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Contemporary Human Resource Challenges at Tesco PLC: A Critical Evaluation of HR Practices
[bookmark: _Toc235213029]1. Introduction
HRM is a strategic function that will help companies address the fast-changing technologies, changing norms of the workforce and the rising competition for skilled employees (Armstrong and Taylor, 2023). Modern HR goes beyond mere administrative tasks; it also plays a pivotal role in supporting an organisation's strategy by managing its talent, engaging employees and its workforce. As one of the largest food retailers in the UK and one of the top multinational retailers in Europe, Tesco PLC has invested heavily in digital technologies, e-commerce, automation and data analytics to improve operational efficiency and customer experience. Technological changes have changed the nature of the workforce needs, including adaptation, talent acquisition, and diversity, equity and inclusion (DEI) challenges. Tesco needs to adopt modern HR practices to build digital skills, recruit and retain competent staff and promote a diverse culture within its organisation (McKinsey & Company, 2023). This report critically reviews the three contemporary HR challenges and identifies appropriate HR practices to overcome them, while also exploring how a departmental manager can lead, communicate and manage performance effectively to ensure the success of the HR practices for long-term organisational success.
[bookmark: _Toc235213030]2. Explanation of Key Contemporary HR Factors
[bookmark: _Toc235213031]2.1 Adapting to Technological Advancements
One of the greatest challenges for HR departments is technological advancement. Artificial Intelligence (AI), automation, workforce analytics and cloud-based HR systems are revolutionising recruitment, employee management and organisational learning. Tesco has spent heavily on digital technology such as online grocery delivery, automated customer check out, data analytics, etc. and has many employees who are constantly learning new digital skills (Armstrong and Taylor, 2023). Such technologies enhance productivity and operational efficiency but also raise questions about the evolving nature of jobs and skills. Hence, HR needs to constantly design learning and development initiatives to ensure employees have the competencies to adapt effectively. Organisational learning should be seen as a strategic investment in capacity-building for employees that will help the organisation to perform well over time (CIPD, 2024). 
[bookmark: _Toc235213032]2.2 Talent Acquisition and Retention
Labour shortage and rising competition for skilled workers keep talent acquisition and retention as critical challenges. Tesco is looking for staff with digital skills, leadership and customer service abilities to help its future strategy (Tesco PLC, 2024). Successful workforce planning helps HR predict future workforce needs and plan recruitment in accordance with the business goals and aims and avoids skills gaps and helps the organisation grow (Bratton and Gold, 2022). It is also crucial to keep their experienced employees, as turnover will lead to higher recruitment expenses and loss of organisational knowledge. Today, employees are not just choosing to join a company based on salary but also on opportunities for career growth, flexibility, wellness programs, and learning. Tesco's engagement and retention of employees will therefore need to be enhanced through a strong employee value proposition (Ulrich et al., 2021).
[bookmark: _Toc235213033]2.3 Diversity, Equity and Inclusion (DEI)
Diversity, Equity and Inclusion (DEI) is a strategic priority due to the benefits of diverse and inclusive workplaces for innovation, employee engagement and organisational reputation. An inclusive workforce reflects a diverse customer base and reinforces decision-making and collaboration for Tesco. However, issues like unconscious bias, promotion bias and against the organisation change still exist. HR professionals need to ensure that recruitment, leadership development and performance management are inclusive to ensure equality of opportunity and legal compliance (World Economic Forum, 2024). Having DEI as part of the organisation's culture helps Tesco bring in diverse talent, improve employee engagement and ensure sustainable organisational performance (CIPD, 2024).
[bookmark: _Toc235213034]3. Evaluation of Contemporary HR Practices
To respond effectively to technological change, talent shortages and increasing expectations regarding Diversity, Equity and Inclusion (DEI), Tesco must adopt contemporary Human Resource (HR) practices that support organisational agility and long-term competitiveness. Modern HR practices move beyond traditional personnel administration by integrating technology, strategic workforce planning and employee-centred initiatives that improve organisational performance (Armstrong and Taylor, 2023). However, while these practices offer significant advantages, their implementation also presents limitations that require careful management.
