[image: University of Wales Trinity St David – UniKitOut]



Module Title: Developing and Managing Individuals and Teams 
Evaluating Contemporary Human Resource Challenges and Strategic Human Resource Management Practices at Tesco PLC

Module Code: LCLM 5002

Assessment: Component 2

Student Name: Luciana de Lara Franco

Student Number: 2431984

Lecturer’s Name: Dr. Samson Oladejo

[bookmark: _Hlk205982702]
Contents
Executive summary	3
1. Introduction	4
2. Key Contemporary HR Challenges at Tesco PLC	5
2.1 Adapting to Technological Advancements	5
2.2 Talent Acquisition and Retention	5
2.3 Diversity, Equity and Inclusion (DEI)	6
3. Evaluation of Contemporary HR Practices	7
3.1 Digital HR Systems and Workforce Analytics	7
3.2 Strategic Workforce Planning and Employee Engagement	7
3.3 Inclusive Recruitment, Leadership Development and DEI Initiatives	8
4. Critical Evaluation of Managerial Implementation	9
4.1 Leadership Accountability and Communication Strategies	9
4.2 Monitoring Performance and Organisational Culture	9
4.3 Barriers to Implementation and Overcoming Challenges	10
5. Recommendations	10
6. Conclusion	12
7. References	13



[bookmark: _Toc235208186]Executive summary
This report critically examines the contemporary Human Resource (HR) challenges facing Tesco PLC within the UK retail sector. It focuses on three key issues: technological advancement, talent acquisition and retention, and Diversity, Equity and Inclusion (DEI), analysing their impact on organisational performance, employee engagement and long-term sustainability.
The report evaluates contemporary HR practices, including digital HR systems, workforce analytics, strategic workforce planning, employee engagement initiatives and inclusive recruitment, while critically assessing the role of departmental managers in implementing these practices effectively. Finally, practical recommendations are proposed to strengthen digital capability, leadership development, employee engagement and evidence-based decision-making. Overall, the report concludes that strategic Human Resource Management is essential for maintaining Tesco's competitiveness and supporting sustainable organisational success.








