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[bookmark: _Toc170993575]Abstract
The following study aimed to critically evaluate the perceptions of front-line staff regarding the effectiveness, relevance, and impact of human resources training programs at Tesco and propose strategies for enhancing these programs to improve job performance, job satisfaction, and overall organisational competitiveness. To execute the following study, primary data collection methods have been adopted where surveys are conducted from 52 Tesco employees and interviews are conducted with 2 HR managers. The data is analysed using regression analysis, frequency analysis and thematic analysis for qualitative datasets. As per the findings of the study, training effectiveness such as content relevance, trainer effectiveness, timeliness of the sessions, interactivity of the sessions, and accessibility of training significantly and positively affect employee job enhancement and performance, job satisfaction of employees and preparedness for job responsibilities. The findings also conclude that lack of importance of training of employees is the major barrier to training implementation, and accessibility is another barrier for effective training implementation. To address the significant barrier to an effective training program at Tesco, which is found that employees do not recognise the importance of training, it is recommended that providing an opportunity for online learning can lead to a transparent atmosphere where employees are comfortable posing inquiries. Further, it is also suggested to Tesco’s HR manager that they should include practical training, such as providing mock situations to employees requiring them to perform certain tasks or providing on-the-job can also be an effective strategy to enhance training programs at Tesco.
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[bookmark: _Toc170993576]Chapter 1: Introduction
0. [bookmark: _Toc170244547][bookmark: _Toc170993577]Background
Tesco is one of the most important British multinational grocery and general merchandise retailers, which is based in Welwyn Garden City, England (TESCO STORES LIMITED, 2024). It belongs to the largest supermarket chains in the United Kingdom; there are more than one hundred and fifty shops of Tesco across Europe and Asia. Tesco’s success is built on customer service emphasis, innovative thinking, sustainability, and deployment of state-of-the-art technology and data analytics for operational effectiveness (TESCO STORES LIMITED, 2024). In the large and crowded retail environment where Tesco operates, Human Resources (HR) are extremely important because they shape the company's success. Human resources training programs are paramount in providing the vast workforce of the company with the essential competencies and information to provide efficient customer service, stimulate the production of a motivated workforce and achieve strong organisational performance (Mihardjo et al. 2020). In addition, HR training programs possess the potential to develop the competitive advantage Tesco has over rivals ASDA, Sainsbury's, and Morrison's.
Moreover, through personnel investment, Tesco built a highly skilled and motivated team that can constantly change in response to customers' needs, market trends and technological changes (Hassan, 2022). In addition, well-organised training programs are significantly instrumental in increasing the customer service capabilities of employees, crafting a well-pleasing shopping situation, and offering the store a competitive edge over the rivals. Additionally, HR training in leadership development and management skills remains able to empower companies like Tesco to make strategic decisions, improve operational processes, and innovate. Forming a successful leadership pipeline articulates that companies have a pool of highly qualified employees who can tackle different complexities of the retail trade and react timely to emerging market conditions (Elsafty et al. 2022). 
Also, HR training is of crucial importance in the process of crafting a broader and inclusive cultural environment. Similarly, in the case of Tesco, the notion of training offers effective strategies in bringing diversity and inclusion, which eventually helps the HR professionals of Tesco to develop an environment where employees from diverse backgrounds feel respected and empowered to contribute their distinct viewpoints (Burhan Ismael et al. 2021). In addition, it has also been reflected positively, for example, in the form of increased employee engagement, better decision-making, and, consequently, a more innovative and competitive organisation. Additionally, HR training programs address technical competencies like data analysis, project management, and IT skills, which allow companies like Tesco to leverage cutting-edge technologies and data-driven insights effectively (Spisak, 2023). 
[bookmark: _Toc170244548][bookmark: _Hlk170847694][bookmark: _Toc170993578]1.2 Aims and Objectives
The following study aims to critically evaluate the perceptions of front-line staff regarding the effectiveness, relevance, and impact of human resources training programs at Tesco and propose strategies for enhancing these programs to improve job performance, job satisfaction, and overall organisational competitiveness.
In response, the following research objectives are devised;
· To comprehensively review and analyse existing literature regarding best practices and strategies for designing and implementing effective HR training programs.
· To examine the current HR training programs offered at Tesco and assess their perceived effectiveness from the perspectives of both employees and HR managers.
· To review and analyse relevant secondary data from within Tesco, such as employee performance metrics, training participation rates, and feedback surveys, to gain insights into the impact of existing HR training programs.
· To conduct qualitative and quantitative research through interviews and surveys with Tesco HR managers and employees, gathering their perspectives, experiences, and suggestions for improving the company's HR training initiatives.
· To critically evaluate the research findings and develop evidence-based recommendations for enhancing Tesco's HR training programs, addressing identified gaps, and incorporating the perspectives of employees and HR managers.
[bookmark: _Toc170244549][bookmark: _Hlk170847712][bookmark: _Toc170993579]1.3 Research Questions
How can Tesco improve its human resources training programs to better align with industry best practices and meet the needs of employees and the organisation, ultimately enhancing employee performance, job satisfaction, and overall organisational competitiveness?
[bookmark: _Toc170244550][bookmark: _Hlk170847730][bookmark: _Toc170993580]1.4 Rationale
The following study has a major impact on Tesco as it is highly concentrated on augmenting the efficiency of the HR process of the company. The training programs contribute significantly to training the immense employee population Tesco possesses, which plays a critical role in providing exceptional customer service and gaining an edge over other retail industry competitors (Ajibola, 2022). Additionally, this study investigates talent management practices in the UK retail industry, specifically focusing on Tesco, Aldi, and Asda. The research uses a quantitative approach and analyses data from 150 participants. Results show that retail firms have successfully implemented talent management strategies, including recruitment, selection, training, and succession planning. The study also evaluates front-line staff perceptions and experiences, identifying barriers they face in benefiting from HR training programs. The aim is to provide practical advice on the structure, delivery, and assessment of existing HR training programs. Tesco offers orientation, management training, and technical skills development to meet employees' needs for market changes and technology adoption.
The study’s results are of great importance in the context of the overall performance and competitiveness of Tesco in the field of operations (Krithika, 2020). By assessing the outlined gaps and developing efficient HR training programs that front-line employees easily understand, Tesco will build a more competent, excited, and determined workforce (Krithika, 2020). Thus, it can be improved in customer service and employee retention, which results in a greater competitive position in the cut-throat retail industry.
[bookmark: _Toc170244551][bookmark: _Toc170993581]1.5 Problem Statement
Tesco is one of the major retailers in the UK, which is well represented by over 400,000 employees in its supermarkets, hypermarkets, and convenience stores (Tesco, 2024). To successfully run an organisation with many different employees, Tesco's HR department takes a big role, and it does that by initiating various leadership development, career growth and workforce optimisation programs. Despite all the hard work and money invested in these HR training programs, there is no evident link to how the staff at the front line looks at their efficacy, significance, or influence (Tesco, 2024). In Tesco's operations, the significance of front-line employees, who are often the ones who directly engage with customers and charge with delivering top-notch service, cannot be understated. 
Despite this, there is no report about their judgment, experience, and advice concerning the present HR training programs (Biggest Retail Training Barriers for Front-Line Employees 2023). As a result, the current study endeavours to pinpoint the obstacles and problems that hinder these employees from actively participating in and contributing to these training programs. Beyond this, the study will look at the methods that front-line employees suggest for better structuring, delivering, and assessing the HR training of Tesco. The study becomes imperative given the crucial nature of the efficient connection between HR training and front-line staff needs and perceptions (Alexander, 2020). 
By effectively applying this, Tesco can identify areas for improvement and implement strategies to enhance its performance, satisfaction, and competitiveness by understanding the perspectives of the people directly affected by these initiatives, also echoed in (Rosnizam et al. 2020). Moreover, in the highly competitive retail industry, where exceptional customer service is a key differentiator, investing in the development and empowerment of front-line staff through effective HR training programs can provide Tesco with a significant competitive advantage over rivals like ASDA, Sainsbury's, and Morrison's. In addition, by countering the gaps and challenges identified through this study, Tesco can strengthen its position as an employer of choice, attract and retain top talent, and ultimately drive sustainable growth and success.
[bookmark: _Toc170244552][bookmark: _Toc170993582]1.6 Dissertation Structure
The proposed dissertation consists of the following chapters;
1. Chapter 1: Introduction: it defines the aims and objectives of the study.
1. Chapter 2: Literature Review; this section covers the previously published research papers on the said topic.
1. Chapter 3: Methodology; it defines the chosen data collection techniques and methods for the articulation of the results.
1. Chapter 4: Discussion and Analysis; this presents the results in the form of thematic and statistical analysis. These results are used to answer the designed research questions.
[bookmark: _Toc170244553]Chapter 5: Conclusions and Recommendations; it summarises the results and has proposed certain recommendations against the identified issues.

