BMMB7007 
Student Name:Mandeep Kaur 
Student Number: 2213190

HUMAN RESOURCE MANAGEMENT


Improvement of an HR priority area

Performance management of Tesco



Executive summary
This study aims to evaluate the performance management and HRM complications faced by the organisation Tesco. It has been observed that the employee cost, lack of pay equity, inadequate pay and pay gap are some of the major issues that have disrupted the operational performance of the organisation. This can disrupt the organisation reputation, performance and morale of the employees to perform well. The motivated workforce can be gained by the organisation by paying major focus on Employee pay equity analysis, HRM training for the management department, Performance Feedback and reviewing the results from time to time. This can help the organisation to strategically improve performance as well as employee motivation at the same time. The pay equity and benefits need to be managed by the management so that the reputational issue and legal complications can be better handled. 
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[bookmark: _Toc140875027]Introduction
Human resource management has emerged as a critical function for modern businesses. Companies have gradually begun to see the potential benefits of implementing performance management systems. To rephrase, "performance management" refers to the collaborative effort between supervisors and subordinates to map out and evaluate each individual's progress toward his or her professional objectives. Mostly, this paper will focus on Tesco's performance management system. Since its founding in 1919, the corporation has steadily increased its presence across the globe through several waves of expansion (Alexander, 2020). With a revenue of more than sixty billion British pounds, Tesco is the most successful retailer in the UK. The purpose of this study is to suggest that elements in organizational performance management systems are necessary to ensure that organizations are effective. This article does a literature analysis on the organizational and performance management in retail systems, focusing specifically on Tesco, and provides a genuine table for the management and financial aspects of the business.
[bookmark: _Toc140875028]Organizational overview
Tesco plc is a global British retailer. Clients can buy food and other necessities there. Its headquarters can be found in Welwyn Garden City, Hertfordshire, UK. Millions of people around the world rely on it each week. Nothing is missing from Tesco's shelves, and that's good news for shoppers. It's convenient because it sells practically anything a client could need, including food, books, furniture, toys, and more. Besides groceries and clothing, Tesco also operates gas stations, phone and internet service providers, and other industries. It also operates about 7,000 stores across the world and employs around 4.5 million people (Ajibola, 2022).
Tesco's three most important human resource management initiatives are:
· Recruitment and pay revision.
· Training and development.
· Providing a healthy work atmosphere.
Tesco plc is known as one of the most selective employers in the UK. There's a certain procedure for every task. Electronic scheduling systems are increasingly used for scheduling appointments with all levels of staff, from customer service reps and managers to executives. To narrow down the pool of potential candidates, an online procedure based on a general aptitude test is performed before any in-person interview is conducted (Krummel, 2022). The time and effort of both parties are thus reduced by only interviewing individuals who have passed the test. Similar assistance can be gained by direct application, which is also accessible in-store. Appointing external agencies, going directly to well-respected organizations, and posting internal vacancies are all viable options for filling posts at the highest levels of management.
[bookmark: _Toc140875029]Main discussion
[bookmark: _Toc140875030]Priority area that needs improving in Tesco
Payment issues are seen to be prominent in the case of Tesco. It has been observed that the organisation has forced the employees to take a large real-terms pay cut because of the cost of living crisis (Butler, 2022). This pay and benefits related complications have left an adverse impact on employee morale and performance or ability to meet organisational goals. Compensation and benefits issues are quite problematic in Tesco which has impacted the inclusivity objective of the company Tesco. Based on the below figure, it is indicated that Tesco has established an inclusive culture and has tried its effort in managing diversity. But the organisation has failed to manage its pay gap issue which has hindered the procedure of the organisation and the attempt of being inclusiveness. 
[image: https://lh6.googleusercontent.com/5Pzq7L0XmfY6LArrDVOdf3W7fquruF6TjQFgkP6hN0YOVsbGbS_zVA86RyHyFzb9MgaldiGI0S77AhznjGCYKVFzDOGrASyqeJscuzEo_RTmQA0KbHKIY0_cRMDDRYUkMWa7MY1g7CN2zTzyeFEnRQM]
Figure 1: Diversity and inclusion in Tesco
(Source: Tesco Plc., 2023)
Pay disparity is one of the major problems which can be noticed in the sphere of Tesco. The company has tried to reduce the pay gap complications faced by the company within the timeframe of 2019 and 2020. In-store employees who are mainly women are paid less as compared to the male employees of the organisation who are mostly male (business-standard.com, 2018). It has been observed that thousands of current and former Tesco employees who have fought the fight against the supermarket regarding the issue of equal pay are seen to have won. This was about making sure that the equal pay disputes can be resolved. 
This equal pay and benefits, compensation management related companies’ actions need to be resolved by the organisation because this may disrupt employee performance satisfaction and make the organisation retain employees if pay equity is not maintained within the supermarket (Wadhera, 2021). 

