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Introduction

The essay is about human resource management strategies and their application in the organisation. HRM is the core part of any company and plays a significant role in improving the company's productivity. Tesco, an international level supermarket in the UK, is the biggest multinational grocery and is the third-largest retail shop around the globe. It was originated in 1919 and had headquartered in Hacknet, London. The organisation has about 450,000 employees (GulYas, 2007). The supermarket is popular for its reasonable prices for different household items, fresh food, vegetables, groceries, and more.  Moreover, the international company owns a bank and mobile network also. To become a market leader is challenging, but Tesco has achieved its goals through its efficient management system, teamwork, and strong strategies that human resource management has implemented. The main role of HRM at Tesco is the training of employees; guiding them properly is important to determine their satisfaction(Hanson, 2013). HRM gives important insight to leaders of a company and assists in what needs to be done to have a happier workplace. HR also designs strategies related to well-defined performance metrics. Creating a high-performance culture makes it possible to reward employees to accomplish their tasks. Employees who get appreciation are more productive and help the company achieve its business goals. The three main areas where the human resource director at Tesco focuses on and makes strategies are given below.

Change management

HR director at Tesco has two roles in change management. One is the initiation, and the second is the leading of change and serves as a facilitator for bringing change that other leaders in organisations initiate. The HR department has a variety of functions linked with communication, tracking ad implementation of change. Tesco has made its fastest and highly growing market globally, and it has introduced a strategy in change management by showing concern for global warming(Awadari, 2019). It has put an important role in bringing change in climate by introducing the 0% carbon business by 2050 and has reduced the 30% emissions of products by 2020.  Moreover, it has introduced nutrition information to improve the health of customers. They are making healthy options through provisions of price and promotions, reformulation of products, and healthy ranges. Tesco is working constructively and developing a strategy for bringing demographic change among all races.

The key strategy is to assist employees by serving for concerns and questions and then explaining the impact on employees. Moreover, HR directors coordinate meetings and communicate with leaders to bring change(Hanson, 2013). The strategies are set to provide the details about change to employees, develop training programs, prepare documents, assess readiness before implementing change, and analyze the company's impact.

HR directors introduce the change in organisations by analyzing the post-implementation return on investment by identifying the key performance indicators(Tummers, 2013). Through this, HR help to bring comfort, increase buy-in and support for change in the company. HR take different steps in change management and implement strategies in the following way.

Tesco is creating a sense of urgency is the first step that HR directors take. For this director, examine the changing market to understand the competitive realities.  These changes are calculated through demographic shifts, competitor changes, new technology, and regulations by the government. To implement this strategy, there is a need for a corporation of the workforce.

One more strategy is building a guiding coalition. Once the employees feel an urgency, the leader establishes a group having the power to lead the change. For this, members need to have leadership, credibility, and effective management skills. The coalition is based on the common goal and trust.

The third strategy is the formation of the strategic vision and its initiative. The guiding coalition designs a clear vision for the future, coordinates employees' activities, and motivates the people for a particular action. An effective vision is feasible, flexible, imaginable, and communicable. Thus, it's important to have an effective vision, so the end product has a clear direction for the future.

Another step the change management director of Tesco has implemented the generation of short-term wins. Employees may discourage change. To avoid the situation, it is important to maintain urgency and search for opportunities to reward those who help make accomplishment possible. Providing the reward on short-term wins helps bring change(Tummers, 2013).  The early success can be used as the foundation for larger challenges and revision in the structure, policies, or system. HR brings positive change by promoting, hiring, and developing employees for implementing the transformation vision. Institutional change is the final step in implementing change, and results are drubbed according to the change.

For the short-term win and improving quality, Tesco has introduced a drastic change in the customer service sector. It has introduced self-service to reduce the queue for training products. In the outlets, a new change management strategy has been introduced(Gulyas, 2019). Because of the fast-growing retailer service, the company has internal sources to survey to know the customers' needs and analyze how they are benchmarking against the competitors. The qualified people at Tesco are running operations to avoid any customers' dissatisfaction. Moreover, t avoid any conflict between employees and management HR director has established internal support recognition. Program for the members working in the organisation.