[bookmark: _Toc170993583]Chapter 2: Literature Review
[bookmark: _Toc170244554][bookmark: _Toc170993584]2.1 Introduction
This chapter reviews literature on effective HR training programs, current HR training programs at Tesco, and their perceived effectiveness from employees and HR managers. It also discusses data from Tesco, including employee performance metrics, training participation rates, and feedback surveys, to understand the impact of these programs. Tesco, the world’s second-largest retailer, ranks third in profits and revenues.
[bookmark: _Hlk165595887]The business offers various goods and services, including technology, apparel, and cuisine (World Economic Forum, 2024). An organisation’s most costly and crucial expense is training and development. The staff’s professional development, such as acquiring new skills or a higher-paying position, is rganizatio because it increases their work happiness and security. Development opportunities for workers are crucial to prevent a workforce from becoming stagnant (Karim et al., 2019). Employee morale could take a nosedive if they see little potential for advancement or change in their current position. Boosting staff morale is a common goal of training and development programmes. Staff turnover, absenteeism, and productivity may all be improved in this way. Tesco wants to boost long-term revenue, and one way to accomplish this is by training staff to upsell and cross-sell consumers. Customers’ loyalty and Tesco’s reputation can benefit from staff training to foster partnerships (Alo, 2017).
[bookmark: _Toc170244555][bookmark: _Toc170993585]2.2 Best practices and strategies for designing and implementing effective HR training programs.
Blanchard and Thacker (2023) acknowledged that an efficient HR training programme begins with evaluating the organisation’s current training requirements. Understanding where the staff is lagging in knowledge and expertise and how to fix this is one of the most important parts of this process. Using job shadowing, performance reviews, and analysing job descriptions are some ways to find this out.
 Once HR perceives what people lack, training can be designed to fill that gap. According to Pandita and Ray (2018), another efficient approach towards understanding HR problems and deficits is carrying out focus groups and surveys. So, HR can identify where staff are ahead in certain areas and some need to have their skills upgraded rightly by doing this. Finally, it offers the staff the opportunity to speak about their opinions and present recommendations for improving the training programme. The second strategy for determining what types of training are needed is to see the performance records. It is to identify the weak spots by analysing data including customer satisfaction rating, productivity, and employee separation rates.
According to Greer (2021), the next step is identifying training objectives to complete the requirements. Determining what the employees will know and be able to do by the end of the training is the first step in planning an effective training programme. The extent of the training program to address the identified gaps is driven by the capacity to set the right objectives. Besides the “who,” “what,” “when,” and “how” questions of the training, a well-structured programme would contain the “why” factor as well. The initial stage of developing an effective training pr“gram”i“plies”finding and stating the program’s aims and objectives. The focus Is mostly on t“e re”u“t of ”r“ining, for instance, better customer service or improved performance. In contrast, objectives focus on the information and skills an employee will acquire after the training (Pandita & Ray, 2018).
Rodriguez and Walters (2017) acknowledge that selecting adequate training techniques is important in creating effective training programs after defining the purpose and objectives. The kind of training, the programme goals, the available time, and the training budget will all influence my decision. Techniques such as lecturing, simulations, online courses, webinars, and hands-on training are valid options for staff training. Lacerenza et al. (2017) found that proper training materials are vital in creating an effective training program. It must be interactive, engaging and learning while simultaneously being related to those participating. Video presentations, e-learning courses, games, and PowerPoint decks are the ready tools to have successful training materials. The themes and objectives of training should be detailed in the learning materials, and the questions of the recipients of the lessons should be thought about and the contents should be tailored to their needs. Finally, Abudlhabib and Al-Dhaafri (2020) examined that training success hinges on how efficaciously the programme is being measured. It is necessary to find out the existing workers’ performance levels and areas that can be improved before initiating training.
 The performance assessment could be provided, questionnaires could be distributed, one-on-one interviews could be conducted, or surveys could be administered after the course has concluded to determine if the objectives and goals were achieved.
[bookmark: _Toc170244556][bookmark: _Toc170993586]2.3 Evaluating the impact of existing HR training programs on employees through performance metrics, training participation rates, and feedback surveys from Tesco.
Tesco tracks employee productivity as a measure of performance improvement following training programs. According to an internal report, employees who completed training programs experienced an average productivity increase of 15% (Awadari & Kanwal, 2019). The most significant gains were observed in employees who underwent technical skills development, which directly improved efficiency and reduced error rates in operational processes. It demonstrates the productivity growth among employees who completed various training programs, highlighting significant gains in technical training. Internal performance appraisal data shows that employees who participated in training programs received higher scores in their annual reviews compared to those who did not participate. The average performance appraisal score for trained employees was 4.2 out of 5, compared to 3.6 for untrained employees (Fadeyi, 2020). Participation rates in training programs reflect the level of engagement and accessibility of these initiatives. Participation rates for Tesco’s technical training programs are high, with an average of 80% of eligible employees attending (Iskhak et al., 2024). 
The high participation rate can be attributed to the blended learning approach, which allows employees to complete online modules conveniently. It shows the participation rates across various training programs at Tesco, rganizatio the popularity of technical skills programs. Analysis by the department shows varying participation rates. For example, the IT department has a higher participation rate of 90%, while other departments, like sales and marketing, have lower rates of 70% and 65%, respectively (Ajibola, 2022). This variation can be due to differences in workload, program relevance, and departmental support for training. Feedback surveys provide valuable insights into participants’ satisfaction and areas for improvement in Tesco’s training programs. Feedback surveys reveal an overall satisfaction rate of 85% among participants (Zarqan & Sukarni, 2017). Participants noted that the programs were well-structured and provided practical knowledge that could be directly applied to their roles. 
Moreover, the survey data strongly correlates with training satisfaction and productivity. Employees who reported high satisfaction with the training programs demonstrated a higher average productivity gain of 20%, compared to a 10% gain among those less satisfied (Ajibola, 2022). People saw the company’s investment in training as an investment that boosted the company’s image. As a bonus, the training made it easier for the workers to do their duties well. The rapid evolution of technology necessitated ongoing staff training for Tesco to stay abreast of software updates. While investing in technological training seems like a waste of money initially, the increased productivity it brought about saved the business money. Managers who provided feedback noted the benefits of the training programs in enhancing their teams’ skill sets. However, they also mentioned a need for more advanced courses to address emerging challenges in the business environment, such as digital transformation and data analytics (Alo, 2017).
