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Tesco PLC, the company competes in a highly competitive retail sector, therefore attracting qualified personnel, embracing technological innovation, and maintaining an inclusive workplace are critical to long-term success (Tesco, 2025). This research critically evaluates Tesco's three current HR challenges: adapting to technology improvements, talent acquisition and retention, and diversity, equity and inclusion. It also assesses the HR methods used to address these concerns and critically examines how departmental managers may effectively use these practices to improve organisational performance and sustainability.
[bookmark: _Toc235390582]Explanation of Key Factors
Adjusting to Technological Advancements

Technological innovation has substantially impacted the retail business, forcing companies like Tesco to modernise to remain competitive. The rapid growth of artificial intelligence (AI), automation, digital payment systems, online shopping platforms, self-service checkouts, and workforce management software has altered how employees execute their daily activities (CIPD, 2024).

Tesco has made significant investments in digital transformation, adopting self-service tills, scan-as-you-shop technologies, automated warehouses, Clubcard digital services, and AI-powered stock management systems (Tesco, 2025). These improvements enhance customer satisfaction, lower operational costs, and boost productivity. However, technological transformation presents issues for HR departments because staff must continually upgrade their digital skills to operate effectively with new platforms. One key organisational difficulty is employee resistance to technological change. Many long-term employees may be concerned that automation may replace their jobs or struggle to adapt to new technologies. According to Kotter (2012), organisational change frequently faces opposition owing to ambiguity and a lack of communication. To reduce resistance and increase acceptance, human resources must provide ongoing training, effective communication, and employee support.

Another issue is cybersecurity and data protection. As Tesco depends more on digital HR systems and consumer data, confidentiality has become critical. To decrease organisational risk, HR professionals must ensure that staff undergo regular cybersecurity training and that the UK General Data Protection Regulation (GDPR) is followed. Overall, technology innovation provides potential for Tesco to increase productivity and customer experience; however, successful implementation is dependent on HR's capacity to build staff competencies and effectively manage organisational change.

[bookmark: _Toc235390583]Talent Recruitment and Retention

Recruiting and retaining exceptional staff is still one of Tesco's biggest HR issues. Employee turnover in the retail industry is significant due to difficult working conditions, competition for qualified workers, changing employee expectations, and workforce shortages following Brexit (CIPD, 2024).

Tesco fights for skilled personnel against companies like Sainsbury's, Aldi, Lidl, and Amazon. As a result, giving competitive compensation is insufficient to attract talented candidates. Employees place a higher emphasis on flexible working arrangements, career development possibilities, wellbeing assistance, job stability, and a healthy company culture (Armstrong and Taylor, 2023). Employee retention is also critical since excessive turnover raises recruiting expenses, disrupts productivity, and lowers customer service quality. Herzberg's Two-Factor Theory states that motivation is determined not only by money, but also by recognition, professional advancement, responsibility, and personal achievement. Tesco addresses these issues through apprenticeships, internal advancement opportunities, leadership development programs, and employee well-being initiatives (Tesco, 2025).

The introduction of Generation Z employees has shifted recruitment techniques. Younger people frequently seek meaningful work, flexible schedules, learning opportunities, and firms who prioritise environmental and social principles (PwC, 2024). Tesco has responded by improving its employer brand through sustainability pledges, community participation programs, and investments in employee well-being. Despite these attempts, manpower shortages and increased competition continue to impede Tesco's ability to attract and retain skilled staff. To keep a motivated workforce, HR must implement strategic workforce planning and analyse employee engagement tactics on a regular basis.
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Diversity, Equity, and Inclusion (DEI) has emerged as a strategic objective for organisations looking to drive innovation, employee engagement, and long-term viability. Employee diversity encompasses differences such as age, gender, race, disability, religion, sexual orientation, and background. Equity promotes fairness and equal chances, whereas inclusion fosters a workplace in which all employees feel appreciated and valued (CIPD, 2023).

Tesco, one of the UK's major employers, has implemented thorough DEI measures to foster an inclusive workplace. Tesco encourages equitable employment opportunities, develops employee networks, offers unconscious bias training, and has set diversity goals for top roles (Tesco, 2025). According to research, diverse businesses make better decisions, exhibit greater innovation, and achieve higher financial performance because their personnel provide a broader range of ideas and experiences. Furthermore, inclusive environments boost employee engagement, prevent prejudice, and enhance business reputation.

However, successful implementation of DEI remains a challenge. Unconscious bias in recruiting, unequal career advancement, and inconsistent managerial practices can all undermine the success of diversity initiatives (Shore et al., 2018). Employees from minority groups may also face lower levels of inclusion if supervisors do not foster an open and welcoming workplace culture. HR is critical to Tesco's diversity strategy, which includes inclusive recruitment procedures, leadership responsibility, equity monitoring, and continual staff development. Effective DEI policies not only boost employee well-being, but also increase customer satisfaction by ensuring that Tesco's workforce matches the various communities it serves across the UK.
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To remain competitive in the UK retail business, Tesco has introduced a number of modern Human Resource (HR) strategies that address technological change, talent recruiting and retention, and diversity, equality, and inclusion (DEI). While these approaches have improved organisational performance, their success is dependent on regular execution and ongoing review.