[bookmark: _Toc140875031]Needs for improving performance and current shortfalls
Alternatively, Tesco planned to cut off 1,750 management roles which are mainly induced by the increase in cost due to the surge in the inflation rate (hr.economictimes, 2023). This signifies that despite an effective organisational practice, the company’s HRM policies are not adequate to manage and secure job roles across diverse departments. 
Incorporating performance management into the workplace can boost morale and productivity. As opined by Foy et al. (2019) organizations where the leaders are more inclined towards embracing and valuing employee engagement secure better performance than organizations whose leaders fail to do so. Increasing employee engagement is critical for increasing output and maximizing return on investment. Workers who care about their jobs and their employers are more likely to stay with the company and make valuable contributions. 
Tesco's performance management system serves as a tool for ensuring that staff is working to achieve company objectives. It's a strategic resource that the corporation uses to better care for its workers and its business as a whole. In the eyes of Tesco's higher echelons, a company's performance management system is only as good (or bad) as the managers who are tasked with implementing it (Mooney, 2019). Tesco's approach to performance management is holistic, including not just the company's overarching mission but also the specific goals of both individuals and teams in terms of their performance and the acquisition of necessary skills. An "integrated training facility" that tailors an employee's education and development opportunities to their specific role and responsibilities is a crucial component of any successful performance management strategy. Tesco's performance management system has six parts. Specifically, these parts can be discussed as:
· The first and most crucial part of any performance management system is the performance planning stage.
· Meetings between managers and employees to discuss and evaluate performance.
· Employee performance evaluation and feedback system. Managers and superiors are responsible for providing this type of commentary.
· Part of any compensation and reward structure is devoted to monetary incentives for good performance.
· To help employees enhance their performance, companies often provide them with training, coaching, and mentorship programs (Rosnizam et al., 2020).
· Employees' potential, is determined by factors such as their current performance and their plans for advancement in the company.
Current shortfalls
Tesco has increased 7% increase in hourly pay regarding the basic pay so that the organisation can manage the employees regarding the Living Wage Foundation rate  can be maintained. Retail trade union Usdaw has negotiated the pay deal with Tesco so that pay issues faced by the organisation can be mitigated (USDAW, 2023). This can be seen as the major effort for mitigating the issue that the organisation do not pay focus on the wages of workers. The hourly wages of the employees is quite low below the means and this effort is still not adequate to address the pay disparity noticed among the employees working in the organisation booth in-house and distribution centres. 
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Figure 2: Pay gap in Tesco
(Source: Tesco Plc., 2020)
Even if the mean and median gender pay gap of the organisation has been disrupted by the company which has impacted the employee morale of the company. It is found that the organisation has been sued because of this pay gap related complications. It has been found that UK retailer Tesco sued for $5.6 bn with the claim that the organisation is paying more to the male workers as compared to the female employees for working for almost the same value. This has disrupted the operational value of the organisation (business-standard.com, 2018). 
[bookmark: _Toc140875032]The impact is this deficiency having on the performance/effectiveness
In the wake of a good first half in which it outperformed competitors and posted a profit increase of 16.6%, Tesco, Britain's largest retailer, raised its full-year earnings projection on Wednesday. Workers at a nine Tesco warehouses have voted to strike against the organization which has led to the disrupted performance of the organization in the market (The Times, 2023). This can be seen as the impact of the lack of addressing the employee motivation which is pay equity management and the issue of salaries. The disrupted job security of the employees can be seen as the major reasons for the   performance complications for the organization. It has been observed that the issue of staff shortage is one of the major issues noticed in the case of the organisation (Doody, 2021). If the organisation does not focus on the employee related better wage and other better policies, the company can face the issue of the staff shortage further. Troubles in the supply chain and a lack of available staff have hit British shops hard. Retailers in the food industry face an additional challenge during the COVID-19 quarantine: the pressure to top sales records set in the year prior. 
[bookmark: _Toc140875033]Benefits of improving performance management for organization, stakeholders and employees
a) The organization
Tesco's performance management system has become an integral and powerful aspect of the business (Lokanan, 2021). There is a correlation between the implementation of a performance management system and an increase in employee motivation and productivity. It has been useful in clarifying objectives and motivating staff to work towards their realization. Performance management has beneficial effects on the business as a whole. Tesco's established performance management system has allowed for the effective administration of its staff. The motivated workforce can be identified as one of the major beneficial sides that can be gained by the company. The skill gap issue can be mitigated because of reduced turnover rate (Gravina et al. 2021). The legal complications related to the HR issues of human rights violation cases can be mitigated. This in turn can be helpful for the organisation to reduce the issues of reputational damage to some extent. The company has gone through change and the participation of employees in the change procedures makes the performance effective (Awadari and Kanwal, 2019). 