[bookmark: _Toc170244557][bookmark: _Toc170993587]2.4 Current HR training programs offered at Tesco and their perceived effectiveness from the perspectives of both employees and HR managers.
Tesco’s HR training programs are flexible and rganizat, and they can be rganizati to meet the requirements of each employee. Among the key training programmes that Tesco employs, new employee onboarding processes are identified as some of the most effective. These programs are very useful in ensuring that new employees are well briefed on the expectations of the company, its culture, and procedures. Tesco offers fundamental training for new employees, preparing them for their duties. The company also offers leadership development programs for current and potential managers, focusing on communication, management, problem-solving, and future planning. This approach serves as a strategic leadership framework for Tesco’s managers. However, the document suggests expanding the training to include more complex competencies like strategy and change management to prepare leaders for the retail sector’s changing environment
Tesco provides two types of training to its employees: on the job and off the job (Iskhak et al., 2024). Techniques used for on-the-job training at Tesco encompass: 
· Mentoring—a more seasoned employee serves as a guide
· Shadowing—a current employee demonstrates the ropes to a trainee
· Coaching—a manager or designated coworker guides a trainee through challenges and motivates them to discover answers
· Job rotation or secondment—a trainee gets a taste of their target role, temporarily or temporarily, by taking charge. 
The employees learn more about their jobs and the people around them via on-the-job training, which also helps them feel more connected to the team. The HR managers also benefit in several ways from on-the-job training. When compared to off-the-job training, for instance, it is more cost-effective. Progress is visible to managers, and they can lend a hand in resolving issues as they emerge (Tesco, 2024a). Additionally, the trainees are more productive since they continue working while training. To top it all off, the worker applies what they study. Team building, communication (e.g., presenting skills), and rganization and planning are some areas where individuals could benefit more from training that does not occur on the job. As JOSEPH, (2017) stated, enrolment in courses offered by other institutions and organisations shows that Tesco is keen on acquiring knowledge from other sources and industry best practices. However, it can be viewed as a drawback because these programs may not be tailored to meet the requirements of Tesco’s rganizational culture. The extent to which the external training is tailored or fit for the company is not well explained. 
From a critical perspective, the fast-track nature of the A-level Options course, where new employees are promoted to their first management level within six months of joining the rganization, is quite alarming. As exciting as this may seem to new members, it creates a question mark on the standard and comprehensiveness of the training given. Some factors for concern include the possible conflicts between the rate of growth and the cultivation of leadership traits that are central to the development of individuals. On the other hand, a plan for the long term is provided by Tesco’s Options program. Sessions on operational skills and leadership characteristics are two examples of what is available. The employee’s Personal Development Program includes Activity Plans, a Learning Log (to document the training’s important points and their intended applications), and a ‘Plan, Do, Review’ checklist to track the completion of plans. As a result, students can evaluate their development independently. Competencies that endure a lifetime result from consistent personal growth (Tesco, 2024b). 
Tesco prioritizes employee retention as it is costlier to recruit new employees than retain current ones. Development boosts staff motivation, as it helps them execute tasks effectively, expand talents, and take on more responsibility. The company needs people who can adapt to new situations and roll with the punches.
Additionally, it must guarantee that it has personnel of the appropriate quality to construct its future management team (Iskhak et al., 2024). From the theoretical perspective, the application of the 360-degree evaluation approach by Tesco can be associated with the multi-source feedback approach, considered one of the best practices in performance management systems. This is because the manager, peers, and subordinates are better positioned to give a more comprehensive account of an employee’s strengths and areas requiring improvement than their direct supervisor (JOSEPH, 2017).
 From a critical perspective, 360-degree evaluation can add to the credibility of the appraisal process and reduce the chances of prejudice that may arise from a single source of feedback. In this manner, the data collected from various sources will help Tesco acquire detailed information regarding the employee’s skills, demeanour, and overall company performance. However, the study of Tesco, (2024b) found a challenge with the practical application of this approach. First, there is always the problem of perceived favouritism or prejudice if the feedback-gathering and assessment mechanisms are unclear and communicated properly to the employees. This is because employees may feel that this process is arbitrary or manipulated if they do not know the feedback sources’ criteria and weights. Tesco rganizati its managers are crucial in motivating teams and driving business success. As such, it offers comprehensive leadership training to current and prospective managers. These programs cover team management, strategic planning, and conflict resolution topics. However, based on feedback, there is room to expand the scope of these programs, especially regarding advanced leadership skills (Tesco, 2024a). The nature of retailing is becoming more and more uncertain as a result of technological development. In the meantime, Tesco delivers qualification training for employees concerning data analysis, supply chain management and digital marketing. This guarantees that the staff is always up to date with the ongoing industry trends and can use modern software tools and technologies to improve efficiency and customer service (Rosnizam et al., 2020). Tesco (2024a) articulated that the information from front-end staff and managers gives rich information on the efficiency and areas for improvement of Tesco’s training programs. 
Research within the organisation revealed that employees are more prepared for work after orientation programs, as the structured learning environment familiarises them with Tesco’s expectations and boosts confidence. Leadership training covers basic skills, but more detailed modules on strategic decision-making and change management are needed. Ajibola (2022) found that managers are depicted in training programs in two ways – as members of leadership programs and as assessors of their team members’ training progress. Managers have appreciated that e-learning is a flexible process; they can complete the training quickly. On the other hand, they have called for more intensive training to handle the complicated rganizational challenges and modelled the need for training content dealing with strategic leadership and business problem solving. Additionally, Rosedi and Mat Jaafar (2018) determined that managers stressed the necessity of training programs adjusting to the changes in the business mission. In this case, training programs that focus on digital marketing and data analytics for online sales support boost Tesco’s digital presence.
[bookmark: _Toc170244558][bookmark: _Toc170993588]2.5 Summary
This review explores Tesco’s HR training programs and their effectiveness, focusing on the importance of training and development for the company’s long-term revenue. As the second-largest retailer globally, the review emphasizes the strategic investment in employee training, which can improve morale, reduce turnover, and increase productivity. Key best practices include identifying training needs, setting SMART goals, choosing suitable methods, creating engaging training materials, and using effective tools for assessment. The review also covers current HR training at Tesco, including onboarding processes, leadership training, and technical training. However, concerns are raised, such as the lack of comprehensive leadership training and the accelerated A-level Options course. The 360-degree evaluation approach adopted by Tesco is analysed, highlighting its merits but also potential drawbacks.