Leadership Development

 HR directors can play a significant role in developing leadership by using the standard theoretical leadership models. These leadership models focus on the attributes of the leaders and their behavior. HR should focus on the relationship, context, and role of teammates in developing leaders. Leadership is the relationship between leaders and their employees( Gond, 2011). The companies struggle and achieve goals by understanding the leadership. Therefore, HR promotes leadership, so they steer with companies to get success with management of reports objectives controlling the action and KPIs. HR can upskill and transform professionals into organisational leaders who can perform for uncertain and disruptive futures (Gond, 2011).

Tesco HR director has maintained a good check and balance on the employees working and look forward to any skill shortage. Tesco has provided the opportunity of training employees, and it is based on an annual basis. The leadership framework of Tesco is of discussion on three main things: focusing on the customer, working with others, and checking on personal behavior. These three themes help HR assess the framework and identify the employees with skills to have the best leaders in the company. To reduce the gaps between the employees, HR provides training to produce leaders who can manage the system efficiently. Several benefits associated with leadership development include the sense of ownership increases, and they can perform well. Through a leader development program, employees learn to understand customers' problems and solve them efficiently. They are more effective and manage organisations efficiently(Gulyas, 2019)

HR at Tesco plays a role in impacting leadership development by celebrating the strength of a leader and identifying the ways to perform better. HR can create a strategy by creating an effective system by identifying the opportunities for future leaders. Moreover, HR design strategy to train the leader about new technology, and HR can create an effective system to perform well by having training programs, coaching, and mentoring. HR also promotes technical skills and ensures potential promotion, including conflict resolution, change management, and communication( Gond, 2011). HR at Tesco has applied the employee-centric approach for the maintenance and development of leadership. HR facilitates this model as managers at all levels do not follow the people-centric leadership. The HR director is responsible for ensuring the people in the organisation how effective leadership can be practiced.  This is done through proper documentation to provide clear expectations in the company. An employee-centric approach offers the interpersonal skills of leaders and creation strategies like management, retaining, and hiring or teams. The business management team will help keep employees happy and help the right people progress in the right leadership roles. 

Learning And Development

The third area is where the HR of Tesco plays a role in the learning and development of the employees. The role of HR related to learning and development include orientation, assigning appropriate training, evaluation of performance, handling succession planning, and improvement in organisational processes.

To improve the employee's performance and productivity, HR at Tesco arranges a training program. Through this training, employee improves their skill and produce positive outcomes. HR manages the time for the development of the employees to make them productive. To sustain in competition and be operative, Tesco management focuses on the development of the employees. This gives different benefits to the organisation. one is saving organisations resources by training employees at an introductory level. This helps employees to know the organisational structure, new knowledge, and working style. So, employees, after training, deliver better services. Training also helps in decreasing the turnover rate. Effective induction training makes employees confident, plus it helps improve retention rate(Samantra, 2015). Development and learning programs also make operations efficient.  Through a good induction program, employees can understand their role in the achievement of the goals for the organisation. Employees feel respected, and the induction program gives them warm reception at Tesco.

HR director of Tesco has arranged different training programs. These include orientation, evaluation of the performance of employees, training sessions, and handling of succession plans(Phillips, 1996). Introduction of initial training and guidance to new employees in the company will help them know the job processes, performance, and tasks and get know-how about the company's culture. The learning and development functions of HR are to evaluate the team and individual skill gaps and issues regarding performance for the provision of feedback on time. Thus, the strategy includes the development of a plan to remediate concerns.
HR involves the performance appraisal methods like management with objectives, the use of 360-degree feedback, and one-on-one interviews. Plus, HR assigns developmental activities like role-playing tutorials, coaching, special projects, and training sessions to improve company productivity.  HR directors also design a strategy to determine skills that will give the company a competitive advantage and help strengthen the workforce. One more helpful strategy is that being a director of information technology has to provide ongoing training for new technologies.  It includes the arrangement of online learning, demonstration, and seminars. Through this, the employee can learn, uncover talents and improve engagement, productivity, and morale(Phillips, 1998). Employees can learn about future roles by implementing the learning and development strategy.  This also helps analyze performance, identify position-specific skills, and understand the career goals to determine which progression is suitable.

