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Executive Summary 

 At Tesco, there are various areas and mechanisms through which the HR team can 

perform its tasks in order to enable employees work effectively in achieving the organization’s 

overall objectives. HR department of the organization needs to adopt appropriate recruitment and 

selection processes in order to attract and develop the best personnel who can lead the 

organization to achieve its objectives. The Human Resource Management should also develop 

necessary leadership and motivation styles in order to develop the capabilities, skills and 

experience of workers. Good leadership and motivation styles will also enhance employee 

commitment and engagement in the organization; hence improving their performance and that of 

the overall organization. Teamwork will also be an essential part of the company’s human 

resource management. Furthermore, the company needs to develop appropriate performance 

management measures to ensure that the performance of employees is measured and monitored 

so that they will always be kept in line with the goals and strategic needs and objectives of the 

organization. This report will highlight various measures, mechanisms and steps to be taken by 

the HR department of Tesco in order to ensure that the above areas are addressed effectively. 

 The report will include an introduction to the organization’s Human Resource 

Management practices whereby the purpose of the report and the importance of maintaining the 

current team ethos of the organization will be explained. It will also define an effective selection 

process for the new position of a baker, including ethical and legal issues associated with the 

selection process. This will be enhanced by use of job description and person specification. The 

next part will involve an explanation of the skills needed by the management team to manage 

new and existing employees effectively, including motivation approaches to be used – leadership 

and motivation. The paper will then highlight the skills required of team members and team 
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leaders in a teamwork exercise or a group. Finally, the report will provide a performance 

management proposal that will enable maintenance of a company standards and building of an 

effective team of workers/employees. 

1. Introduction 

The purpose of this report is to provide the manager of HR operations at Tesco with 

necessary information to make informed decisions regarding various HR operations. The report 

will highlight some of the key aspects of Human Resource Management functions and how the 

manager of HR operations can work and lead people to achieve the overall objectives of the 

organization. In other words, the report will provide the manager of HR operations at Tesco with 

the necessary tools to manage personnel and develop human resource management strategies that 

are in line with the strategic management of the organization. In order to enhance a better 

understanding of the HR operations and practices, the paper will use an example of the position 

of a baker at Tesco to demonstrate how human resources can be managed strategically in the 

company to meet the overall objectives of the organization. 

The current theme ethos of Tesco involves meeting customer expectations. At Tesco, the 

customer is a very important stakeholder. Tesco’s employees therefore work in teams to meet the 

needs of customers and achieve customer satisfaction. Such teamwork has certain benefits and 

can be used to achieve the organization’s goals. Working in groups enables Tesco’s employees 

to work easily on complex tasks in order to add value to products for customers; this may not be 

easy if undertaken by an individual. Teamwork also stimulates creativity and generates new 

ideas and acts as a liaison or coordination mechanism which integrates different parts of the 

organization. Teamwork is also important in problem solving situations where multiple view 
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points are necessary. Groups or teams can also be used to implement decisions. This will lead to 

setting of goals or objectives for a number of people within the organization or for the overall 

organization (Beer & Nohria, 2000). Teamwork can also be used as a socializing device so that a 

common message concerning an organization’s culture can be communicated or reinforced. 

Effectiveness of teams in achieving goals at Tesco is determined by the interests of the 

groups and the cohesiveness of the team. Interest groups are formed to achieve a specific goal of 

a common interest. Successfully led and managed teams can be able to bring together members 

to work effectively towards a common goal with common interests. Group cohesiveness involves 

the attractiveness of the group members and their motivation to remain as a part of the group and 

resist leaving it. This is important in goal alignment as shown in the diagram below. 

 

 Fig 1: cohesiveness and productivity 
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The figure above shows how teamwork and team cohesiveness enhances productivity – one 

of the goals of the organization. It indicates that teamwork can be used to meet certain goals and 

objectives of the organization. 

2. Recruitment and Selection process 

2.1. Recruitment  

The company’s selection process should begin with an advertisement. The company 

should always use its website to advertise for a job as a primary job advertisement mechanism. 

However, the company also uses other channels to advertise its job positions including the media 

and internal memos. The advertisement should contain appropriate job description and person 

specification to indicate the requirement of the job. A sample of the job description and person 

specification is provided in the appendix section. In whatever mechanisms accessed by potential 

candidates, applicants for the new baker position should undergo a thorough selection process 

that is in line with good business ethics and legal issues. This process should be non-

discriminatory and should provide equal opportunities to all applicants regardless of their age, 

gender, disability, race, ethnicity, nationality or culture.  

