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[bookmark: _Toc227093460]1. Introduction
For ensuring the success of an organisation Human Resource Management practices has played a significant role specially within the retail sector like Tesco. This company has been recognised as one of the leading supermarket chains of the UK. Through data it is also observed that Tesco has more than 340000 employees globally (Tesco, 2026). Due to this huge employee structure, it makes the whole workforce complex. Within the present contemporary business environment, the HR department has been facing a lot of challenges which is actually driven by a lot of technological change, workforce expectations along with in the present day further increased focus on diversity or inclusion. The purpose of this report is to examine the different factors which affect the HR practices within Tesco which also include technological advancement, talent acquisition or retention. Additionally, the diversity, equity or inclusion practices are further supported by different theories along with organisational evidence. 
[bookmark: _Toc227093461]2. Factors Affecting HR
[bookmark: _Toc227093462]2.1 Technological Advancement 
Technological advancement helps the HR officials to improve their practices specially within the retail sectors like Tesco. Therefore, these digital technologies further include technologies like automation, AI or data analytics. This technology leads the business to boost their operational efficiency or leads to reshaping the workforce requirements. On the other hand, Tesco further considered incorporating technologies like self-services checkouts, workforce management or online grocery platforms. This is supportive for the firm to boost the productivity or customer satisfaction rate. In this contest it is observed that Tesco collaborates with US software group Adobe. This AI software helps the company to analyse customers' data which is supportive for them to use personalised marketing and leads them to boost their overall sales (The Economic Times, 2026). 
These technological developments further have some challenges for HR officials. The skill gap is the major gap which has been faced while adopting any new technology within the workplace. To embrace any new technology workers must adopt digital tools or systems (McCall, 2025). For which in the present days to sustain within the competitive market organisations must be digital competencies. This created pressure over HR officials to arrange training or development programmes. However, resistance to change is also a major concern in adopting new technologies specially for older staff which hamper the effective implementation of new technologies. 
In theoretical perspective, Human Capital Theory, focuses on investing in employee skills. This is supportive for the firm to boost organisational performance (Auerbach and Green, 2025). Therefore, Tesco for which through following this framework consider to invest in digital training initiatives which help their staff to remain competitive within the market. As it helps the workers of this company to improve their knowledge or skill and leads the firm to be competitive. However, technology helps the brand to improve their efficiency. Therefore, for which HR officials need to manage this change effectively which leads to improved employee adaptability along with management of engagement is also essential within the rapidly changing retail environment to sustain competitiveness. 
[bookmark: _Toc227093463]2.2 Talent Acquisition and Retention
Talent acquisition and retention have been considered as a major challenge of HR managers in the retail sector especially in Tesco.  As many employees have been working as frontline workers who faced a lot of difficulties during their task which increases the chances of satisfaction in their jobs. Therefore, high competition and turnover rates increase stress of HR managers.  The main issues which include limited career progression, low wages or demanding work conditions negatively affected the employee satisfaction rate.  Due to which unmet expectations often lead to disengagement or turnover in the retail sector. In this context Maslow’s Hierarchy of Needs Theory focuses to highlight the prominence of both financial or non-financial motivation for workers (Rojas, Méndez and Watkins-Fassler, 2023).
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Figure 1: Tesco Gender Pay Gap
(Source: Tesco, 2020)
In this context Tesco offers flexible working hours with career opportunities and personal choices options focused to improve the job satisfaction rate of their staff. Along with it is also observed that Tesco through their flexible opportunities is able to reduce gender bonus pay from 2019 to 2020 (Tesco, 2020).  This initiative assesses the company to sustain their brand in a competitive market through retaining their skillful workers with them.
2.3 Diversity, Equity and Inclusion (DEI) 
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Figure 2: Senior Appointments of Tesco
(Source: Tesco PLC, 2026)
Through research it is found out that Tesco incorporates diversity, equity and inclusion policies in their business which ensures fair treatment and equal opportunities for each staff. However, it is found out that Tesco promotes inclusion through different initiatives which results show that Tesco recruit at least 47% senior appointments from ethnically diverse backgrounds in 2022 to 2023 (Tesco PLC, 2026).  Though the company faced challenges of unconscious biases and under representation in leadership roles. Therefore, Social Identity Theory helps to explain how group categorisation often leads to biases (Guan and So, 2022).  On the other hand, DEI helps to boost innovation and performance.