2. Benefits of HR strategies for team members

Change management, leadership development, and learning development strategies are beneficial for the team members. These strategies will be helpful in the development of a sense of belonging for the international technology company(Bryant, 2013). The key role of implementing change management is to bring new processes, business, and product strategies that will minimize the severe outcomes.  A change in process, market, culture, mission, and policies will give new thoughts and ultimately improve productivity. Moreover, the introduction of environmentally friendly products and systems is beneficial both for the health of people and the environment.

By implementation of these strategies, it is beneficial for the company to the evaluation of HR policies. The development of HR strategies gives a distinct advantage in helping organisations evaluate the HR policies and replace outdated or inefficient policies for promoting a better workplace environment. by bringing change to Tesco. The employees can work with new technology and produce better outcomes. Implementing a leadership strategy makes it possible to build a strong team by use of the leadership strategy help in the alignment of the open communication that assists in building a strong team. Through strong leadership and training of the employees, it’s easy for HR to monitor the employees' progress. The company's strategic vision assists in evaluating and creating HR policies(Bryant, 2013). 

One more benefit that HR strategy is to motivate and satisfy the employees. HR plays a significant role in providing an effective and timely manner. The relationship between HR and strategy is that executives and directors function consistently to monitor the progress and tweak progress for the employee's benefit and ultimately for the company. The Director of HR has a role in the training of employees. This is beneficial for the company because of training of employees ensures a constructive relationship. HR trains the new employees, so they learn about the organisation's culture and learn new strategies(Bryant, 2013). This help employee to understand the type of the culture. Moreover, implementing the training program and then appreciating employees' progress according to training will give employees satisfaction and motivation. These are all benefits that employees and companies get when HR at Tesco implements strategies for change management and developing leadership and training of employees.

Principles, Models, and Theories for HR Strategies

The HR directory implements the strategies using the principles, models, and concepts through which it becomes easy to get positive outcomes. Tesco is using the change model strategy to bring change in the international technology company(Caldwell, 2010). The model is about the chain that is steps to initiate the business strategy and its endings through a different HR process to improve financial performance. This model aligns HR activities with the strategy that leads to positive performance; According to this model, HR is effective if it is well-aligned. The chan management strategy is implemented according to this strategy in which change in a company is implemented in several stages.  Thus the model reflects the overall strategy to bring change in the company.
Tesco uses the ADKAR model to adapt to change regarding business and the clear explosion of the management system. Through the ADKAR model, Tesco can maintain a strong platform and fight against disasters due to modern industry that can be harmful for the organisation. Tesco always needs to be one more step ahead for the skills and behavior of management to have the goals and get a competitive advantage. Thus, necessary changes, including the development of leaders, are applied through the ADKAR model. The model helps Tesco identify the effect related to production and drop in sales. When Tesco get feedback from the market, it tries to focus on the suggestions  and bring innovation to bring a positive change in the company(Boca, 2013)

Transactional leadership theory is the three-element theory that Tesco uses to motivate and develop leaders. Three main components are management by exception, contingent reward, and management by passive. The reward is given to employees for their motivation. HR directors show trust for leaders and employees by applying management exception theory, and if they fail to deliver, then they apply the management by passive element to bring improvement in the company(Raza, 2019).
Conclusion

Tesco is one of the leading supermarkets in the world that care for employees and supports its leadership. The company provides financial and non-financial incentives to employees to motivate them. Moreover, through change management, it is continuously upgrading the system to facilitate the customers and being a director, it's the responsibility to hire and train employees for the betterment of the company. Therefore, the company director will implement the strategies that are helpful for developing the leader, training employees, and bringing change to get positive outcomes for the company. Therefore, using the models and theories for HR strategies will help improve the company. Employee training and their work accordingly make them productive. Moreover, organisations are providing training and learning sessions for the development of skills of employees. Thus, the HR director and his team have implemented strategies for the better outcomes of the company for the long term. Human resource management is a challenging task. 
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