[bookmark: _Toc235213035]3.1 Digital HR Systems and Workforce Analytics
Digital HR systems have revolutionised HR by streamlining administrative tasks, optimising decision-making, and enhancing employee experiences. Through cloud-based Human Resource Information Systems (HRIS), Artificial Intelligence (AI) powered recruitment software and workforce analysis, HR members can gather, analyse and interpret employee data in real-time. Digital HR can reduce recruitment time and workload, track employee performance, predict future skill needs, and enhance succession planning at Tesco (Deloitte, 2024).
Workforce analytics helps HR managers foresee employee attrition, assess the efficiency and effectiveness of training programs, and determine capability gaps in the workforce that would impact the organisation. Data-driven decision-making also helps in making the right hiring choices and training employees to help meet long-term business goals (Armstrong and Taylor, 2023). The materials for the workforce planning focus on planning for future labour needs and making sure that the organisation has the skills and competencies it needs to meet strategic needs. 
However, digital HR systems have their drawbacks too. If past recruitment patterns are disproportionate, AI-based systems can inadvertently perpetuate that bias. Moreover, there are concerns about privacy, cybersecurity, and adherence to the UK General Data Protection Regulation (UK GDPR) as more employee data is utilised. To achieve this, Tesco needs to embrace technology innovation, provide clear governance and ethical supervision over the use of workforce analytics (Ulrich et al., 2021).
[bookmark: _Toc235213036]3.2 Employer Branding and Strategic Workforce Planning
With talented employees actively considering organisational reputation before they take up a job, employer branding has become more crucial than ever (CIPD, 2023). A good employer brand helps Tesco to capture highly competent applicants by communicating career progression, flexible working, employee wellbeing and values. Positive organisational image also lowers the costs of recruitment and enhances employee commitment (Tesco PLC, 2024).
Employer branding can also be supported by strategic workforce planning by prioritising recruitment efforts in accordance with the needs of the future rather than the present. Through workforce planning, Tesco can predict how much labour they need, what future leadership needs exist and plan for succession. Recruitment and workforce planning lectures highlight the need to align HR planning with organisational strategy and analyse the labour market, as well as future workforce capabilities, to ensure sustainable business performance (Bratton and Gold, 2022). 
However, workforce planning relies on an accurate forecast. However, unforeseen economic conditions, technological shifts or changes in the labour market can introduce uncertainty about forecasts, so HR managers need to regularly review workforce plans and keep their organisations flexible (Deloitte, 2024).
[bookmark: _Toc235213037]3.3 Employee Engagement and Retention Strategies
Employee engagement is one of the better ways to enhance organisational performance and prevent employee attrition. Happy workers are more productive, more loyal, and better customer service-oriented. Engagement can be further enhanced through regular learning, development feedback, career development plans, wellbeing support and reward initiatives at Tesco (Gallup, 2023).
Learning and development are especially relevant, as organisations with a well-developed program are more likely to keep their employees than others. The organisational learning materials stress that training will assist in the organisation's strategy in developing competencies to meet environmental change and sustainable performance (Armstrong and Taylor, 2023). Likewise, the learning and development case studies that have been uploaded in the course indicate that organisations that are better at providing learning and internal promotion help to increase employee engagement and retention. 
However, investment and managerial commitment are required for engagement practices. Without considering employee wellbeing, recognition and development, organisations without financial rewards alone are unlikely to produce sustainable retention outcomes.
[bookmark: _Toc235213038]3.4 Inclusive Recruitment and DEI Initiatives
By using inclusion practises in recruitment, Tesco can reduce unconscious bias and recruit staff from a wide skill base. Structured interviews, competency-based assessment processes, varied interview panels and broad job announcements advance recruitment receptivity and level of trust for the company (CIPD, 2024).
DEI policies can encompass more than just recruitment efforts; they can also involve leadership development programs, mentoring, equal promotion opportunities, and frequent diversity training. These programmes enhance innovation, employee satisfaction and organisational reputation as they foster an environment in which staff feel respected and valued (World Economic Forum, 2024).
Even with these benefits, DEI efforts may face backlash if staff view them as more of a compliance requirement. Applying inclusive leadership and effective and continuous monitoring is, therefore, still critical to make sure that DEI is not a separate HR program but will be a part of Tesco's organisational culture (CIPD, 2024).
[bookmark: _Toc235213039]4. Critical Evaluation of Managerial Implementation
To implement modern HR practices, both the HR Department and the departmental managers are involved and responsible for bringing policies into practice on a day-to-day basis. Managers are integral to enabling employee culture and motivation, technological change, talent management, and Diversity, Equity, and Inclusion (DEI) programs. If there is a lack of committed management, HR strategies are likely to produce short-lived organisational outcomes (Storey, 1995).