[bookmark: _Toc227093464]3. Evaluation of Contemporary HR Practices 
[bookmark: _cmlb8qn5dqid][bookmark: _Toc227093465]3.1 Addressing Technological Advancement
Modern HR practices are becoming more dependent on digital transformation to elevate efficiency in organisations. Important strategies are e-learning (digital training programmes), and the integration of Human Resource Information Systems (HRIS). Prasad et al. (2024), indicate that with HR systems that operate via technology, administrative work can be automated, decision-making is enhanced, and workforce analytics are better. These applications enable organisations to automate the recruitment process, performance management and developing its employees. In Tesco, employees are being upskilled via digital learning platforms so that they are equipped to cope with the changes, including online retail solutions and self-checkout systems (Tescoplc,2026). This indicates that perpetual digital training enhances organisational competitiveness and employee adaptability.
However, even with these benefits, the introduction of HR technologies is associated with high start-up costs and has to be sustained by investing in infrastructure and training. Moreover, the adoption of technology may present obstacles in which the staff do not have digital skills and become resistant to the technology and less efficient (Alaghbari et al., 2024). Thus, although HRIS and e-learning have a great impact on enhancing efficiency and productivity, their effectiveness relies on the compatibility of technological systems with the skills of employees and organisational preparedness. 
[bookmark: _sduyd99zxkbz][bookmark: _Toc227093466]3.2 Addressing Talent Acquisition and Retention
Employer branding, flexible working arrangements and reward systems are some of the practices adopted by organisations to solve the talent acquisition and retention challenges. According to Odionu, Bristol-Alagbariya and Okon (2024), employer branding is a significant factor in improving the appeal of an organisation to its prospective workers, whereas flexible working has a positive effect on job satisfaction and retention. Moreover, data-based HR practices allow organisations to determine employee needs and customize retention strategies. At Tesco, employee discounts, career development programmes, and skills-building opportunities are some of the initiatives that show commitment to the wellbeing and growth of employees. These are some of the practices that will lead to better engagement and lessen the turnover, especially in the competitive retail industry.
However, such initiatives can raise the operation expenses, especially when providing financial rewards and benefits. Additionally, Opada et al. (2024), indicate that financial incentives are not enough to keep employees. In its place, long-term retention is more heavily influenced by employee engagement and career progression and organisational culture. Thus, although modern HR practices have been successful in talent acquisition, organisations need to concentrate on total engagement strategies and not just on monetary motivators. 
[bookmark: _59520m7fsck1][bookmark: _Toc227093467]3.3 Addressing DEI
The concept of Diversity, Equity and Inclusion (DEI) has become the core of the HR practice today. To enforce inclusivity and fairness, organisations have inclusive recruitment policies, diversity training, and equal pay audits. Proper DEI plans increase the organisational reputation, employee satisfaction and innovation (ABUMERE, 2025). Gender diversity programmes and diverse workplace policies at Tesco are indicators of working to create a diverse workforce. These programs are in line with the perception that diverse environments enhance teamwork and decision making (Mendonça, 2025).
Besides, a major weakness is the potential of tokenism, where diversity programs are introduced in a superficial way, and cultural change is not realized. This may lead to lack of trust and efficacy of DEI strategies by employees. Thus, DEI should not be merely a matter of compliance but entrenched in organisational culture and leadership practices as well as in day-to-day decision-making procedures (Hamidullah, Piatak and Chen, 2024).
To sum up, contemporary HR practices offer not only a lot of advantages, including technological, talent and diversity challenges, but also are influenced by strategic implementation, alignment of employees as well as a high level of organisational commitment. 