[bookmark: _Toc170993589]Chapter 3: Research Methodology
[bookmark: _Toc166599860][bookmark: _Toc166604736][bookmark: _Toc170244560][bookmark: _Toc170993590][bookmark: _Hlk170848111]3.1 Introduction
The aim of the current research is to evaluate the perceptions of front-line staff regarding the effectiveness, relevance, and impact of human resources training programs at Tesco and propose strategies for enhancing these programs to improve job performance, job satisfaction, and overall organisational competitiveness. The research is basically defined as the systematic investigation of sources as well as materials to develop facts and arrive at new conclusions, or exploring the research phenomenon (Mohajan, 2020). The research methodology of the dissertation sheds light on the available research methodologies to carry out the research process and answer research objectives, where research follows primary quantitative research design, and inferential and descriptive data analysis methods are used. Therefore, the following chapter discusses and provides justification for applied research methodologies in the following study in terms of research philosophies, approaches and methods, data collection and analysis methods as well as ethical considerations. 
[bookmark: _Toc166599861][bookmark: _Toc166604737][bookmark: _Toc170244561][bookmark: _Toc170993591]3.2 Research Philosophy
The available research philosophies for executing the following study are positivism, interpretivism and pragmatism, among which pragmatism research has been applied in the following study. It involves using survey and interview responses obtained from employees and HR managers at Tesco, which are analysed through both statistical and thematic analysis techniques, which leads the study to adopt a mixed research design (Leavy, 2022). In this scenario, the feasible research philosophy is pragmatism, which supports both qualitative and quantitative viewpoints and requires generating empirical evidence related to the research problem and supporting with qualitative analysis of the data obtained from secondary and primary (Kumar, 2018). 
Unlike interpretivism research philosophy, which supports qualitative perspectives and data analysis using theoretical data analysis techniques and positivism research philosophy, which only relies on generating scientific evidence through statistical analysis, pragmatism research philosophy is feasible (Leavy, 2022). This is also because the research aims to analyse the impact of existing HR training programs on performance metrics and training participation rates in Tesco by assessing secondary statistical information in the form of graphs and percentages, which is quantitative analysis, and gathering their perspectives, experiences. In addition, suggestions of employees at Tesco for improving the HR training initiatives of the company are analysed through thematic analysis of the interview responses, which is the qualitative viewpoint. Therefore, in the case of mixed research philosophy, pragmatism research philosophy is applied.
[bookmark: _Toc166599862][bookmark: _Toc166604738][bookmark: _Toc170244562][bookmark: _Toc170993592]3.3 Research Approach
The research approaches are applied from three main categories which are comprised of deductive, inductive, and abductive research approaches. The primary differences between the three approaches are that the deductive research builds hypotheses and plans a research strategy to test a hypothesis, inductive research gathers facts to construct a theory. To determine the distributions of possible hypotheses, abductive research combines induction and abduction research approaches (Dawadi et al., 2021). In studies with mixed research design, both inductive and deductive research approaches are applicable (Leavy, 2022). The inductive research approach requires the study to be qualitative and based on a dataset, which is usually semi-structured and open-ended and obtained from primary participation, existing theories, and findings from previous researchers (Şahin and Ozturk, 2019). As the objective of the following study is to analyse perspectives, experiences, and suggestions for improving the HR training initiatives of Tesco, it involves collecting both structured, semi-structured, or qualitative and quantitative datasets from the employees and HR managers of Tesco. Further, the study also provides empirical and non-empirical evidence by using statistical methods and thematic analysis methods, which makes this study a mixed study. For this study, like the inductive approach, deductive research is also applicable as it requires the collection of scaled and numeric data, which is collected in the following study using a survey questionnaire. Therefore, in the following study, an abductive research approach has been applied, which holds the strengths of both inductive and deductive research approaches.
[bookmark: _Toc166599863][bookmark: _Toc166604739][bookmark: _Toc170244563][bookmark: _Toc170993593]3.4 Research Methods
A mixed research approach combining qualitative and quantitative methodologies is used in this study. Semi-structured interviews are one type of qualitative data-gathering approach that explores front-line staff perspectives on the impact, relevance, and efficacy of Tesco's HR training programs. The semi-structured interviews were conducted using Face-to-face interviews questionnaire (Appendix 2). It provided open-ended data for qualitative analysis. Two HR managers were approached for conducting face-to-face interviews at Tesco site. This method makes it easier to integrate and analyse complex experiences and insights. Statistical analysis is provided by quantitative surveys which was conducted from 52 employees of Tesco and contained structured, close ended questions (Appendix 1), which enhance qualitative findings (Kumar, 2018). A detailed grip of the study issue is ensured by the combination of these methodologies. The study improves validity and trustworthiness by triangulating data (Dawadi et al., 2021). This thorough methodology supports the objective of the study to critically assess front-line staff views and allows for strategic suggestions for strengthening training programs at Tesco and organisational performance.
[bookmark: _Toc166604740][bookmark: _Toc170244564][bookmark: _Toc170993594]3.5 Data Collection Methods
The following study has adopted primary data collection methods by using data collection instruments like interview questionnaires and surveys. The survey instrument is comprised of structured and close-ended questions, which are divided into independent and dependent variables (Leavy, 2022). The study focuses on the effectiveness of HR training programs at Tesco. It measures independent variables such as content relevance, trainer effectiveness, timeliness, interactivity, and accessibility, while dependent variables include employee satisfaction, perceived job performance enhancement, preparedness for job responsibilities, need for training modifications, and coverage of necessary topics. Data collection was conducted through face-to-face interviews and questionnaires, with employees having at least one year of experience and attending one HR-related training session. The study ensures geographical dispersion and provides expert opinions to mitigate self-reported bias. The inclusion of regional offices increases the sample diversity. Before data collection, informed consent was obtained from Tesco management, including the study's objective, aim, and research findings. The study's findings are used to inform future HR training programs and employee satisfaction.
