the industry, which is highlighted from the particular revenue-generating capability of Tesco, along with the actual revenue that the generated in the national as well as  global landscape, wherein the firm is ranked amongst the largest British Retailer (Dondjio & Haafst, 2019). 
Thereafter, the employee engagement policies in the organisational mainframe of the company are also directed and established through its HRM policies as the firm employs a large and diverse workforce in the national as well as the global landscape with over 450,000 employees through 6500 outlets in the national and global landscape. Thereby, the firm has predefined set of policies for employee engagement in its stores and outlets that are based in and outside of the country, the company needs to create an effective guideline for the specific countries in which Tesco operates in the global landscape, as each and every region has its own set for competitors and legal policies as well.  
Thus, this allows the firm to focus on one of the important stakeholders that are the employee who has been considered as one of the most ignored as well as overlooked segments in the realm of stakeholders, irrespective of their level for contributing to the overall revenue-generating capability of the firm (Barrena-Martínez et al., 2019). The effective utilisation and implementation of the HR policies the firm can establish a sustainable competitive advantage over its competitors and enable stem to enhance its revenue-generating capability as a whole (Mira et al., 2019). 
Thereby, the present or defined set of HR policies might have certain drawbacks in the organizational mainframe and can reduce the overall facility of the operation of the firm as a whole since the firm has to follow the rules and regulations that are being utilised by the competitors and the industry as a whole. Therein, disregarding the factors, like the scale of operations, the feasibility of operations, overall cost incurred by the firm, the profitability of the firm as a whole and the level fob operations, that can have a negative impact on the feasibility and survivability of the company as well (Blom et al., 2019). 
Since, every company has a different set of production capabilities, as well as operational and functional capabilities, that are unique to the company, and a certain location or region, like the local tradition and customs that are prevalent in that particular region or location as a whole. Therein, a predefined set of regulations and guideline that are meant to serve as the basic guideline may hamper the coverall feasibility of the firm in that particular location as a whole. Thereby, reducing the competitive advantage or the goodwill, as happened with Tesco in the US, as due to different sets of customer base, and their unique tradition, as well as requirement, turned out to be havoc for the company. Furthermore, the predefined set of regulations and guidelines that were set by the firm also were rendered useless (Hankivsky et al., 2019). 
Thus, the companies require HRM policies and guideline, in the organisational landscape, but these policies must be used only as a soft reference point within organisational mainframe to be used for reference only, and not to be used by as an unbreakable rule, in the ever-changing and diverse global as well as national retail environment that is also characterised as highly competitive. 
Conclusion
Thus, in a brief, this essay effectively highlights Human Resource Management in the organisational landscape of Tesco, which can be portrayed as a strategic approach that is utilised by an Organisation for the strategic and tactical management of its Human Resources that can help the firm in establishing a competitive advantage over its competitors. Thereby, this essay further highlights the need as well as different aspects of HRM policies in the organisational mainframe of Tesco and the limitation of the HRM policies in the organisational mainframe of Tesco plc.       
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