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Developing and Managing Individuals and Teams

Introduction 
In the contemporary, volatile global market, Strategic Human Resource Management (SHRM) is the cornerstone of organisational resilience and competitive advantage. As businesses navigate the complexities of rapid digital transformation and shifting workforce demographics, the ability to align HR strategies with overarching corporate goals is paramount. Failure to proactively address these shifts often results in stagnated innovation, diminished employee engagement, and a loss of market share.
This report focuses on Tesco PLC, a dominant leader in the UK retail sector. Given its vast operational scale—encompassing diverse environments from high-tech distribution centres to customer-facing retail units—Tesco faces significant pressures regarding technological integration, talent acquisition and retention, and the robust embedding of Diversity, Equity, and Inclusion (DEI).







Organisation Context 
Established in 1919, Tesco PLC has evolved from a market stall into a multi-channel retail giant, dominating the UK grocery market through a sophisticated network of retail, financial services, and global distribution. Employing a workforce exceeding 300,000, the organisation’s operational success is inextricably linked to its Human Capital Management (HCM). At this scale, HR strategies must be both robust and agile to ensure consistent service delivery across diverse physical and digital touchpoints.
The UK retail landscape is currently defined by "Retail 4.0," characterized by rapid digitalisation, hyper-competition, and shifting consumer paradigms. Integration of Big Data analytics, automated supply chain logistics, and AI-driven e-commerce platforms has fundamentally redefined job roles and competency requirements within the sector. Consequently, Tesco faces a dual pressure: the necessity to attract technically proficient talent while fostering an inclusive corporate culture that mirrors its diverse customer base. To maintain long-term sustainability, Tesco’s HR function must transition from administrative support to a strategic partner, driving high-performance work practices that align with these evolving macro-environmental shifts.







Critical Analysis of Key Strategic HR Factors 
Navigating Rapid Technological Advancement 
As noted by Armstrong (2020), the primary HR challenge is the widening skills gap. While automation drives cost efficiency and enhances customer throughput, it simultaneously triggers "technological redundancy" fears among the workforce. At Level 5 analysis, we must recognise that this creates a psychological contract breach; if employees perceive technology as a replacement rather than an augmentation, engagement plummets. Therefore, Tesco’s HR department faces the dual burden of hard-skill upskilling (technical literacy) and change management. The strategic use of Human Resource Information Systems (HRIS) further allows Tesco to leverage "People Analytics," transforming raw employee data into predictive insights regarding turnover and productivity, thereby facilitating more robust workforce planning.









Strategic Talent Acquisition and Retention 
The "War for Talent" in the UK retail sector is intensified by high volatility and the "Great Resignation" trends. For Tesco, which operates on a massive scale, the traditional recruitment model is insufficient. High labor turnover in entry-level roles is a significant "drain" on capital, encompassing not only direct recruitment costs but also the loss of tacit knowledge and operational stability.
According to the CIPD (2023), retention is increasingly dictated by the Employee Value Proposition (EVP) rather than salary alone. In a competitive market, Tesco must differentiate itself through Employer Branding. This involves moving beyond transactional employment (wages for time) toward transformational engagement. At this level of study, we evaluate how Tesco uses "career pathing" and flexible working as retention anchors. By offering internal progression via "Apprenticeship Standards," Tesco mitigates the risk of becoming a "churn-and-burn" employer, instead fostering a "sticky" culture where high-performers see a long-term future.

Diversity, Equity, and Inclusion (DEI) as a Business Imperative
DEI has transitioned from a compliance-led "box-ticking" exercise to a critical driver of sustainable business performance. For a brand like Tesco, which serves a hyper-diverse UK population, the workforce must be a demographic mirror of its customer base to ensure market relevance. Shen et al. (2021) argue that cognitive diversity—different ways of problem-solving—directly correlates with increased innovation.
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However, the challenge for HR lies in the distinction between Diversity (representation) and Inclusion (belonging). While Tesco may successfully recruit a diverse workforce, the Equity element requires a critical audit of structural barriers. This includes addressing unconscious bias in performance appraisals and ensuring "gender pay gap" transparency. A failure to embed DEI at a systemic level risks "tokenism," which can lead to reputational damage and legal liability under the Equality Act 2010. For HR, the goal is to move toward an inclusive leadership model where DEI is woven into the fabric of daily operations rather than being treated as a standalone HR initiative.