The informed consent form was shared with the management of Tesco at their official email address, allowing three days for approval. After approval, the survey and interview were executed on site by using survey and interview data collection tools (Appendix 1 and 2).
[bookmark: _Toc166599865][bookmark: _Toc166604741][bookmark: _Toc170244565][bookmark: _Toc170993595]3.6 Sample Size and Sampling Technique
The stratified sampling technique is used to recruit participants for both semi-structured interviews and questionnaires. Furthermore, via collecting data from representatives of diverse departments and levels within an organisation, a stratified random sampling strategy makes that the sample is chosen in a way that accurately reflects the overall structure of the organisation and ensures that employees from every department have taken part in the study which is useful in generalising the findings on a larger sample of employees of the company (Basias and Pollalis, 2018). This technique uses random sampling to improve the results' capacity to be applied to a larger workforce. Based on a stratified sampling technique, surveys to collect quantitative data were conducted with 52 employees of Tesco, and interviews to collect qualitative datasets were conducted with 2 HR managers.
[bookmark: _Toc166599867][bookmark: _Toc166604743][bookmark: _Toc170244566][bookmark: _Toc170993596]3.7 Variables of The Study 
The independent variables of the study are content relevance, trainer effectiveness, timeliness of sessions, interactivity of training, and accessibility of training. On the other hand, the dependent variables of the study are Employee Satisfaction with HR Training, Perceived Enhancement of Job Performance, and Preparedness for Job Responsibilities. All the variables are measured on the LIKERT scaling system from 1 to 5, where they represent strong agreement and 5 represents strong disagreement.
[bookmark: _Toc166599868][bookmark: _Toc166604744][bookmark: _Toc170244567][bookmark: _Toc170993597]3.8 Data Analysis Methods 
The data analysis techniques in the study have been applied objective-wise to ensure that all research questions are answered in detail. To examine the current HR training programs offered at Tesco and assess their perceived effectiveness from the perspectives of both employees and HR managers, the cause and effect analysis or regression analysis method is applied to examine if training programs are effective in increasing employee satisfaction and job performance. It is done by analysing the value of significance against the condition (p<0.05) at a 95% confidence interval (Leavy, 2022). The significance value denoted by P-value which is if lesser than 0.05 at 95% provides adequate evidence to accept or reject null and alternate hypotheses where null hypothesis denoted as H0 signifies insignificant relationship and Ha signifies significant relationship between the variables. If the condition (p<0.05) at a 95% confidence interval is satisfied, null hypothesis is rejected to accept the alternate hypothesis of significant relationship between the variables (Leavy, 2022).
[bookmark: _Toc170244568][bookmark: _Toc170993598]3.8.1 Reliability and Validity
Before proceeding with cause and effect analysis to test the hypothesis, the reliability and validity of the instrument are tested using Cronbach ‘s Alpha against a threshold value of 0.7, and assumptions of the parametric test are analysed using Durbin Watson for autocorrelation and histogram for normality (Dawadi et al., 2021). In addition, the objective of reviewing and analysing relevant secondary data from within Tesco, such as employee performance metrics, training participation rates, and feedback surveys, has been applied to gain insights into the impact of existing HR training programs and content analysis methods. Graphical analysis is carried out to measure the after-effects of training programs on employee performance metrics and training participation rates by obtaining a secondary dataset. 
Furthermore, perspectives, experiences, and suggestions for improving the HR training initiatives of Tesco are analysed using frequency analysis-graphical analysis to analyse quantitative dataset obtained through surveys with employees, and thematic analysis to analyse qualitative dataset obtained through interviews from HR managers of the company, respectively (Şahin and Ozturk, 2019). Frequency analysis measures and analyses employee and HR manager responses on perspectives, experiences, and suggestions for HR training initiatives. Thematic analysis develops relevant themes on employee perspectives, experiences, and suggestions. It allowed to critically analyse, compare and contrast quantitative findings obtained from the descriptive-frequency analysis (Dawadi et al., 2021).
[bookmark: _Toc166599869][bookmark: _Toc166604745][bookmark: _Toc170244569][bookmark: _Toc170993599]3.9 Ethical Considerations
As the study involves primary data collection methods and obtained first-hand information from employees and HR managers of Tesco, it is mandatory to follow all essential ethics of informed consent, anonymity, confidentiality, withdrawal rights and data protection regulations (Dawadi et al., 2021). Following these ethics, it is guaranteed that the participants are recruited using an informed consent form, where none of the participants is harmed or forced to take part in the study, which also ensures that the participation is voluntary (Leavy, 2022). Further, to keep the identity of the participants anonymous and confidential, no personal and identifiable information is obtained from the participants during the survey and interview process. All the participants were allowed to withdraw from the research at any phase (Şahin and Ozturk, 2019). Lastly, to comply with Data Protection Regulation UK, data is protected and stored in authorised and password-secured devices, and the data is destroyed once the study is completed and submitted.
[bookmark: _Toc166599870][bookmark: _Toc166604746][bookmark: _Toc170244570][bookmark: _Toc170993600]3.10 Chapter Summary  
To summarise the research methodology chapter of the following study, it is articulated that the study applied mixed research design where pragmatism research philosophy and abductive research approach have been applied. In addition, the study adopts both interview and survey instruments to collect primary data and execute qualitative and quantitative data analysis processes to completely answer each research objective and question.
[bookmark: _Toc170993601]Chapter 4: Results, Analysis and Discussion
[bookmark: _Toc166599872][bookmark: _Toc166604748][bookmark: _Toc170244572][bookmark: _Toc170993602]4.1 Introduction
The chapter of the following study is a practical application devised research methodology in the preceding chapter of the study. The chapter attempts to achieve research objectives by applying justified research methodology for each chapter. It is described in two major sections which are results and findings, and the discussion of the findings. 
[bookmark: _Toc166599873][bookmark: _Toc166604749][bookmark: _Toc170244573][bookmark: _Toc170993603]4.2 Results
[bookmark: _Toc166604750][bookmark: _Toc170244574][bookmark: _Toc170993604]4.2.1 Quantitative Analysis
The following quantitative analysis is based on identifying the relationship between existing HR training programs on performance metrics and training participation rates of employees using regression analysis. The quantitative analysis is initiated by reliability statistics, followed by testing assumptions of regression and identifying cause and effect relationship. 
[bookmark: _Toc166599874][bookmark: _Toc166604751][bookmark: _Toc170244575][bookmark: _Toc170993605]4.2.1.1 Reliability Statistics 