[bookmark: _Toc234790131][bookmark: _Toc234790167][bookmark: _Toc235208187]1. Introduction
Human Resource Management (HRM) has become a strategic organisational function that enables businesses to respond effectively to economic, technological and social change while enhancing employee performance and long-term sustainability (Gunawan and Mikhail, 2025). According to Hassan (2025), organisations in the UK retail sector face increasing challenges from technological advancement, competition for skilled employees and the growing importance of Diversity, Equity and Inclusion (DEI). These challenges require HR strategies that are flexible, innovative and aligned with organisational objectives (Hassan, 2025; Asokan, Smith and Huq, 2026).
This report critically examines the contemporary HR challenges facing Tesco PLC, one of the UK's largest retailers. It evaluates how technological change, talent acquisition and retention, and DEI influence organisational performance. The report concludes by presenting practical recommendations designed to strengthen Tesco's HR strategy and support sustainable organisational success within the UK's highly competitive retail sector.
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2. Key Contemporary HR Challenges at Tesco PLC
[bookmark: _Toc235208189]2.1 Adapting to Technological Advancements
Technological advancement has fundamentally transformed the UK retail sector through the adoption of artificial intelligence (AI), automation, self-service technologies and workforce analytics. For Tesco PLC, digital transformation has enhanced operational efficiency, improved customer experience and supported data-driven decision-making. However, these developments have also increased demand for employees with advanced digital competencies and greater adaptability. Consequently, Human Resource Management (HRM) must ensure that recruitment, workforce planning and learning strategies are aligned with the organisation's future capability requirements (Storey, 1995).
Continuous learning and development are essential to enable employees to adapt successfully to technological change and minimise resistance to new ways of working. Armstrong and Taylor (2023) argue that organisations achieve sustainable competitive advantage when technological investment is supported by effective HR strategies. Nevertheless, rapid digital transformation may create concerns relating to job security, employee wellbeing and changing job roles. Tesco should therefore balance technological innovation with continuous training, effective communication and career development opportunities to maintain employee engagement and organisational performance (Kaplan and Norton, 2004).
Furthermore, technological advancement provides opportunities to redesign jobs, improve productivity and enhance operational flexibility. However, these benefits can only be achieved when employees receive appropriate training and continuous organisational support throughout the change process. Tesco should therefore adopt a proactive HR approach by integrating digital investment with structured learning programmes that develop future skills and encourage adaptability. Such an approach not only strengthens organisational resilience but also improves employee confidence, engagement and readiness for future technological developments.
[bookmark: _Toc235208190]2.2 Talent Acquisition and Retention
Attracting and retaining talented employees remains one of Tesco PLC's most significant Human Resource (HR) challenges due to increasing competition for skilled employees within the UK retail sector. Strategic Workforce Planning enables the organisation to anticipate future workforce requirements, align recruitment with business objectives and reduce potential skills shortages (Armstrong and Taylor, 2023). However, recruitment strategies alone are insufficient if organisations fail to create an attractive working environment that encourages long-term employee commitment.
Employee retention is equally important because high staff turnover increases recruitment and training costs, disrupts operational efficiency and may negatively affect customer service quality. According to CIPD (2024d), organisations that invest in career development, employee wellbeing and employee recognition achieve higher levels of engagement, motivation and retention. Nevertheless, these initiatives require continuous managerial commitment and regular evaluation to ensure they remain effective in a changing labour market. For Tesco, combining strategic workforce planning with employee development, supportive leadership and career progression opportunities will strengthen organisational resilience while maintaining a skilled, motivated and high-performing workforce.
[bookmark: _Toc235208191]2.3 Diversity, Equity and Inclusion (DEI)
Asokan, Smith and Huq (2026) and Hassan (2025) suggest that Diversity, Equity and Inclusion (DEI) has become a strategic priority for organisations seeking to improve innovation, employee engagement and long-term organisational performance. Within Tesco PLC, inclusive HR practices support equal employment opportunities, flexible working arrangements and compliance with the Equality Act 2010 (UK Government, 2010). These initiatives also contribute to strengthening Tesco's reputation as an employer of choice within the competitive UK retail sector.
However, implementing DEI successfully requires more than organisational policies alone. Inconsistent managerial practices, unconscious bias and limited leadership commitment may reduce the effectiveness of inclusion initiatives (Hassan, 2025). Therefore, managers must actively promote inclusive leadership, ensure fair recruitment and promotion processes and encourage open communication across diverse teams. According to CIPD (2024a), organisations that embed inclusive practices into their organisational culture are more likely to improve employee wellbeing, innovation and organisational performance. For Tesco, integrating DEI into strategic HR decision-making will strengthen employee commitment, support business sustainability and enhance long-term competitive advantage (Asokan, Smith and Huq, 2026).

[bookmark: _Toc235208192]3. Evaluation of Contemporary HR Practices
[bookmark: _Toc235208193]3.1 Digital HR Systems and Workforce Analytics
Digital HR systems and workforce analytics have become fundamental components of strategic Human Resource Management, enabling organisations to enhance operational effectiveness, support evidence-based decision-making and improve the overall employee experience. Workforce analytics also enables managers to monitor recruitment, turnover and employee performance, allowing evidence-based decisions that support strategic workforce planning (Bratton and Gold, 2023). Tesco also highlights continued investment in colleague development, digital capability and workforce productivity as part of its long-term business strategy (Tesco PLC, 2025). Recent research also demonstrates that a well-developed digital HR strategy improves organisational performance by integrating HR processes with digital technologies (Ruiz et al., 2024). However, digital HR systems also present challenges, including data privacy concerns and the risk of relying too heavily on technology. Tesco should ensure that digital tools support, rather than replace, managerial judgement when making decisions about recruitment, performance and employee development.
The effectiveness of digital HR systems should be measured through key performance indicators such as recruitment efficiency, employee retention, training completion rates and employee satisfaction. Regular evaluation enables Tesco to identify areas for improvement and ensure that digital technologies continue to support both organisational objectives and employee needs.