2.2. Interviews 

The first step in the selection process is to design application forms to be filled by the 

applicants. These forms should have basic details of the applicants including personal details 

such as name, address, date of birth and contacts; details of education, qualifications and training 

completed; and employment history and current position held. Closed application forms should 

be used in order to maintain the privacy of the applicants in order to enhance compliance with 

UK’s data protection act. This act provides rules on handling of sensitive and personal data 
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including data protection principles, rights of access to personal data and right to prevent 

processing likely to cause damage or distress among other provisions.  

The next step of the selection process should involve sifting of application forms and 

resumes in order to determine candidates who meet the requirements of job. Potential candidates 

should then be shortlisted and invited for an interview. The interviews should be scheduled for 

an appropriate date and planned well in order to avoid inefficiencies of the interview process. 

The interview process should involve open interview questions to match the interviewee’s 

characteristics to the people specification. In order to enhance ethical and legal HR practices in 

the interview process, the questions asked in the interview should not involve tricky or 

discriminatory questions. The interviewee should also be provided with information about the 

job. The interview should also be free of bias and prejudice. 

2.3. Selection Tests 

Another practice in the selection process that can be conducted alongside interviewing is 

undertaking selection tests. This entails collection of data about the abilities, interests and 

personality of candidates. Selection tests are also used to reduce costs associated with poor 

recruitment decisions. They reduce errors that may occur when an interview alone is use. Tesco’s 

HR operations manager may consider two types of psychometric tests: ability tests and 

personality tests and questionnaires. Ability tests are used to examine intelligence, aptitude and 

attainment of potential candidates for the baker position. Attainment tests is more appropriate for 

the baker position because they center on already acquired skills – for example the baking tests 

to determine the skills acquired by the candidate in baking. Personality tests are used to enable 

the recruiter to assess the candidate’s personality more objectively. This will supplement the 

more subjective assessment methods used in a formal interview. Occupational Personality 
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Questionnaire (OPQ) may be used to cover various personality dimensions including the ability 

of the individual to work in a team with other workers of the organization. 

2.4. References and employment offer 

The selection process should also entail the use of references to supplement the 

information gained through interviews and tests. References can also be used to assess the 

accuracy and strength of the candidate’s statements and test results. The references involve 

contacting referees provided by the candidate including former or current employers, academic 

tutors or lecturers, and community leaders or religious leaders. The final stage of the selection 

process is to offer employment to the candidate who best fits the person specification and passes 

all tests and interview. The selection decision should then be communicated to all candidates as 

soon as possible. Unsuccessful candidates should be sent rejection letters, while the successful 

candidates should be sent an offer letter. Records of the decisions made should be well kept by 

the recruiter and the manager of HR operations. All decisions made throughout the selection 

process should be justified appropriately. This selection process can be summarized in the figure 

below. 

 

Fig 2: Selection process 
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3. Leadership and Motivation 

3.1. Leadership skills and qualities 

Leadership is often characterized by various leadership qualities that define the features 

of effective leaders. People who are recognized universally as effective leaders are often 

different in personalities, moral values and behaviour. Despite such differences, leaders become 

successful.  In this regard, leaders exhibit various leadership qualities that are unique to each 

individual leader. Only one quality has been considered as consistent among all leaders – 

intelligence. Organizations such as Tesco should seek various skills and qualities of their senior 

executives (leaders) such as ambition, commitment, enthusiasm, confidence and loyalty. These 

qualities are recognized by different leadership theories. There are also various generic skills of 

leaders including: value congruence, self-understanding, vision, intuition and empowerment. 

These are clear from the figure below: 

 

3.2. Leadership theories 

Action-related leadership theory suggests that leaders should demonstrate task-oriented, 

individual-oriented and team-based skills. Task-related skills of leaders enable them to lead 
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groups in the clarification of a specific task and its nature, and to enable the leaders overcome 

barriers to completion. Team-oriented skills of leaders enable leaders to hold groups together as 

a cohesive unit. Individually oriented leaders ensure that diverse and important needs of group 

members are met. According to path-goal theory, leaders are goal-oriented; they obtain rewards 

for their followers in order to be permeated to retain their roles as leaders. Leaders lead because 

they are focusing on certain goals that they expect to attain for the sake of their followers and for 

their own sake as well. Finally, transformational leaders have interest in trust, value people, 

delegate effectively, and develop people-potential. They are also approachable, transparent, 

honest, decisive, analytical, creative and effective communicators. They are also team oriented 

and have clear vision and strategic direction for the organization. 