Table 1 Reliability-Cronbach's Alpha
	Reliability Statistics

	Cronbach's Alpha
	N of Items

	6.76
	10



Results in Table 1 signify that the data collection instrument is reliable as the value of Cronbach’s alpha is 6.76, which is equal to 7, the threshold value of alpha (Leavy, 2022). The reliability and validity testing using Cronbach’s Alpha allows to examine internal consistency of the data collection instrument (Dawadi et al., 2021). It is basically used in studies which involves primary data collection using survey questionnaire. As the following study also involves collection of primary data using scaled questionnaire, testing reliability and validity of the instrument using Cronbach alpha is pertinent (Leavy, 2022). 
[bookmark: _Toc166604752][bookmark: _Toc170244576][bookmark: _Toc170993606]4.2.1.2 Assumptions of Parametric Test
Table 2 Test for Autocorrelation
	Variables
	Durbin Watson

	Employee Satisfaction with HR Training
	1.95

	Perceived Enhancement of Job Performance
	1.72

	Preparedness for Job Responsibilities
	1.5



The test of Durbin Watson allows to test an important assumption of parametric test which is autocorrelation. Before, applying parametric test or causality techniques such as regression analysis, autocorrelation should not be present (Dawadi et al., 2021). Statistics in Table 2 articulate that Durbin Watson values are within an acceptable range of 1.5 to 2.5, which signifies that there is no issue of autocorrelation in the dataset, which allows to conduct of parametric test to analyses hypotheses (Dawadi et al., 2021). 
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Figure 1 Histogram
Figure 1 articulates that all values in the dataset lie within the normal bell curve, which means that the data is normally distributed and allows to proceed with the parametric test of regression analysis. 
[bookmark: _Toc166599876][bookmark: _Toc166604754][bookmark: _Toc170244578][bookmark: _Toc170993607]4.2.1.3 Impact of Existing HR Training Programs on Performance Metrics and Training Participation Rates of Employees 
The corporation offered required yearly refresher training for all employees who participated in grocery buying during the previous fiscal year. This included not just the buying teams but also a larger group of employees from the Supply Chain as well as Quality divisions (Tesco PLC 2023). Eight hundred and forty-four co-workers finished the GSCOP yearly refresher course; most of them used role-based, microlearning situations. Compared to a single, longer training module, 89% of peers claimed that microlearning was a more effective approach to acquiring and remembering information (Annual Report 2023). Two hundred forty-five new hires finished the Groceries Supply Code of Practice (GSCOP) training in addition to refresher courses. 
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Figure 2 Revenue Per Employee After Training Programs. (Tesco PLC 2023)
Figure 2 illustrates that employee performance metrics also indicate a favorable impact of HR training initiatives at Tesco. For instance, the results reveal that comprehensive training programs, which also include (GSCOP), at first increased employee participation rates as 245 new employees attended the training sessions. Along with that, the company also observed a substantial rise in revenue per Full-time Employee (FTE), from £200,781 million to £265,953 million during FY2019-2023 (Tesco PLC 2023). It indicates that at Tesco, training program initiatives by HR have contributed to increased participation rates as well as employee performance in terms of revenue per employee (Tesco PLC 2023). There are other factors that have impacted the relationship between employee training and revenue per employee for instance, content relevancy of the training as per training needs of employees, skill-gap, productivity and performance of employees (Osewe & Gindicha, 2021). According to the arguments of Utari et al., (2021) when training is provided to employees, based on skill-gap analysis and training needs of employees, it tends to enhance employee productivity such as reduced labour hours and operational expenses which ultimately result in improved revenue per employee. 
[bookmark: _Toc166599877][bookmark: _Toc166604755][bookmark: _Toc170244579][bookmark: _Toc170993608]4.2.1.4 Perspectives, Experiences, And Suggestions for Improving the Company's HR Training Initiatives
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Figure 3 Content Relevancy of the Training
Figure 3 articulates that among (n=52) employees of Tesco, 34.62% perceive that the training they receive from HR is relevant to their daily tasks, while 50% generally agree with the statement. It means that aligned with Olanipekun and Olanipekun (2022), the core focus of Tesco HR is on improving content relevant to their training, which is mandatory to enhance the day-to-day performance of Tesco employees. 
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Figure 4 Training Experience and Preparedness for Job Responsibilities
To the above question shown in Figure 4, among (n=52) employees, 28.85% strongly agreed, and 46.51% generally agreed that their experience from training was effective and outcome-oriented, which contributed to enhancing their preparedness for job responsibilities. It aligns with the fact described by Imran et al. (2023) that training allows employees to enhance their current skills and expertise, which is reflected in their job performance and preparedness for carrying out job responsibilities effectively. However, significant barriers have been confronted by employees of Tesco, to which 15.38% strongly agreed, and 42.31% generally agreed that substantial challenges are depicted in Figure 5 below. 
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Figure 5 Suggestions Made by Employees of Tesco to Enhance Training Sessions
Statistics showed in Figure 5 illustrated that among (n=52) respondents, 28.85% strongly agreed and 51.92% generally agreed that training sessions are suggested to be held by providing practical exposure to employees and hands-on experience by giving mock tasks Hasan et al., (2022) and the training sessions are required to be interactive such as, that they must involve questions and answer sessions to enhance employee participation, engagement and interest in the training outcomes Rahayu et al., (2019) which can enhance their productivity outcomes. 
[bookmark: _Toc166604757][bookmark: _Toc170244580][bookmark: _Toc170993609]4.2.2 Qualitative Analysis
To carry out qualitative analysis, thematic analysis is performed on the interview responses collected from two Tesco HR Managers. 
In relation to the experience of the employees from training initiatives of Tesco HR, the first question was asked from the respondents related to initial impressions about the effectiveness of HR training programs Tesco. 
To this question, R1 responded, “They can be improved”.
R2 highlighted that “HR training programs, in my case, it was very effective”. 
Similarly, in response to a question related to challenges in implementing HR training programs that align with job requirements both R1 and R2 responded that; 
“We did not find any challenge”. 
It shows that the HR managers are efficient in implementing training programs within the company after skill-gap analysis Osewe and Gindicha, (2021), which also complies with the training needs of the employees. Further, in terms of questions related to ways of obtaining feedback from trainee employees after sessions.
R2 responded: “I observe performance after training”. 
Khan et al. (2019) argued that these measures are comprised of measuring labour productivity percentage pre- and post-training, revenue per employee and working hours. To answer a similar question, in terms of strategies implemented to enhance the relevance of HR training programs. 
R2 responded that “Utilize diverse feedback methods such as surveys, interviews, and focus groups to gather comprehensive insights”. 
In relation to this response, Utari et al. (2021) articulated that surveys and interviews allow HR managers to analyses the skills gap and training needs of employees, which is essential to designing relevant content for training sessions and increasing training outcomes. 
Further, questions were also asked to analyses perceptions of HR managers related to the training initiatives of Tesco. The first question that the respondents asked was, from your perspective, what are the most significant barriers to effective HR training delivery? 
To which R1 answered that “Staff not being 100% involved in the job,” and R2 articulated that “Some employees do not understand the significance of training”. The arguments signify that employees consider training to be a waste of time which they can consume in completing their tasks. Therefore, HR managers are required to develop the importance of training among employees to enhance participation rates. To address this issue and seek recommendations from the HR managers, another question was asked from the HR managers that what are your thoughts on the current procedures for HR training? What changes would you recommend? 
In response to this question, R1 specified that 
“Online training should be provided”. 
Laing (2021) also believes that online training allows employees to attend training from their desks while working on their tasks, which enhances their participation rate due to convenience. 
[bookmark: _Toc166599878][bookmark: _Toc166604758][bookmark: _Toc170244581][bookmark: _Toc170993610]4.3 Discussion
[bookmark: _Toc166599879][bookmark: _Toc166604759][bookmark: _Toc170244582][bookmark: _Toc170993611]4.3.1 Effect of Training Programs on Employee Performance and Job Satisfaction from the Perspective of Employees and HR Managers
The study reveals that HR professionals' training programs at Tesco improve job satisfaction, employee performance, and productivity. Factors affecting effective training programs include content relevance, trainer effectiveness, session timeliness, interactivity, and accessibility. These findings highlight a positive relationship between these variables. In this regard, Rahayu et al. (2019) also proclaimed that the content of the training is driven by skill-gap analysis and identifying the training needs of employees. It enhances the outcomes of training in terms of developing required skills and expertise among employees (Imran et al., 2023). In addition, the effectiveness of the trainer is also found to be a significant factor in enhancing employee performance and job satisfaction. In accordance with Hasan et al. (2022), effective trainers enhance training procedures by making them interactive. Another factor of effective training is allowing questions and answers to suggestions from employees with two-way communication. It results in employees taking active participation in training sessions and increasing their skills contributing to optimised job satisfaction and performance and enhanced accessibility to training sessions at Tesco. 
[bookmark: _Toc166599880][bookmark: _Toc166604760][bookmark: _Toc170244583][bookmark: _Toc170993612]4.3.2 Impact of Existing HR Training Programs on Performance Metrics and Training Participation Rates of Employees 
	The findings of the following study have unveiled that training programs have led to increased training participation rates in Tesco, as 245 new employees participated in supply chain training, which also enhanced revenue per employee during the year. Findings also suggested that 89% of peers said that microlearning was a more efficient way to absorb and retain information than a single, lengthier training program. To support these findings, Lorman (2021) claimed that to stay employable, 74% of workers are eager to retrain or develop new skills. 87% of millennials think it is critical for employees to learn and grow at work. Career growth options offered by their employer are deemed highly significant by 41% of employees in terms of their job satisfaction. Therefore, the findings imply that HR managers of Tesco are required to prepare content as per the demand and preferences of employees based on their training needs. Osewe and Gindicha (2021) also suggest that when training is relevant to the daily tasks of employees, it enhances participation rates of employees as well as training outcomes. For instance, at Tesco, a retail firm, supply chain training was mandatory, which enhanced participation rates in training and increased the performance of employees, evidenced by increasing revenue per employee as found from the study. 
[bookmark: _Toc166599881][bookmark: _Toc166604761][bookmark: _Toc170244584][bookmark: _Toc170993613]4.3.3 Perspectives, Experiences, And Suggestions for Improving the Company's HR Training Initiatives
With regards to the perspectives of employees of Tesco for improving the company’s training programs, the findings of the following study have unveiled that content relevancy is the most significant preference of employees who prepare to fulfil job responsibilities more effectively. (Utari et al., 2021) also proclaims that when the training is provided based on learning of needs of employees and in relevance to day-to-day tasks, it is perceived as effective by employees and increases participation rates. On the other, the study findings have also unveiled those employees experienced barriers to training which are uncovered as employees do not consider training as important. These findings imply that the HR managers of Tesco are required to develop the importance of training. In response, Khan et al., (2019) also argues in this perspective that employees believe that due to training, they lack focus on core job responsibilities, which declines their productivity and efficiency. Therefore, as suggestions to enhance HR training programs at Tesco, the findings of the current study reveal that convenience is more important, such as the arrangement of online training, reducing the workload of staff on the training day and developing the importance of training by discussing professional and monetary benefits for employees as an outcome of training and skill development as also stressed by (Laing, 2021).