Evaluation of Contemporary HR Practices 
To remain resilient, Tesco must transition from traditional personnel management to Contemporary Strategic HRM. This involves deploying sophisticated tools that balance operational efficiency with the "human" element of the enterprise.

Digital HR Transformation and People Analytics 
A primary contemporary intervention is the integration of Cloud-based HRIS and People Analytics. As Dessler (2020) posits, digital HR is no longer just about digitising records; it is about "evidence-based management." For Tesco, using platforms like Workday or Oracle HCM allows for the streamlining of massive recruitment drives.
Evaluation: The strength of these systems lies in their ability to use Big Data to predict turnover "flight risks" or identify high-potential employees (HiPos) before they leave. However, a critical limitation is the risk of digital alienation. In a retail environment where many staff are "deskless," over-reliance on digital portals for communication can erode the personal relationship between the employee and the firm. Furthermore, as noted in the CIPD (2023) Profession Map, the "Human" in HR must remain central; data provides the what, but practitioners must still provide the why through qualitative engagement.





Strategic Talent Management and the GROW YOUR OWN Model 
In response to the UK’s tightening labour market, Tesco’s shift toward Strategic Talent Management (STM)—specifically through Apprenticeship Levies and Internal Talent Pipelines—is a vital practice. Unlike traditional recruitment, STM views employees as long-term assets rather than replaceable costs.
Evaluation: By offering structured "Lifetime Learning" pathways, Tesco effectively mitigates the "entry-level trap" common in retail. This practice aligns with Social Exchange Theory; when the organisation invests in the employee’s future, the employee reciprocates with increased discretionary effort and loyalty. However, the efficacy of this practice is contingent upon managerial buy-in. If line managers prioritise short-term floor coverage over allowing staff time for development modules, the strategic intent of the talent programme is undermined, leading to "developmental cynicism" among the workforce.









Structural Diversity, Equity, and Inclusion Frameworks 
Contemporary DEI practices have moved beyond basic "sensitivity training" toward Structural Inclusion. This includes the adoption of "Blind Recruitment" (anonymised CVs) and Diverse Interview Panels to mitigate affinity bias—the tendency to hire people similar to oneself.
Evaluation: For Tesco, these practices are essential for breaking the "glass ceiling" in corporate and management roles. By formalising Employee Resource Groups (ERGs)—such as LGBTQ+ or BAME networks—Tesco creates a feedback loop where minority voices can influence policy. However, a critical evaluation suggests that these initiatives risk becoming "performative allyship" if they are not backed by transparent data. To be truly effective, Tesco must link DEI outcomes to executive KPIs. Without measurable accountability, DEI remains a peripheral HR project rather than a core business value, failing to achieve the "sustainable performance" mentioned in the module outcomes.










Critical Evaluation of Managerial Implementation 
While HR departments design policies and strategies, departmental managers play a crucial role in ensuring that these practices are implemented effectively across the organisation. Managers are responsible for translating HR policies into day-to-day operational practices and ensuring that employees understand organisational expectations.
One of the most important responsibilities of departmental managers is supporting technological change. When organisations introduce new digital systems or automated technologies, managers must ensure that employees receive appropriate training and support. According to John Bratton, effective change management requires clear communication, employee involvement and ongoing support from leadership.
Managers at Tesco must therefore actively encourage employees to engage with new technologies by organising training sessions and providing guidance during the transition process. If managers fail to support employees during technological change, resistance to new systems may occur, which can reduce productivity and create workplace tension.
Furthermore, departmental managers must ensure that performance management systems are implemented consistently. Performance reviews allow managers to evaluate employee performance, identify development needs and align individual objectives with organisational goals. When conducted effectively, performance management systems can motivate employees and improve organisational performance.
Managers also play a vital role in promoting diversity, equity and inclusion within the workplace. While HR departments may establish policies that promote equality, it is the responsibility of managers to ensure these policies are applied fairly within their teams. Managers must actively challenge discriminatory behaviour, encourage inclusive communication and ensure equal opportunities for career development.
However, implementing these practices urgently can be challenging due to operational pressures and limited managerial resources. Retail environments are often fast-paced, which means managers may prioritise immediate operational demands over long-term HR initiatives. To address this issue, organisations must provide managers with adequate training and support so they can effectively balance operational responsibilities with HR objectives.
Ultimately, departmental managers must demonstrate strong leadership, communication and decision-making skills to ensure that contemporary HR practices are implemented successfully and contribute to sustainable organisational performance.