[bookmark: _Toc235208194]3.2 Strategic Workforce Planning and Employee Engagement
Strategic Workforce Planning enables Tesco PLC to anticipate future workforce requirements, identify critical skills gaps and align human resource capability with organisational objectives. This proactive approach supports succession planning, improves recruitment efficiency and increases organisational resilience in a highly competitive retail environment.
Employee engagement is equally important because engaged employees demonstrate higher levels of motivation, productivity and organisational commitment. According to CIPD (2024b), investment in career development, employee wellbeing and recognition contributes significantly to engagement and retention. This is supported by Stachová et al. (2024), who found that digital HR tools positively influence employee engagement when organisations combine technology with effective people management practices. 
However, these initiatives require consistent implementation across all organisational levels to achieve sustainable results. Furthermore, workforce planning should be reviewed regularly to ensure that HR strategies remain responsive to labour market changes, technological developments and evolving business priorities. For Tesco, integrating workforce planning with employee engagement initiatives will strengthen organisational performance and support long-term business sustainability.
However, workforce planning may be less effective when organisations fail to anticipate changing labour market conditions or emerging skill requirements. Regular review of workforce data and close collaboration between HR and operational managers are therefore essential to ensure that workforce planning remains responsive to organisational needs and future business challenges.
[bookmark: _Toc235208195]3.3 Inclusive Recruitment, Leadership Development and DEI Initiatives
Inclusive recruitment and leadership development help Tesco attract diverse talent and create an inclusive workplace. Recruitment based on skills and potential broadens the talent pool, while leadership development prepares managers to lead diverse teams and support organisational change.
Although these initiatives strengthen innovation and employer branding, they require continuous monitoring to ensure equal opportunities for recruitment, promotion and career development (Barney, 1991). However, without clear accountability and regular evaluation, organisations may struggle to achieve consistent outcomes across different departments. 
This demonstrates that inclusive recruitment and leadership development are not isolated HR activities but strategic practices that contribute directly to long-term organisational performance.
Furthermore, effective DEI initiatives contribute to stronger organisational performance by encouraging innovation, collaboration and better decision-making. Employees who feel respected and included are more likely to contribute new ideas and remain committed to organisational objectives. Consequently, integrating inclusive leadership with wider HR strategies enables Tesco to strengthen both employee wellbeing and long-term business performance.
The success of DEI initiatives should be monitored through measurable indicators such as workforce diversity, promotion rates, employee engagement surveys and retention data. Therefore, Tesco should integrate inclusive recruitment, leadership development and DEI initiatives into its overall HR strategy to strengthen employee engagement, organisational resilience and long-term competitive advantage (Barney, 1991; Qiao, Li and Hong, 2024).
[bookmark: _Toc235208196]4. Critical Evaluation of Managerial Implementation
[bookmark: _Toc235208197]4.1 Leadership Accountability and Communication Strategies
The successful implementation of contemporary HR practices depends on effective leadership and managerial accountability. While HR departments develop organisational policies, departmental managers are responsible for ensuring that these policies are consistently applied. Tesco's managers should act as role models by promoting organisational values, supporting employee development and encouraging continuous learning. This approach is consistent with Transformational Leadership Theory, which emphasises inspiring employees, encouraging innovation and supporting organisational change through effective leadership (Qiao, Li and Hong, 2024).
Effective communication is equally important during organisational change. Managers should explain the purpose of new HR initiatives, encourage employee feedback and address concerns promptly. Open communication strengthens trust, improves employee engagement and reduces resistance to change, increasing the likelihood of successful implementation.
[bookmark: _Toc235208198]4.2 Monitoring Performance and Organisational Culture
Managers should continuously monitor the effectiveness of HR practices using Key Performance Indicators (KPIs) such as employee turnover, engagement, training completion and customer satisfaction. Regular performance reviews and workforce analytics enable evidence-based decision-making and help identify areas requiring improvement (Armstrong and Taylor, 2023; CIPD, 2024c).
A positive organisational culture also supports successful implementation by encouraging collaboration, inclusion and continuous improvement. Managers should reinforce organisational values through consistent leadership, recognition and equal development opportunities. This view is consistent with Hofstede's cultural dimensions theory, which suggests that organisational values and collaborative workplace cultures significantly influence employee behaviour and organisational effectiveness (Hofstede, 2001).
Effective performance management should also encourage continuous professional development by identifying individual strengths and areas for improvement. Regular coaching, mentoring and constructive feedback enable employees to enhance their skills while supporting organisational objectives. For Tesco, investing in employee development not only improves performance but also increases motivation, job satisfaction and retention. This proactive approach creates a learning culture in which employees are better prepared to respond to technological change and evolving customer expectations, contributing to sustainable organisational success.