[bookmark: _Toc166599883][bookmark: _Toc166604763][bookmark: _Toc170244586][bookmark: _Toc170993614]Chapter 5: Conclusion and Recommendations
[bookmark: _Toc166599884][bookmark: _Toc166604764][bookmark: _Toc170244587][bookmark: _Toc170993615]5.1 Conclusion
The following study investigated the perceptions of front-line staff regarding human resources (HR) training programs at Tesco and suggests improvements. The research concluded that the HR training programs had improved job satisfaction and performance, thanks to content relevancy, trainer effectiveness, accessibility, and interactivity. The training programs have also enhanced training participation rates, particularly in supply chain training, as Tesco relies heavily on effective supply chain processes. The study found that 89% of trainees found micro-learning training more effective in obtaining and remembering information. Employees found training programs to be effective in preparing them for their job responsibilities and developing relevant skills. HR managers' perceptions of the effectiveness and barriers to implementation of training programs at Tesco were withdrawn, with the lack of importance of training being a significant barrier. To improve training programs, the study suggested that arranging online learning, allowing employees to attend training from remote locations, and motivating employees by communicating the outcomes of the training in terms of skill enhancements, professional growth, and higher monetary benefits. 
[bookmark: _Toc166599885][bookmark: _Toc166604765][bookmark: _Toc170244588][bookmark: _Toc170993616]5.2 Limitations of the Study
	The study had several limitations due to its scope, generalisation, and sample size. The focus of the study was on the effectiveness of training programs at Tesco, UK, limits its applicability to other retail stores and industrial sectors, such as Sainsbury's and manufacturing.
Further, the findings also limit generalisation on the retail sector outside the UK. Another limitation of the study is the sample size, as Şahin and Ozturk (2019) argue that n=10% of the total population is appropriate for data collection. However, survey data was collected from 52 employees and interviews were conducted with 2 HR managers of the company, with the employee size being 300,000 plus across the company, which was much less than the appropriate sample size. Therefore, the findings produced by the following study cannot be generalised over the entire employee sample population at Tesco. 
[bookmark: _Toc166599886][bookmark: _Toc166604766][bookmark: _Toc170244589][bookmark: _Toc170993617]5.3 Future Recommendations
Grounded on the above limitations of the study, future directions are made for impending studies on a similar topic. At first, it is suggested that future researchers should integrate other retail stores in the UK as well as outside the UK to carry out a panel study. It will allow the researchers to develop more authentic and generalised findings which are applicable to larger sample sizes of retail stores (Al Karim, 2019). Further future studies are also recommended to incorporate other industrial sectors as well as the manufacturing sector, which can provide more conclusive evidence on the effectiveness of training programs, barriers, enablers, and effective implementation strategies. Likewise, future researchers also suggested increasing the sample size to at least 10% of the total population being studied in the studies. It allows effective generalisation and scope of the findings on a larger sample group. In addition, it is directed to future researchers to include moderating and mediating variables such as employee willingness to participate in training programs or monetary benefits of attending training sessions to examine more authentically how participation rates and training outcomes can be enhanced.
Further, in terms of practical recommendations, based on the evidence the study has produced related to the effectiveness of training programs at Tesco, suggestions are made to HR managers to enhance the training programs at Tesco. First, to address the significant barrier to an effective training program at Tesco, which is found that employees do not recognise the importance of training, it is recommended that providing an opportunity for online learning can lead to a transparent atmosphere where employees are comfortable posing inquiries (Rahayu et al., 2019). Employees also encourage one another through the community by exchanging best practices and updates on their accomplishments. On the other hand, the findings of the following study have also signified suggestions made by HR managers on improving the training sessions at Tesco. These are comprised of the provision of online training, as also suggested by Rahayu et al. (2019) that it is flexible for employees to attend even from remote locations without compromising on their day-to-day tasks, it is more convenient, enhances participation rates, saves training costs and time efficiency (Al Karim, 2019). Further, it is also suggested to Tesco’s HR manager that they should include practical training, such as providing mock situations to employees requiring them to perform certain tasks or providing on-the-job can also be an effective strategy to enhance training programs at Tesco.
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[bookmark: _Toc170244592][bookmark: _Toc170993620]Survey Questionnaire
Questionnaire to be Conducted from Employees working in the context of Tesco
[bookmark: _Hlk164161796]Welcome to our research study on the effectiveness and perception of HR training programs at Tesco. This study aims to evaluate how front-line staff view these programs in terms of relevance, benefits, and overall impact on job performance and satisfaction. Additionally, we seek to identify potential barriers to the effective delivery of these programs and gather suggestions for improvement.
By participating in this study, you agree to complete a survey, providing honest feedback about your experiences with HR training at Tesco. Your responses will be used solely for research purposes and will be kept confidential. Participation is voluntary, and you may withdraw at any time without any consequences.
This study adheres to ethical research standards, ensuring confidentiality and respect for all participants. Your data will be anonymised and only used for academic purposes. You have the right to withdraw from the study at any point, and your decision will not affect your employment or standing at Tesco.
Please sign below to indicate your understanding and agreement:
I have read and understand the information provided above.
I consent to participate in the study under the conditions described.
I acknowledge that I can withdraw from the study at any time.







