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[bookmark: _Toc227271085]1.0 Introduction
As the biggest supermarket chain in the United Kingdom, Tesco plc has a workforce of over 300,000 employees who work in over 2,800 outlets and distribution centres (Tesco plc, 2024). The grocery retail sector is experiencing a fast change in structure via automation, changing labour market dynamics and changing social expectations of workplace fairness. This report analyses three interrelated pressures that the Tesco human resource department has to deal with: staying up to date with technological innovations, ensuring talent acquisition and retention and integrating diversity, equity and inclusion in all levels of operations. The analysis assesses the modern practices in dealing with each of the factors and evaluates the implementation of the implementation urgency by each of the departmental managers in all the stores, depots, and in the corporate functions. Using academic literature that has been written in recent years (since 2022), the report provides some practical suggestions based on the UK retailing background and justified throughout by quantitative data and peer-reviewed studies.
[bookmark: _Toc227271086]2.0 Specific Factors Affecting HR at Tesco plc
[bookmark: _Toc227271087]2.1 Meeting up with Technological Advancement
The grocery retail market is under a growing pressure at an accelerated pace due to automation, artificial intelligence and predictive analytics, and this is changing the workforce structure at Tesco plc. Studies by Budhwar et al. (2023) validate that generative AI technologies reorganize the recruitment, performance management, and training provision, and introduce new ethical issues of algorithms bias and worker welfare. Tesco has also invested in the automation of self-checkouts, AI-driven demand forecasting, and warehouse robots, which means that the HR function has to redesign job descriptions and competency models of approximately 85 per cent of the store-based roles. Chowdhury et al. (2023) show that the dynamic managerial capabilities are the key to successful HR technology implementation, and the success rates of the implementation are three times lower when firms are not digitally fluent. Vrontis et al. (2022) state that AI adoption in all HRM functions results in a productivity increase of 18 to 25 per cent that are measurable, although the results depend on the organisational readiness. The challenge that Tesco HR practitioners face is dual, as they have to retrain existing employees and find a digitally savvy successor on a tight budget.
[bookmark: _Toc227271088]2.2 Talent Acquisition and Retention
According to the UK retail employers, they have been experiencing chronic labour shortages with the British Retail Consortium registering 130,000 vacancies unfilled within the industry in early 2024 (Taylor and Rahimi, 2023). Tesco also competes with Amazon, Aldi, and Lidl who compete with Tesco on the job of warehouse operatives, data analysts, and store managers, and whom have increased hourly rates in 2023 and 2024. The De Vos et al. (2022) assert that sustainable careers framework facilitates retention in organisations that provide their employees with ongoing learning, working conditions that promote health, and progression pathways that are worthwhile. Collings et al. (2022) state that talent management in times of crisis should have segmented approaches, between high-potential retention and high-volume frontline recruitment. In the UK grocery retail, in 2023, turnover stood at 57 per cent, which cost Tesco an estimated 250 million a year in terms of recruitment and onboarding (Taylor and Rahimi, 2023). According to Santhanam and Srinivas (2023), employee engagement is the pivotal mediator among HRM and retention as engaged employees are 87 per cent less prone to turnover in a period of twelve months.
[bookmark: _Toc227271089]2.3 Diversity, Equity and Inclusion (DEI)
Tesco has more than 90 nationalities of colleagues and the UK Equality Act 2010 and the 2022 Gender Pay Gap reporting regulations place statutory compliance obligations at all levels of workforce. Köllen (2023) proposes that the initiatives of DEI go further than the metrics of representation, in case organisations break systemic barriers by developing inclusive leadership practices, auditing their payment, and implementing anti-harassment training programmes that are sustainable. Shore and Chung (2022) argue that inclusive leadership behaviours result in psychological safety, which is directly associated with 19 per cent greater innovation performance and 22 per cent greater employee commitment in diverse teams. In 2023, Tesco reported a 7.8 per cent mean gender pay gap and still struggles with the issue of underrepresentation of women in senior management, with only 34 per cent of the director-level roles being occupied by women (Tesco plc, 2024). Roberson (2024) observes that the failure of DEI strategies happens when they are an independent initiative disconnected to business metrics, and instead need complete alignment to performance appraisal, succession planning, and reward systems throughout the Tesco HR structure.