[bookmark: _Toc235213040]4.1 Leadership Accountability
Leadership accountability is important in implementing HR, as managers ensure that the policies implemented within the organisation are applied and enforced. To strongly embrace digital transformation, managers need to actively focus on employee training, ensure ongoing professional growth, facilitate organisational learning and do this at Tesco. Employees can build the skills needed to meet business goals and keep up with new technology through ongoing training (Armstrong & Taylor, 2023). 
Managers should also encourage equality and ward off discrimination. Recruitment, promotion and performance appraisals should be objective in their judgments, and frequent training around inclusive leadership and unconscious bias can reinforce fair judgments and boost employee trust (World Economic Forum, 2023).
[bookmark: _Toc235213041]4.2 Communication Strategies
Good communication minimises change-induced employee uncertainty. Organisations' goals should be defined, and there should be good communication and employee consultation. One way that this could be done is via the regular meetings that occur within the team, the digital platforms available to employees, an employee survey and individual meetings to hear employee feedback (Tesco PLC, 2024).
Sustaining feedback is also crucial for an effective implementation. Managers are encouraged to use consistent coaching and feedback, and not just a yearly appraisal, to get their employees to develop and to be flexible. Continuous feedback boosts engagement, aids in building performance and helps staff adapt to technological and organisational change (CIPD, 2024). 
[bookmark: _Toc235213042]4.3 Monitoring Performance and Organisational Culture
Employing measurable Key Performance Indicators (KPIs) to track HR outcomes is essential, such as employee turnover, engagement, training completion, and diversity representation and promotion rates. The Balanced Scorecard allows Tesco to assess HR performance through financial, customer, internal process, and learning perspectives, ensuring that HR development dovetails with the organisation's goals (Kaplan and Norton, 1992). 
Forming a positive organisational culture is also crucial. Successful organisational change requires commitment and cooperation from employees, which the managers must drive through recognition, inclusion and continual learning (Ulrich et al., 2021).
[bookmark: _Toc235213043]4.4 Barriers to Implementation
Barriers can relate to staff reluctance to change technology, lack of digital skills, affordability, inconsistent managerial attitude and implicit bias. To meet these challenges, Tesco needs to invest in leadership development, digital learning programmes, employee wellbeing initiatives, and improve accountability with regular performance reviews and workforce analytics (Armstrong and Taylor, 2023). These steps will help enable managers to assess HR results properly and ensure modern HR practices continue to be in line with Tesco's long-term goals.
[bookmark: _Toc235213044]5. Conclusion
The report covers three major contemporary issues that pose a threat to human resources in Tesco PLC in terms of technological changes, talent acquisition and retention, and Diversity, Equity and Inclusion (DEI). The analysis proved that these challenges were found to be a significant factor both in organisational performance and employee engagement, as well as in long-term sustainability. Digital HR systems, workforce analytics, strategic workforce planning, employee engagement strategies, and inclusive recruitment offer effective solutions to these challenges. However, effective management and effective leadership, ongoing communication, effective monitoring and effective organisation are key to their success. However, when adopted by Tesco's strategic HR systems, these processes can enhance staff capacity, reduce attrition rates, create innovation and ensure the company remains competitive in a changing retail landscape.
[bookmark: _Toc235213045]Recommendations
1. Boost Digital learning and upskilling: Support ongoing digital learning programmes, AI training and e-learning platforms to enable capability building for digital transition. 
2. Enhance Strategic Workforce Planning: Employ workforce analytics to predict future skills needs, support succession planning and minimise labour shortage. 
3. Boost Employee Retention: Increase employee engagement through competitive rewards, flexible working, wellbeing and clear career progression. 
4. Embed Diversity, Equity and Inclusion (DEI): Include D&I in the recruitment process, promotion, leadership development and performance management, and provide unconscious bias and inclusive leadership training to managers. 
5. Expand Leadership Accountability: Track departmental managers through Key Performance Indicators (KPIs) like employee engagement, retention rate, diversity results and learning accomplishments. 
6. Improve Continuous Performance Management: Raise employee performance, adaptability and long-term organisation success through regular feedback, coaching and development discussions in place of annual appraisal systems.
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