Independent Variables
Content Relevance
	Question	
	Strongly Agreed
	Agreed
	Neutral
	Disagreed
	Strongly Disagreed

	Is the content of the HR training relevant to your daily tasks?	
	
	
	
	
	


Trainer Effectiveness
	Question	
	Strongly Agreed
	Agreed
	Neutral
	Disagreed
	Strongly Disagreed

	Are the HR trainers knowledgeable and effective?	
	
	
	
	
	


Timeliness of Sessions
	Question	
	Strongly Agreed
	Agreed
	Neutral
	Disagreed
	Strongly Disagreed

	Do the HR training sessions start on time?	
	
	
	
	
	


Interactivity of Training
	Question	
	Strongly Agreed
	Agreed
	Neutral
	Disagreed
	Strongly Disagreed

	Would you prefer more interactive or hands-on training sessions?	
	
	
	
	
	


Accessibility of Training
	Question	
	Strongly Agreed
	Agreed
	Neutral
	Disagreed
	Strongly Disagreed

	Have you experienced any barriers to accessing HR training programs?	
	
	
	
	
	






Dependent Variables
Employee Satisfaction with HR Training
	Question	
	Strongly Disagreed
	Disagreed
	Neutral
	Agreed
	Strongly Agreed

	How satisfied are you with the HR training programs?	
	
	
	
	
	


Perceived Enhancement of Job Performance
	Question	
	Strongly Agreed
	Agreed
	Neutral
	Disagreed
	Strongly Disagreed

	Do you feel the HR training enhances your job performance?	
	
	
	
	
	


Preparedness for Job Responsibilities
	Question	
	Strongly Agreed
	Agreed
	Neutral
	Disagreed
	Strongly Disagreed

	After training, do you feel more prepared to handle your job responsibilities?
	
	
	
	
	


Need for Training Modifications
	Question	
	Strongly Agreed
	Agreed
	Neutral
	Disagreed
	Strongly Disagreed

	Would you recommend changes to the current HR training approach?
	
	
	
	
	


Coverage of Necessary Topics
	Question	
	Strongly Agreed
	Agreed
	Neutral
	Disagreed
	Strongly Disagreed

	Does the HR training cover all necessary topics you expected?
	
	
	
	
	





[bookmark: _Toc170244593][bookmark: _Toc170993621][bookmark: _Hlk170945762]Interview Questionnaire 
 

Welcome to our research study on the effectiveness and perception of HR training programs at Tesco. This study aims to evaluate how front-line staff view these programs in terms of relevance, benefits, and overall impact on job performance and satisfaction. Additionally, we seek to identify potential barriers to the effective delivery of these programs and gather suggestions for improvement.

By participating in this study, you agree to complete the following interview questions, providing honest feedback about your experiences with HR training at Tesco. Your responses will be used solely for research purposes and will be kept confidential. Participation is voluntary, and you may withdraw at any time without any consequences.

This study adheres to ethical research standards, ensuring confidentiality and respect for all participants. Your data will be anonymized and only used for academic purposes. You have the right to withdraw from the study at any point, and your decision will not affect your employment or standing at Tesco.

Please sign below to indicate your understanding and agreement:

I have read and understand the information provided above.

I consent to participate in the study under the conditions described.

I acknowledge that I can withdraw from the study at any time. 
Interview Questions to be Conducted from HR professionals working in the context of Tesco
· What are your initial impressions about the effectiveness of Tesco’s HR training programs?
· Can you describe a situation where the HR training was particularly successful in improving job performance?
· What challenges have you faced in implementing HR training programs that align with job requirements?
· How do you gather feedback from employees on HR training, and how is this feedback utilised?
· What strategies could be implemented to enhance the relevance of HR training programs?
· From your perspective, what are the most significant barriers to effective HR training delivery?
· What innovative methods would you suggest for assessing the impact of HR training on employee job satisfaction?
· How do you ensure that HR training programs remain up-to-date with industry standards and employee needs?
· What are your thoughts on the current procedures for HR training? What changes would you recommend?
· Can you share examples of how proposed measures have been or could be implemented to improve HR training?
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