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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 there are linked to the HRM strategy.

1. Introduction
	This Report has the purpose of demonstrating how TESCO, the chosen company for this assignment, has developed robust and progressive Human Resources Management policies and strategies within the last century. As part of the HRM Strategies, training, development and sustainability and employee engagement will be mentioned and widely discussed within this report.
	Tesco has developed HRM strategies in the UK since it first came to the market, as there is a very diverse population in the United Kingdom and often discrimination or inequality at the workplace occur. The purpose of the HRM strategies is to help every business fight against any scenario that can put any employee in danger, physically or mentally, and it is offering a wide range or training to help employees develop themselves and their general knowledge and to improve their performance at the workplace. 
2. TESCO
Tesco is a British multinational of groceries and general merchandise, founded 100 years ago in 1919, by Jack Cohen, in Hackney, London, England, United Kingdom. Its’ headquarters are today in Welwyn, Garden City, Hertfordshire, England, United Kingdom. Tesco is the 3rd largest retailer in the world, measured by gross revenues and the 9th largest retailer in the world measured by revenues. Tesco has expanded in seven countries across Europe and Asia, and is the market leader of groceries in the UK, where it has a market share of approximately 28.4%, Ireland, Thailand and Hungary, with a number of 6,800 shops in 2019. Since the 1960s, Tesco has expanded rapidly into diverse areas, such as retailing of books, electronics, furniture, petrol, clothing, toys, software, telecoms, internet services and financial services. 
Tesco primarily focuses, according to Metzger (2014), on five key market sectors: 1) its core UK business, 2) the communities in which it operates, 3) non-food products, both within and beyond those offered ‘in store’, 4) retailing services, and 5) international markets. The company has, as this essay discusses, separate strategies for each of these aspects. The major objectives of Tesco’s business strategy include being a successful retailer internationally, facilitating the continued growth of the core UK business, being strong in the non-food market, the further development of various retailing services like telecommunications, Tesco personal finance and Tesco.com, and giving to the communities in which it operates, so as to strengthen brand loyalty (Piercy, Cravens and Lane, 2010).
Tesco is a business that puts people first, ensuring its customers and colleagues are at heart of everything it does. It operates in a competitive market where products, stores, tastes and even the way customers shop are constantly changing. 
3. TESCO’s HRM Policies
Human resource management at Tesco involves various activities, including recruitment talent analysis, provision of a good working environment, programmes aimed at retaining employees who have good performance, and ensuring that all are treated equally (Rosethorn, 2009).
To support its’ commitment to diversity in the workplace in its’ operations and supply chains, Tesco has signed up to the Women in Finance Charter, the Tech She Can Charter and the 30% Club and it was one of the first companies ever in the UK to report publicly its’ Gender Pay Gap. Tesco has recently committed to uphold the UN Standards for Business to tackle discrimination against LGBT (Lesbian, Gay, Bi, Trans and Intersex People) and the UN Women’s Empowerment Principles.
In the UK, there are people from many different backgrounds and cultures, and there is a diverse society. There are demographics in the number of men and women. There is an increasing number of old people are working; an ageing workforce. Tesco’s policy is to ensure that its workforce has a balance of different people. ‘Difference can be our strength because talent and diversity are two sides of the same coin. To focus on one while ignoring the other is like trying to run a store with no customers – it just won’t work.’
4. Training and Development
	The diverse communities mean that Tesco needs to recruit and train the employees that reflect diversity, to ensure that all sections of society are included. There are laws to ensure fair treatment for every employee within the business; it is against the UK law to make unfair practices or choices against people in terms of age, disability, race, sexual orientation or gender. It is called discrimination. Every employee is trained accordingly to make sure that they will comply with the law, as well as with Tesco’s policies and strategies to ensure that discrimination will not occur during their performance at the workplace.  
	Tesco’s diversity strategies reflect on recruitment, training and development and all of these are reflected throughout the objectives of the business. Tesco has got a framework called the ‘framework for talent’ and it is used to find and help to develop talents for the future; it consists in three parts: talent plans for the business, career plans for individuals and succession plans for the jobs. A regular review process is set up for every single employee within the business so that they can draw up their personal plans for development. Each one of them has the opportunity to discuss his or her performance and career and they are given the opportunity to get on. Tesco’s management team and personnel team meet on a regular annual cycle to discuss about the employees that are ready to move to meet a new challenge or to help them develop themselves; therefore, each employee’s objectives and development plans are tracked, reviewed and updated regularly. 