3.3. Leadership styles 

Leadership skills can also be explained in terms of leadership styles. Managing people 

entails leading them throughout their lifetime employment with the company. This may entail 

various leadership styles from which Tesco’s operations manager may obtain the best style of 

managing its personnel. A case study on Tesco indicates that there are three styles of leadership: 

Autocratic, Democratic and Laissez-faire. Autocratic leadership style is also referred to as 

authoritarian style which involves ‘I tell’ philosophy. In this case, authoritarian leaders tell their 

staff what to do, giving the business a clear direction (Wilkinson and Marchington, 2008). 

Democratic style entails “I share” philosophy which requires leaders to allow decisions to be 

made within teams with each member having an equal input. Finally, Laissez faire is 

characterized by “hands-off” approach and trusts teams to make decisions for the company. 

Tesco’s leaders may exercise any of these leadership styles to manage various teams in the 

company. 
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3.4. Differences between managers and leaders 

The manager of HR operations in Tesco should also understand some of the differences 

between leaders and managers. Managers are always seeking to maintain the status quo in order 

to ensure that things work according to plan and to maintain consistency. On the other hand, 

leaders have the ability to drive change within the organization (Jung & Sosik, 2006). There are 

various differences between leaders and managers in terms of skills as highlighted in the table 

below. 

 

Management skills Leadership skills 

Planning  Inspiring  

Controlling  Motivating 

Communicating Envisioning 

Evaluating  Behaviour modeling 

Monitoring  Involving  

Team-working Promoting learning 

Directing Team-building 

 

3.5. Motivation 

In order for the store teams to meet organizational goals, the manager of HR operations 

should use various motivation teams. Motivation is a state that arises from internal and external 

processes that lead individuals to perceive the appropriateness of pursuing certain courses of 

action in order to achieve given outcomes. Motivation enables the individual to pursue those 
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outcomes with vigour and persistence. Tesco’s HRM should therefore motivate its employees in 

order to derive effective performance and productivity from them. Motivation will energize the 

store teams and direct their activities to goals. 

In order to determine the motivation technique to be used, the company should consider 

the self-identity of each team member and their nature of job. This report recommends that the 

manager of HR operations in Tesco should implement motivation of employees based on the 

division of the work environment into two major groups as suggested by Herzberg: hygiene 

factors and motivators (Rollinson, 2008). The hygiene factors that the company should provide 

members of the store team include: salary, job security, working conditions, quality supervision, 

company policy and administration, and interpersonal factors. The salaries paid to the employees 

in the team should be of appropriate scale based on a good job evaluation. The employees should 

also have an assurance their job security so that they will increase their commitment and 

engagement in the company. Good working conditions and a balanced work-family life should 

be enhanced for the employees as motivating factors for them. The HR manager should also give 

employees certain motivators such as sense of achievement, recognition, responsibility, nature of 

work, and personal growth and development. A good job performance should be recognized, 

appreciated and reward; while a wrong doing should be punished. 

4. Teamwork 

4.1. Differences between being a team leader and a team member 

Skills of a team leader Skills of a team member 

Delegation of duties Participative in carrying out activities 

Good communicator Good listener 
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Good in giving instructions and controlling  Good in following instructions and supports teammates  

Social coordinator  Maintains good relationship with teammates 

Creative in conception of ideas Ability to turn ideas into tasks 

Models and develops behaviour  Learning skills 

High decision making skills Participation and supportive in decision making 

 

4.2. Dealing with conflicts professionally 

When working in a group, conflicts are always inevitable because teams bring together 

people with different personalities, interests, attitudes and beliefs. In order to enhance effective 

management of conflicts, the HR manager should develop an environment whereby diversity is 

highly appreciated by all members of the team. Cultural diversity management is one of the ways 

through which diversity can be enhanced. The HR manager should design a good diversity plan 

which sets out mechanisms that should be followed by all members of the team to enhance an 

effective diversity management in the team. Once all members of a team understand and 

appreciate each other despite their cultural, ethnic, nationality, age or gender; conflicts will be 

highly minimized. 