[bookmark: _uwzvgkjbn8dw][bookmark: _Toc227093468]4. Critical Evaluation: Role of Departmental Managers 
[bookmark: _879z21u0xxx2][bookmark: _Toc227093469]4.1 Ensuring Implementation of Technology Practices
Departmental managers are also instrumental towards the success of HR practices that are technology driven. They will support digital transformation efforts and employee training to get used to new systems. According to Zen et al. (2023), advanced performance management systems are dependent on the involvement of managers to track performance, analyse data, and lead the employees through the technological changes. Managers in organisations like Tesco are supposed to promote the adoption of digital platforms, like e-learning platforms and automated performance tracking applications. Managers promote better productivity and efficiency by promoting such systems.
Therefore, one of the disadvantages is that managers themselves might be inadequately digital which can make the process ineffective. Moreover, the unwillingness of the employees, especially the old employee, denied new adoption. This shows that there is a very vital disparity between technology investment and application (Bristol-Alagbariya, Ayanponle and Ogedengbe, 2022). To solve this, there is a need to have continuous leadership development programmes to improve the managerial digital skills so that they are able to lead technological change. 
[bookmark: _zhpm20axt5rb][bookmark: _Toc227093470]4.2 Ensuring Talent Retention Strategies
The success of talent retention strategies heavily depends on the managers, since they have a direct impact on employee engagement and performance management. Frequent feedback and recognition systems along with other talent management practices are essential to ensure employee satisfaction and commitment to the organisation (Yildiz and Esmer, 2023). In Tesco, the departmental managers have the role of undertaking performance reviews, rewarding employee contributions, and facilitating career enhancement. The practices will create a good working atmosphere and promote employee retention. In spite of these attempts, the issue of line mismanagement has been one of the biggest reasons behind employee turnover. Failure to communicate effectively, to reward as well as to support employees in their careers can diminish their motivation and augment dissatisfaction (Mujtaba and Mubarik, 2022). This implies that well-formulated HR strategies can fail in case managers are not able to implement them in a proper way. Thus, organisations should invest in managerial competencies development in communication, leadership, Sustainability and emotional intelligence to provide successful retention outcomes. 
[bookmark: _cel7y9yy01tq][bookmark: _Toc227093471]4.3 Ensuring DEI Practices
Managers of departments also have a duty to advance Diversity, Equity and Inclusion (DEI) in the workplace. They have the responsibility of promoting an inclusive culture, dealing with discrimination, and treating every employee fairly. Tools like bias training and open promotion systems are needed to reach these goals. In Tesco, managers are supposed to embrace inclusive values and provide equal opportunities to the different employees. This is in line with studies of Adeyemi Abdulwasiu (2024), indicating that inclusive leadership improves organisational performance and wellbeing of employees.

But in most cases, the DEI initiatives fail because there is no managerial accountability. Unless managers take initiatives to promote inclusion or speak up against discriminatory behaviours, policies will not work (Iradukunda and Werner, 2025). This shows how crucial it is to incorporate DEI into the management tasks and performance assessment.
Finally, departmental managers play a pivotal role between the HR policies and employees. Their performance in terms of implementing technology, talent retention, and inclusion defines the general effectiveness of modern HR practices. Even the most developed HR strategies are unlikely to be effective without a firm commitment and ability of the managers. 
[bookmark: _Toc227093472]5. Conclusion 
It is summarised that Tesco encounters a lot of HR challenges which drive technological change, talent management issues or DEI requirements. Though contemporary HR practices, address these factors efficiently. The success of this practice depends on strong managerial implication, continuous adaptation or alignment with organisational strategies. This helps to fulfil employee requirements which supports Tesco to sustain long term performance.
[bookmark: _Toc227093473]6. Recommendations 
It is suggested to Tesco, HR officials to invest in continuous digital training for their workers. As it is supportive to address skill gaps and helps to strengthen employee engagement with the help of recognition and development programmes. Therefore, it is also suggested to improve managerial accountability for DEI practices. Along with data-driven HR decision making also helpful to boost workforce planning retention and overall business performance.
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