[bookmark: _Toc235208199]4.3 Barriers to Implementation and Overcoming Challenges
Tesco may face barriers such as resistance to change, inconsistent leadership and limited resources when implementing contemporary HR practices. Employees may be reluctant to adopt new technologies, while differences in management capability can result in inconsistent employee experiences across departments.
To overcome these challenges, Tesco should provide leadership development, continuous communication and employee involvement throughout the change process. Regular monitoring through workforce analytics and employee feedback will enable managers to identify problems early and implement timely improvements. By addressing these barriers proactively, Tesco can strengthen employee engagement, improve organisational performance and maintain a sustainable competitive advantage.
Implementing these HR practices as a matter of urgency is essential for Tesco to remain competitive within the rapidly evolving UK retail sector. Delays in adopting digital technologies, strengthening talent management and embedding inclusive practices may result in increased employee turnover, reduced workforce capability and slower organisational adaptation to changing customer expectations. Prompt managerial action will therefore minimise organisational risk while supporting sustainable business performance.
Managers should also encourage a culture of continuous improvement by involving employees in organisational change and recognising their contributions to business success. Employee participation increases commitment, improves communication and creates greater acceptance of new HR initiatives, supporting successful implementation across the organisation.
[bookmark: _Toc235208200]5. Recommendations
Based on the findings of this report, Tesco PLC should prioritise five key actions. First, expand structured digital learning programmes to improve employees' technological skills. Second, strengthen talent development and succession planning to improve retention and leadership continuity. Third, enhance Diversity, Equity and Inclusion (DEI) by monitoring diversity outcomes and providing unconscious bias training for managers. Fourth, implement continuous performance management through regular feedback and coaching rather than relying solely on annual appraisals. Finally, increase the use of workforce analytics to support evidence-based decision-making and improve organisational performance. These recommendations will strengthen Tesco's workforce capability, employee engagement and long-term business sustainability. Implementing these recommendations will also help Tesco respond more effectively to future organisational challenges while supporting innovation, employee wellbeing and long-term organisational resilience.


[bookmark: _Toc235208201]6. Conclusion
This report examined the key contemporary HR challenges facing Tesco PLC, focusing on technological advancement, talent acquisition and retention, and Diversity, Equity and Inclusion (DEI). It evaluated contemporary HR practices that can address these challenges and highlighted the importance of effective leadership, communication and performance management in ensuring successful implementation. Overall, Tesco's long-term success depends on balancing technological innovation with investment in people. In addition, organisations that successfully integrate strategic HR practices with business objectives are better positioned to respond to future workforce challenges, improve employee engagement and achieve sustainable organisational performance in an increasingly competitive business environment. By adopting the recommendations outlined in this report, the organisation can improve employee capability, strengthen organisational resilience and maintain a sustainable competitive advantage within the UK retail sector. These actions will also strengthen employee engagement, support continuous organisational improvement and ensure that Tesco remains well positioned to respond to future challenges in the rapidly changing retail environment.
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