Once conflicts arise within the group, the first step is to determine the cause of such 

conflicts in order to address them successfully. One of the best ways to resolve conflicts in a 

team is through consensus that involves discussions across the table. In this case, the team leader 

should engage the conflicting parties in resolution discussions seeking to find solutions to the 

stalemate. The team should engage in the discussions in a way that avoids bias and prejudice; 

and ensures that the interests of all members involved are taken into considerations. The 



HUMAN RESOURCE MANAGEMENT                                                                                     13 
 

resolution arrived at should be informed by relevant data from the situation that led to the 

conflict. None of the members should be hurt by the resolutions arrived at. In case the team does 

not find a solution after holding the discussion, the case should be forwarded to the HR manager 

who will ask the team members who are in conflict to resolve their differences by mutual consent 

and arrive at a common ground of understanding. If that not forthcoming, the HR manager will 

then forward the names of the parties in conflict to the board of directors who will decide the 

punishment or disciplinary action to be taken against the members who are in conflict. 

5. Performance Management 

5.1. Developing employees through performance appraisal 

Every individual in Tesco and the store team is expected to make an effective 

contribution to the organization’s performance. Workforce performance should be able to meet 

the objectives determined in the contractual agreement between the employer and the employee. 

An employee’s performance should therefore be assessed against the company’s expectations. 

Performance management should be linked with reward management. A person’s job 

performance in an organization can be monitored using performance appraisal and benchmarking 

approaches. Performance appraisal entails scrutinizing the performance of employees in order to 

provide an effective feedback for the motivation of employees (Carnall, 2003). Appraisal process 

should entail regular discussions on organizational objectives, achievements, development needs 

and future career development. It should determine areas that the appraisee has performed well 

and areas that need improvements. It should also cover the readiness of the appraised employee 

for promotion. The appraisal process can be illustrated in the flow chart provided below. 
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There are various types of performance appraisal including personality based appraisal 

systems, job behaviour oriented appraisal systems, results-oriented appraisal systems, and use of 

rating scales. The recommended appraisal method for Tesco’s HR manager is the use of scale 

rating in appraisal. In this case, performance indicators or criteria should have ratings or scores 

placed against them. Such methods of assessment should be used as a yardstick against which 

line managers can rate the performance of employees who are under their control. Example of a 

scale rating of a baker at Tesco is provided in the appendix section of this report. It is set out as: 

Initiative      A      B          C            D                  E 

 

Excellent          very Good    Good   Adequate       Below standard 

5.2. Benchmarking 

 Another method of measuring performance is through the use of benchmarking as a 

performance measurement tool. This technique identifies the best practices and approaches by 

comparing productivity in the bakery section of the organization with other similar sectors in 

other grocery retailers. The approach also sets realistic performance standards and ensures that 

such standards are met by employees (Senior & Fleming, 2006). In terms of bakery, Tesco may 

Appraisal form 

completed 

Action agreed 

Job improvement 

plan 

Appraisal interview 

conducted 

Promotion or 

transfer 

Salary review 
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use benchmarking to stimulate creative thought on how the company can better serve its 

customers. 

5.3. Assessment of the proposed performance appraisal process  

The success of the performance appraisal process is will be determined by the 

effectiveness of the HR management team in the process. The success can be evaluated by 

determining the extent to which the improvements occasioned by the appraisal process has led to 

improved performance by employee (baker). The HR team can achieve this by regularly 

monitoring employees during and after the appraisal process to note if there are any changes 

following the performance management process. This should be done regularly by the HR 

management team in collaboration with the operations department.  

6. Conclusion 

Human resource management is a crucial part of managing personnel in any organization 

such as Tesco. The process of managing employees begins with an effective recruitment process 

to the effective management of performance and evaluation of the performance appraisal 

process. An effective recruitment and selection process involves phases of activities beginning 

with human resource planning that includes formulation of job description and person 

specification. The recruitment and selection process also involves advertisement of the job, 

application by candidates, screening of candidates’ credentials, interviews, selection tests, 

references and employment offer.  

Human Resource Management also requires effective leadership whereby managers 

display good leadership skills such as inspiring, Motivating, envisioning, behaviour modeling, 

involving, promoting learning and team-building. There are certain differences of a leader and a 
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manager. Tesco’s HR Manager should take such differences into consideration in order lead 

teams effectively in the company. Motivation should also play an important part of the 

Manager’s HR operations. Employees improve their performance, engagement, commitment and 

productivity if motivating factors are enhanced. Such motivating factors include salary, good 

working conditions, recognition, etc. Finally, the HR manager of the company should ensure that 

there is a fully functioning and effective performance management mechanism in the company 

so that the performance of the employees can be easily monitored and appropriate steps taken to 

enhance improvement where necessary.  