[bookmark: _Toc235390586]Digital HR Systems and Workforce Analytics.

One of Tesco's most important HR strategies is the implementation of digital HR technologies and workforce analytics. HR professionals can use digital HR technologies to automate administrative duties, track employee performance, assess workforce data, and make better decisions (Armstrong and Taylor, 2023). Tesco improves operational efficiency by implementing digital scheduling systems, online learning platforms, electronic performance monitoring, and AI-assisted recruitment tools (Tesco, 2025).

Tesco uses workforce analytics to analyse issues such as staff attrition, absenteeism, productivity, and training needs. This evidence-based approach enables HR managers to make educated decisions about personnel and workforce planning (CIPD, 2024). Furthermore, digital learning systems offer employees flexible access to training, allowing for ongoing skill improvement as technology advances.
However, while digital HR systems boost efficiency, they still have limitations. A heavy dependence on technology may limit personal interaction between managers and employees, potentially lowering employee engagement and morale. Furthermore, if AI-based recruitment systems are not checked and updated on a regular basis, they may unintentionally perpetuate existing biases. As a result, Tesco must combine technical innovation with human judgement to make fair and ethical human resource decisions.
[bookmark: _Toc235390587]Employer Branding and Workforce Planning

Employer branding has evolved into a vital HR strategy for attracting and retaining exceptional people. Tesco has built a strong employer brand by emphasising career advancement possibilities, competitive employee benefits, wellness initiatives, flexible working arrangements, and commitments to sustainability (Tesco, 2025). These measures strengthen Tesco's status as a top-tier employer in the retail business.

Tesco's strategic workforce planning allows them to forecast future labour requirements by studying demographic trends, corporate growth, technological advancements, and changing customer demands (Bratton and Gold, 2022). Tesco can eliminate labour shortages, improve succession planning, and recruit staff with the necessary skills by projecting future workforce requirements. Despite these advantages, employer branding cannot ensure employee retention. Employees now want more meaningful work, professional advancement, and supportive leadership than just cash benefits (PwC, 2024). External variables that influence employee turnover include inflation, labour shortages, and greater competition from other merchants. As a result, to remain competitive in the labour market, Tesco must constantly reassess its hiring policies.
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Employee engagement is critical to maintaining high levels of motivation, productivity, and customer happiness. Tesco encourages participation through employee listening surveys, reward programs, internal promotions, leadership development initiatives, apprenticeships, and well-being assistance (Tesco, 2025).

These methods are consistent with Herzberg's Two-Factor Theory, which states that opportunities for achievement, acknowledgement, and progression boost employee motivation (Herzberg, 1968). Employees that are engaged are more devoted to the organization's goals, deliver better customer service, and are less likely to leave. However, employee engagement techniques necessitate ongoing managerial support. Surveys alone will not enhance engagement unless managers actively listen to employee feedback. Furthermore, severe workloads and operational constraints in retail contexts may impair the effectiveness of wellbeing initiatives if staffing levels are insufficient. As a result, Tesco's management must ensure that employee concerns lead to genuine organisational improvements rather than simply gathering input.

[bookmark: _Toc235390589]DEI Policy and Inclusive Recruitment Practices

Tesco has increased its commitment to diversity, equity, and inclusion by introducing inclusive recruitment methods and leadership development programs. These include equal opportunity recruitment, unconscious bias training, employee resource groups, disability assistance initiatives, flexible work arrangements, and diversity targets for top leadership roles (Tesco, 2025).

Inclusive recruiting broadens access to a talent pool and boosts organisational creativity by encouraging individuals from diverse backgrounds to give unique ideas (Shore et al., 2018). Furthermore, diverse leadership teams have been linked to better organisational performance and decision-making (Roberson, 2019). However, adopting DEI policies might be difficult. Diversity targets may boost representation, but they do not guarantee an inclusive company culture. Employees may view diversity initiatives as symbolic if they are not accompanied by true leadership commitment and transparent advancement methods (CIPD, 2023). Tesco must therefore guarantee that diversity objectives are embedded into leadership performance measurements and organisational values rather than being considered as mere compliance needs.

Overall, Tesco's modern human resources strategies offer a solid foundation for organisational success by encouraging technological innovation, employee engagement, workforce planning, and inclusive employment. However, the long-term effectiveness of these strategies is contingent on ongoing evaluation, leadership commitment, and the organization's capacity to adapt to changing workforce demands. 