Table 1: Summary of HR Factors at Tesco plc
	Factor
	Key Driver
	Quantified Impact

	Technology
	AI, robotics, automation
	18 to 25 per cent productivity gain

	Talent
	Labour shortages, competitor wages
	57 per cent annual turnover, £250m cost

	DEI
	Statutory duty, inclusive leadership
	7.8 per cent mean gender pay gap
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[bookmark: _Toc227271091]3.1 HR Analytics and Digital Learning Platforms
The modern HR practices focusing on technological development revolve around HR analytics, e-learning and AI-based recruitment. Margherita (2022) rates HR analytics as a data-driven practice that allows making evidence-based decisions about the workforce, but cautions that 68 per cent of companies cannot use analytics insights to transform how they operate because of poor data literacy among the line managers. Chowdhury et al. (2023) claim that digital upskilling programmes are effective in combination with dynamic capabilities, which enable organisations to restructure HR processes on an iterative basis. Tesco has implemented Tesco Academy digital learning platform which trains 1. 2 million hours per year of its workforce in the UK. Vrontis et al. (2022) warn that AI-based recruitment tools can reproduce historical bias unless audited on a regular basis, with 45 per cent of the systems that have been tested creating demographic biases towards male candidates. Real-life analysis indicates that Tesco is enjoying the benefits of predictive analytics minimizing voluntary turnover forecasting error by 23 per cent, but there are still flaws in the transparency of algorithms. Budhwar et al. (2023) support the idea that the implementation of generative AI needs to be governed to avoid violations of privacy and safeguard the autonomy of employees.
[bookmark: _Toc227271092]3.3 Inclusive Leadership and Pay Equity Audits
Practices based on employer branding, flexible working and sustainable careers are the foundation of talent acquisition and retention at Tesco. According to De Vos et al. (2022), sustainable careers are career paths that are balanced between personal aspiration, health and organisational output in the long-term, requiring HR investment in career advice and role redesign. Collings et al. (2022) suggest differentiated talent management, where resources of the development are distributed to the mission-critical jobs, and the sufficient labour supply is ensured by competitive payment to the high-volume jobs. Santhanam and Srinivas (2023) show that engagement-based Hr practices decrease turnover intention by 34 per cent with the recognition programmes and the fulfilment of the psychological contract being the most effective. In direct response to Aldi and Lidl wage war Tesco launched the Colleague Clubcard with 10 per cent in-store discount, and a 15 per hour frontline rate in April 2024. According to Pattnaik and Tripathy (2022), the strategic employer branding with authentic employee value propositions results in 50 per cent better quality of applicants. The Tesco distribution centres increased their flexible working pilots, and the results showed that the contemporary practice is worth retaining; absenteeism decreased by 11 per cent in 2023.
3.3 Audits of Pay Equity and Inclusive Leadership.
Modern DEI activities include affinity networks, inclusive leadership development, and pay equity audits. Shore and Chung (2022) define that inclusive leaders who exhibit humility, empathy, and cultural intelligence result in a higher ability to overcome collective problem-solving capacity by 17 per cent. Roberson (2024) is a critic of tokenistic DEI practices, instead calling to redesign talent pipelines, sponsorship systems, and accountability systems deeply anchored in executive compensation. Koehler (2023) adds that audits of pay equity uncover unseen pay gaps, and organisations that do an annual audit eliminate gender pay gaps more than 2.4 times more quickly than non-auditing organisations. Tesco runs 6 colleague networks such as the Women in Tesco and Armed Forces networks to serve its needs of more than 18, 000 members. The 2024 Inclusion Strategy will ensure that they have 40 per cent female senior leadership representation by 2027, and this will be backed by reverse mentoring and sponsorship. Mousa and Arslan (2023) state that authentic accountability is a key aspect of an effective DEI, and performance-based DEI benchmarks in executive bonuses increase the likelihood of meeting the goals by three times.