 

 

 

 

 

 

 

 

 

 

 



HUMAN RESOURCE MANAGEMENT                                                                                     17 
 

References list 

Beer, M., & Nohria, N. 2000. Cracking the code of change.  Harvard Business Review, 133-41 

Carnall, C.A. 2003. Managing Change in Organizations, 4ed. Harlow: Pearson Education 

 Limited. 

Held, D. 2004.  A Globalizing World: culture, economics, politics, 2nd ed. London: Routledge 

Jackson, M.C. 2003. Systems thinking: Creative holism for managers. Chichester: John Wiley 

 & Sons. 

Jung, D. & Sosik, J. 2006. Who are the spellbinders? Identifying personal attributes of 

 charismatic leaders. Journal of Leadership & Organizational Studies, 12, 12–27. 

Rollinson, D. 2008. Organizational Behavior and Analysis. London: Prentice Hall. 

Schneider, B., Hanges, P., Smith, D., & Salvaggio, A. 2003. Which Comes First: Employee 

 Attitudes or Organizational Financial and Market Performance? Journal of Applied 

 Psychology, 88, 836–835. 

Senior, B., & Fleming, J. 2006. The Leadership of Change in Organizational change. London: 

 Prentice Hall.  

Wilkinson, A. and Marchington, M., 2008. Human Resource Management at Work: People 

Management and Development. London: CIPD. 

 

 



HUMAN RESOURCE MANAGEMENT                                                                                     18 
 

Appendices 

Appendix 1: Job Description 

1. Job Title: Baker 

2. Reports to: Operations Manager 

3. The employee is responsible for: customers – baking foods that meet customer needs 

and high quality expectations of customers 

4. Purpose and scope of the role: the baker’s main duty is to bake a wide range of 

confectionary foods including bread, snacks, candies, sausages and smokies. The baker 

will also be required to report the amount of raw materials used daily and the amount of 

baked products produced daily to the operations manager. He/she is expected to keep 

records of the same.  

5. Preferred level of Education: Diploma in hospitality, foods and dietetics or any other 

relevant field.  

6. Experience required: an experience in bakery operations for over 2 years is important 

for the individual to minimize the amount of training required in the new role. Experience 

in inventory management is also an added advantage – it enables the candidate to keep 

good records of the raw materials and manage the products of the baking process. 

Appendix 2: Person Specification 

1. Physical Make-up: the baker should be energetic, healthy, strong, and have a good 

personal appearance. He/she should be well-groomed always, clean and undergo health 

tests. 
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2. Attainments: the candidates should have a minimum of diploma in hospitality, foods and 

dietetics or any other relevant field. The individual should also have a minimum of 2 

years experience in baking, and an experience in inventory management and customer 

service is an added advantage. 

3. General Intelligence: the person should be able to apply mental effort in the job and be 

able to make appropriate decisions in operations 

4. Special aptitudes: the individual should have good decision making skills, tolerance to 

pressure, customer service skills and good communication skills. He/she should also be 

organized and possess good time management skills. 

5. Interests: the person should also have a positive attitude towards baking and be 

passionate with the job. He/she should also have an interest in customer service and 

teamwork. 

6. Disposition: the candidate should be well-disciplined and should display high levels of 

integrity. He/she should respect the views of others and approach issues competently and 

should be capable of applying good judgment approaches. 

7. Circumstances: the job also requires other circumstances of candidates including 

working extra hours, flexibility in time schedules and working with other grocery 

departments. 

Appendix 3: Interview Questions 

1. Tell us about yourself (to support details in the resume)? 

2. What attracts you to this post? 

3. What are your ambitions? 

4. What are your greatest achievements so far? 



HUMAN RESOURCE MANAGEMENT                                                                                     20 
 

5. What are some of your strengths and weaknesses? 

6. What do you know about Tesco related to the job? 

Appendix 4: scale rating of a baker 

Initiative      HIC     IC             CC          DC     HCD 

 

5. Excellent          4.  Very Good   3.  Good          2. Adequate 1. Below standard 

Whereby, 

 HIC = Highly increased customers 

 IC = Increased customers 

 CC = Constant number of customers 

 DC = Decreased customers 

 HDC = Highly decreased customers 

 

 

 