[bookmark: _Toc235390590]3. A Critical Assessment of Managerial Implementation

Departmental managers play a critical role in the successful implementation of contemporary HR strategies. While Tesco's Human Resources department develops policies and strategies, managers are responsible for ensuring that these initiatives are effectively implemented in shops, distribution facilities, and corporate offices. Effective leadership, communication, performance monitoring, and organisational culture are critical for converting HR policies into improved organisational outcomes. 
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Leadership responsibility is critical for the success of HR efforts. Managers must serve as role models by promoting Tesco's organisational principles, encouraging ethical behaviour, and guaranteeing fairness in recruiting, performance management, and career advancement (Armstrong and Taylor, 2023). When leaders demonstrate a commitment to employee well-being and inclusion, employees are more likely to trust and interact with management.

Tesco should hold managers accountable by using measurable Key Performance Indicators (KPIs) such as employee engagement, staff turnover, diversity goals, and training completion. Linking management performance assessments to HR outcomes promotes increased accountability for implementing organisational strategies (Bratton and Gold, 2022). However, an excessive emphasis on numerical targets may lead managers to favour short-term success above long-term staff development. As a result, Tesco should balance quantitative performance metrics with qualitative assessments like employee feedback and leadership behaviours.
[bookmark: _Toc235390592]Communication Strategy

Effective communication is critical throughout organisational change, especially when implementing new technologies and HR initiatives. Managers should convey organisational goals clearly, provide regular updates, and encourage staff to share their concerns through open conversation and feedback channels (Kotter, 2012). Tesco currently collects feedback from employees through digital communication channels and colleague surveys. However, communication should not be restricted to one-sided information sharing. Managers should actively listen to employees, respond to issues as soon as possible, and include employees in decision-making when appropriate. Two-way communication boosts employee trust decreases resistance to change, and promotes organisational commitment (CIPD, 2024). 
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Continuous monitoring enables Tesco to assess if HR practices achieve the desired results. Managers should use workforce analytics to constantly analyse staff performance, training efficacy, absenteeism, employee turnover, customer happiness, and productivity (Bersin, 2021). Although performance assessment can help managers make evidence-based decisions, they should not rely only on quantitative data. Employee well-being, motivation, teamwork, and job satisfaction are not always effectively quantified using numerical indicators. Combining performance measurements with regular one-on-one meetings and employee input allows for a more balanced assessment of organisational performance.

[bookmark: _Toc235390594]Organisational Culture

A positive corporate culture fosters employee engagement, innovation, and collaboration. Tesco's values include respect, teamwork, inclusivity, and customer service, all of which lead to a positive work environment (Tesco, 2025). Managers have a critical role in promoting these principles through their everyday actions, coaching, and appreciation of employee achievements. However, sustaining a uniform organisational culture across hundreds of locations remains difficult. Different leadership styles might lead to inconsistent employee experiences. As a result, Tesco should conduct ongoing leadership development programs to ensure managers follow HR policies uniformly across all sites.
[bookmark: _Toc235390595]Barriers to implementation and recommendations

Employee resistance to change, funding restrictions, skill shortages, high workload, and variable managerial capabilities are all potential hurdles to effective HR implementation (CIPD, 2023). Employees may potentially feel change fatigue if many projects are implemented concurrently. To address these issues, Tesco should engage in ongoing employee training, leadership development, open communication, and employee wellness programs. Managers should involve staff in decision-making, acknowledge accomplishments, and provide ongoing mentoring to encourage acceptance of organisational change. These tactics increase employee commitment while also boosting organisational performance and long-term viability.
[bookmark: _Toc235390596]Conclusion and Recommendation

This paper looked at three major modern HR difficulties for Tesco PLC: adjusting to technology changes, talent acquisition and retention, and diversity, equality, and inclusion (DEI). These concerns have become more pressing as the retail business undergoes fast technology innovation, shifting workforce expectations, and a growing emphasis on equality and inclusion. Tesco has responded by integrating a variety of modern HR techniques, including as digital HR platforms, workforce analytics, strategic workforce planning, employee engagement programs, inclusive recruitment, and leadership development efforts. These techniques have increased operational efficiency, bolstered employee development, and improved organisational performance. However, its efficacy is dependent on strong leadership, constant managerial implementation, effective communication, and ongoing evaluation.
Departmental managers play an important role in ensuring that HR strategies are successfully implemented throughout the business. Leadership responsibility, performance monitoring, employee involvement, and a positive organisational culture are critical for maintaining employee engagement and achieving long-term corporate goals.
[bookmark: _Toc235390597]Recommendations

According to this analysis, Tesco should:

Continue to invest in digital skills training to assist staff adjust to technological change.
Improve employer branding by implementing career development and employee wellbeing activities.
Expand leadership development programs to enhance managerial skills across all company areas.
Increase the use of workforce analytics to help HR professionals make evidence-based decisions.
Strengthen diversity and inclusion by implementing frequent equality audits and tying diversity goals to managerial performance.
Enhance two-way communication by enhancing employee participation in organisational decision-making and responding more effectively to employee feedback. Implementing these ideas will allow Tesco to increase employee engagement, boost organisational performance, and maintain its competitive advantage in the UK retail business.
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