Critical Evaluation of Management Role in Implementation 
The transition from HR policy to operational reality is mediated entirely by departmental and line managers. At Tesco, where the workforce is geographically dispersed across hundreds of stores, these managers act as the primary "HR gatekeepers." While the central HR department designs strategies for technological adoption, talent management, and DEI, the success of these initiatives depends on the Ability, Motivation, and Opportunity (AMO) of managers to execute them on the front line.
The Policy Practice Gap and Operational Urgency 
A critical challenge in the retail sector is the tension between operational KPIs (such as checkout efficiency and stock availability) and HR objectives (such as staff development). Managers often face "role overload," where the urgency of daily retail operations takes precedence over "soft" HR tasks like 1-to-1 career coaching or diversity training.








Ensuring Urgency through Managerial Accountability 
To ensure contemporary practices are implemented as a priority, Tesco must move beyond "suggesting" HR policies to structuring accountability. Departmental managers can drive urgency through the following mechanisms:
· Real-Time Performance Feedback: Rather than waiting for annual reviews, managers must use digital HR tools to provide immediate feedback, ensuring that technological upskilling happens in lockstep with new software rollouts.
· Inclusive Leadership: Managers must proactively identify "micro-aggressions" or biases within their teams. DEI cannot wait for a quarterly workshop; it must be managed daily through the consistent application of inclusive hiring and promotion within the department.
· Devolved HR Responsibility: By empowering managers with the autonomy to offer flexible working or suggest specific training for their staff, Tesco reduces the "bureaucratic lag" that often stifles HR initiatives.








Limitations and critical Risks
Critically, the "devolution" of HR tasks to departmental managers carries risks. If managers are not adequately trained in Employment Law or Unconscious Bias, their "urgent" actions may lead to inconsistent policy application or legal risks (e.g., unfair dismissal or discrimination claims). Furthermore, if senior leadership does not provide managers with the "Opportunity" (time and budget) to focus on people management, any "urgency" will remain performative. For Tesco to succeed, HR must support managers with robust Managerial Toolkits and automated admin systems, allowing them to focus on the human element of implementation rather than paperwork.

Conclusion and Strategic Recommendations 
In summary, Tesco PLC operates within a high-pressure retail environment where the intersection of technological disruption and shifting social expectations necessitates a sophisticated HR response. This report has demonstrated that while digital advancement and DEI policies are established at a corporate level, their success is predicated on the strategic agility of departmental managers. At Level 5 analysis, it is clear that "human capital" is not a static resource but a dynamic asset that requires continuous investment through reskilling and inclusive leadership. For Tesco to maintain its market dominance, the HR function must move beyond administrative compliance, ensuring that contemporary practices are not just implemented, but are deeply embedded into the operational culture to drive long-term sustainability.



To bridge the "policy-practice gap" and ensure these initiatives are treated with the necessary urgency, the following actions are recommended:
· Implement a "Digital Mentorship" Program: To mitigate the friction caused by technological advancement, Tesco should pair tech-proficient staff with long-term employees. This fosters knowledge transfer and reduces the "technological anxiety" that threatens productivity.
· Link Managerial KPIs to Retention and DEI: Departmental managers should have a portion of their performance appraisal tied to staff turnover rates and the successful completion of diversity milestones within their specific teams. This ensures that HR practices are prioritized alongside sales targets.
· Adopt "Blind Auditing" for Internal Promotions: To move DEI from a recruitment focus to a retention focus, internal promotion processes should be audited for bias. This ensures that Equity is a lived reality for all staff, encouraging high-potential employees from diverse backgrounds to remain with the firm.
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