	Tesco has created a variety of social groups and networks that have the role of ensuring satisfaction and equality within the workforce:
· Out at Tesco – it is a group represented by the employees with different sexual orientations; there are over 1,000 members of the LGBT association (Lesbian, Gay, Bisexual, and Transgender) and it can be considered an example of how such networks should operate. Tesco is also in a partnership with Stonewall; it is a ‘Diversity Champion’ of Stonewall, a charity which operates within the LGBT community, to ensure them equal rights, in environments where they can be treated fairly, where they can be open and honest and safe at work, at school and in the community.
· Women in Business – it has been created to support women’s issues, to raise the profile of women in the business and to support and help them develop their careers through training, career sponsorship and mentoring. As women are often under-represented, Tesco is focusing on offering equal opportunities to both men and women within the business; this is why Tesco is collaborating with Opportunity Now, a group that offers gender equality at the workplace.
· Tesco Asian Network – it is helping on raising the profile of careers at Tesco within the Asian groups. Tesco hosts two events throughout each year, where all of its Asian workers are invited to share their experiences and to visit a careers fair about opportunities at Tesco. It has also inspired a series of meetings between parents that give them the chance to understand the career opportunities available within the Tesco business and to understand the variety of jobs that their children could enjoy.
·  ABC Network – it is the newest network at Tesco; the idea of creating this network has been raised at one of the Asian Network events and its purpose is to support the African, Black British and Caribbean workers within the business to access training and development programmes which will help them to reach senior positions.
Tesco has its own Diversity Council. The purpose of the Diversity Council is to set the diversity strategies for Tesco, to prove that Tesco is inclusive and that everyone is welcome and to help Tesco play an active role in the diverse communities it serves. Tesco is currently working with statistics and reviews to establish if there is a need for a network for the disabled workers; Tesco is already working with Employers Forum on Disability (EFD), and their purpose is to encourage disabled people to work with Tesco as it will ensure them a trustworthy, safe and hospitable environment.
In terms of employee engagement, Tesco believes in an open and trusted dialogue between the team and relationships between colleagues based on mutual trust and cooperation; therefore they are enabling employees to have a voice through their fair methods of resolving concerns.

5. Sustainability
	As a global retailer, Tesco has the responsibility to respect the human rights colleagues, customers, the communities they operate in and the people who work throughout their supply chain. Tesco is committed to upholding human rights and support the UN (United Nations), Universal Declaration of Human Rights and the ILO (International Labour Organization) Core Conventions on labour standards, working hours and health and safety for workers. It has joined the UN Global Compact in order to demonstrate their commitment to high standards and transparency in the business; it has been an initiative for companies to align strategies and operations with universal principles of human rights, environment, anti-corruption and labour. 
	The safety, security and wellbeing of workers is of utmost important to Tesco as a multinational business. They treat everyone exactly the way they want to be treated and deliver the human rights policy for their colleagues, in line with local culture as well as with the labour laws, and ensure they address any potential adverse impact their colleagues may be experiencing while working with them. Tesco is promoting equality and inclusivity, therefore it values the diverse nature of its’ workforce and does not accept discriminatory behaviours or practices. The employment decisions are made strictly on a job-related skills basis, achievements and performances. In terms of health and safety of the employees, Tesco is ensuring that working environments across the business do not put in danger the health and safety of any worker. Tesco’s specialists working in the Group People Safety Department are providing both fire safety engineering and advice and support in occupational health and safety. The Chief Executive Officer (CEO) is leading the accountability for health and safety risk management. Tesco’s system for identifying accidents and diverse incidents at the workplace are reported in real time to the CEO and to the members of the Risk and Compliance Committee. 
	In terms of supply chain, Tesco had created strong partnerships with trusted suppliers in order to ensure and deliver high-quality products and services produces responsibly. As a founding member of ETI (Ethical Trading Initiative), Tesco is aware of the high potential of labour and human rights abuses that can occur in the supply chains but is also aware of its’ power to create good jobs that allow people to take care of their families and to develop their skills. Tesco is aware that it is its’ responsibility as a business to respect and enhance the rights of people in the supply chains in line with the UN Guiding Principles on Human Rights.
6. Conclusion
	This Report is demonstrating a broad understanding of the given subject, a reasoned and balanced argument as to why Tesco needs progressive HRM policies, as well as a good understanding of the Human Resources Management in the United Kingdom. It offers the readers the opportunity to find useful information about the chosen business, Tesco, in terms of HRM and how is operates in the industry. 
	Tesco believes that each individual has potential and skills and the business can help them develop themselves more, by offering them the opportunity to fulfil their potential, regardless of where they work.
	In conclusion, Tesco has developed progressive HRM policies that help the business to provide a great service in the competitive market that it operates in. 
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