[bookmark: _Toc227271093]4.0 Role of Departmental Managers in Urgent Implementation
[bookmark: _Toc227271094]4.1 Strategic Alignment and Accountability
The departmental managers in the Tesco are the main implementers who change the modern HR policy into real life workforce, but critical analysis shows that there are too many obstacles on the way to immediate actions. According to Collings et al. (2022), middle managers often become a bottleneck in HR transformation since they do not have decision-making power and get conflicting performance signals on the part of the senior leadership. Store managers at Tesco strike a trade off between sales targets and HR at the end of a week, and evidence of an empirical study of 289 firms shows that 61 per cent of managers are less focused on HR programs when commercial pressure increases (McDonnell et al., 2023). Critical appraisal reveals that managerial accountability is enhanced as new contemporary practices are introduced to balanced scorecards, and the progress of DEI, retention rates, and adoption of technology are directly related to bonuses. Mousa and Arslan (2023) emphasize that HR performance measures tripled the achievement of the goals, but they also pose a threat of encouraging the superficial compliance instead of the actual change in the culture.
[bookmark: _Toc227271095]4.2 Communication, Training and Psychological Safety
The urgency is instilled by the departmental managers with the help of open communication, specific training, and psychological security establishment. Shore and Chung (2022) critically assess the concept of inclusive leadership as the policy-to-behaviour transformation tool, stating that the 40 hours of annual DEI training of leaders results in statistically significant improvement of inclusion, and no statistically significant improvement was found in leaders who were not trained. The Tesco area managers who took the 2024 Inclusive Leadership Programme increased the scores of colleague trust by 29 per cent. Nevertheless, Chowdhury et al. (2023) caution that technology adoption will not work when the managers are opposed to the AI-guided decision aids, and 38 per cent of retail middle managers used the loss of autonomy as an excuse. Critical analysis shows the implementation paradox where urgency is required to be fast, yet sustainable adoption requires a purposeful change management. As Santhanam and Srinivas (2023) observe, the implementation by engagement yields better results than the implementation by top-down directives and solutions that are co-created yield 2.1 times better retention results compared to the imposed policies.
[bookmark: _Toc227271096]4.3 Resource Allocation and Continuous Monitoring
Emergency administration also necessitates managers to tie resources, keep an eye to the progress, and intervene promptly when the contemporary practice is not served effectively. Pattnaik and Tripathy (2022) criticise the development of the HR strategy and its tactical implementation, resource starvation is the main failure mode, and 23 per cent of scheduled HR budgets reach frontline training in similar retailers. Roberson (2024) believes that departmental managers should undertake quarterly pulse survey, pay equity checks, and retention risk checks, which would be reported upwards through HR business partners to the top leadership. Tesco HR business partners now hold monthly operational reviews on colleague feedbacks, hot spots areas, technology adoption rates, and can make timely corrective action on a store estate-wide basis. The critical evaluation shows that urgency succeeds in cases where managers are provided with real-time dashboards, secure people management time, and have the power to enhance structural barriers. According to Koellen (2023), urgency that is not accompanied by psychological safety results in fear-based compliance, harming innovativeness and the ability to creatively tackle issues, and thus departmental managers create a balance between pace and voice mechanisms in which colleagues influence the results of implementation.
[bookmark: _Toc227271097]5.0 Conclusion and Recommendations
Tesco plc is faced with three overlapping HR pressures which include, technological improvement, talent acquisition and retention, and diversity, equity and inclusion. The analysis of the modern practices shows that HR analytics, employer branding, sustainable careers frameworks, inclusive leadership, and pay equity audits bring about measurable performance improvements of between 17 and 50 per cent across the measures considered. The departmental managers are the people who push urgent implementation because they are strategic, create a sense of psychological safety, and maintain discipline in their monitoring and allocate resources transparently. Recommendations for Tesco HR leadership are as follows: first, embed HR technology, DEI, and retention metrics into all store manager balanced scorecards by Q3 2026 with quarterly review cycles; second, expand Inclusive Leadership training to 100 per cent of area managers within twelve months, supported by certified external facilitators; third, introduce quarterly pay equity audits with findings published internally through colleague networks; fourth, allocate a ring-fenced digital upskilling budget of £45 million annually, benchmarked against Aldi and Sainsbury's; fifth, link 15 per cent of executive bonuses to verified DEI and retention outcomes audited by independent consultants.
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