The primary driver behind Tesco's performance management system is the requirement to harmonize organizational goals with HR goals. Employees are Tesco's most precious resource, and the corporation knows that its success depends on its ability to better align its personal goals with the company. In contrast, it could backfire and produce inferior results if it isn't relevant and appropriate. Confusion over firm goals and a lack of buy-in from employees can have a negative impact in the long run (Bilińska-Reformat et al., 2019). Even if a PM system is well-thought-out, it may not be adopted without the support of management. Involvement and strong support from senior management throughout the deployment of the PM system has been shown to have a significant impact on both the confirmation of the PM system's value to the organization and the assessment of its eventual effectiveness. If high management doesn't back a system, it doesn't matter how well it's constructed. 
b) The employees
The employees can be benefited through the proper wages and benefits are provided. The motivation of the employees to perform better within the organisation can be enriched effectively (Ali and Anwar, 2021). This can be helpful for the process of performance management for the organisation. 
It's a helpful tool for managers to use in gauging whether or not their staff members are progressing as planned and achieving their objectives. By following these steps, a company can conclude the relationship between effective performance management and the achievement of Tesco's goals (Yawson and Yamoah, 2022). Through performance management, workers get transparency into the organization's objectives. The team's leaders and members may work together peacefully since they have the same expectations for the project's outputs. In response, organizations with such cultures report less friction among employees, greater productivity, and better results overall.
Salary, yearly goals, and performance can all be recorded with the aid of performance management software. Thanks to these details, Tesco can reliably promote deserving staff to higher positions and assign them to new ones. They also aid in determining which employees are underperforming and so need further coaching or PIPs. When workers know what is expected of them, they may better analyze their performance and take charge of their professional development (Kay, 2022). Employees are more likely to be satisfied with their jobs when allowed to shape their careers. Depending on how it sees fit, Tesco may opt to reward its employees with bonuses, prizes, or even promotions. This reinforces the idea that employees at Tesco can expect to be recognized for their efforts and motivates others to strive for even greater success.
c) Other organizational stakeholders
Customers in every industry are subjected to mandatory training sessions, but some of them may have special needs. Ineffective workers can be helped by the company by providing them with training specifically designed to address their needs. Human resources (HR) and learning and development (L&D) teams can use this data to anticipate and meet the training requirements of all employees and divisions (Voss et al., 2019). A company's ability to manage and develop its employees is directly correlated to the quality of the performance management systems in place. Those who perform well can be rewarded, and those who don't can be helped. As a result, this can improve client retention rates and save money for businesses that rely on them.
[bookmark: _Toc140875034]Conclusions
The right managers should be hired and supported by their employers to boost organizational performance and staff productivity. Tesco's performance management system is a never-ending cycle, thus the company's leadership's dedication should be viewed in the same way. This is because Tesco's top management initially supported the company's performance management system, but later grew less invested, leading to a subpar rollout of the initiative. Even when the rationale for performance management systems is crystal clear, there is a good chance that employees will misinterpret the goals of upper management or the human resources department. Tesco's performance management system may benefit from employee participation in its design if it is to win over the confidence and dedication of its workforce and address any lingering concerns it may have about its efficacy. Employees at all levels of an organization, from managers to hourly workers to those without supervisory responsibilities, should be involved in the implementation of a performance management system, according to this approach. 
[bookmark: _Toc140875035]Recommendations
· Employee pay equity analysis can be made as part of the process of making sure that the pay benefits and related equity management prospects are properly maintained within the sphere of the organisation. Barnard-Bahn (2020) has stated that equal pay audit measures the equal pay for equal work. This can be conducted by the organisation within the company so that the legal complications because of compensation and the diversity factors can be mutilated in the future. The HR department needed to implement the Pay Equity Analysis yearly so that the organisation can make sure that the pay gap complications do not arise further in the future to mitigate further reputational damage and performance gap among employees. 
· Human Resource Management training can be implemented by Tesco with the motive to contribute towards a strategic development within the competitive workforce with while emphasising on the optimisation of business results using various techniques for personnel management (Rosnizam et al. 2020). Therefore, adequate HRM training program and facilities need to be provided by Tesco to its HRM department 
· Collect and Provide Performance Feedback- In order to make information about performances useful for the managers and other officials, the informational outcome needs to be disaggregated or broken out by important features of the customers or the work which needs to be completed (O'Keefe et al. 2020). This in turn helps users in the identification of data and where the program has been performing in a better manner. This can be implemented by the HRM department in the areas within Tesco that requires improvement. 
· Review Results and Outcomes Regularly- The implementation of Web Crawler is mainly based on the collection algorithm responsible to collect reviews regarding food products and stores within the application of a company’s website (Naik, 2020). Therefore, the company can implement advanced technologies into their official websites. This can in turn help the company under the adequate guidance of the HRM department to get accurate ratings from customers. By maintaining a steady stream of useful feedback, everyone involved will benefit.
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