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Developing and Managing Individuals and Teams: A Case of Tesco

[bookmark: _Toc232297578]Introduction
Human Resource Management (HRM) plays a pivotal role in helping organizations achieve strategic objectives through effective management of people (Goswami, 2018). In an intensifying competitive and technology driven environment, organizations face significant challenges in recruiting skilled workers, retaining talented employees, retaining skills and talented workers and promoting diversity and inclusion across the workforce (Goldman, 2021). These challenges have become particularly important for large multinational businesses operating in complex and rapidly changing markets (Munson, 2019). Being one of the largest retailers operating in the UK, Tesco is operating in dynamic market that is characterized by digital transition, changing customer expectations, labour shortage, and increasing workforce expectation regarding workplace diversity, and organizational concern about employee wellbeing.
Tesco has employed thousands of workers across its stores globally, distribution centres, and corporate offices. Management of such large workforce need organisations to adapt their workforce strategies continuously, enabling businesses to meet contemporary workforce challenges (Palmer, 2005). This report is about examining three major organisational issues affecting Tesco; 
1. Adaptation for Technological Advancements
2. Talent Acquisition and Retention
3. Diversity, Equity and Inclusion
 This report is about evaluating modern HR practices that can help addressing these hurdles and making critical assessments about departmental managers who ensure complete implementation these practices. Finally, designing recommendations to support Tesco’s future workforce strategy and overall organisational sustainability. 
[bookmark: _Toc232297579]Explanation of Key Factors
[bookmark: _Toc232297580]Adaptation for Technological Advancements
Technological Advancement is one major and most significant challenge and opportunity for Tesco the retail industry has undergone major technological transition by integrating tools of AI, automation, self-service technologies, digital modes of payment, introduction of online shopping interfaces, workforce analytics and data-driven decision making (Heller, 2017). Tesco has made a heavy investment in digital innovations, to enhance customer experiences, operational efficiency, and effective supply chain management. 
Where these innovations have improved competitiveness and productivity, it has also created significant workforce challenges. Employees need to develop new skills to work with new innovated technology (Awadari, 2019). The enhanced use of automation might create an uncertainty among employees regarding their job security, reducing their morale and job engagement. Moreover, a skill gap might also create emerge when employees are not able to adapt skills according to changing technological needs (Folarin, 2015).
From an organisational perspective, technological advancements have a positive impact on organisational performance, reducing operating costs, and uplifting customer satisfaction level. But the organisation who fail to invest in employee training and development, might face resistance while implementing technological advancements (Heller, 2017). Tesco needs to ensure improving digital competencies off its workforce, within such technologically advanced retail environment. Organisation’s long-term sustainability is directly associated with balancing technological innovations and human resource development. 
[bookmark: _Toc232297581]Talent Acquisition and Retention
Acquisition and then retention of talent is one major challenge for Tesco. The retail sector is facing intensive competition for skilled employees, especially with digital competencies, logistics, supply chain, data analytics, and management position (Patel, 2023). Workforce shortage, enhancing employee expectations, and higher turnover rates has made acquisition and retention of talented employees increasingly difficult (Abi Abdallah, 2013).  Modern employees look for more competitive salaries. They are more aware and interested in flexible working hours, career development opportunities, wellbeing support, and positive organisational cultures. 
For Tesco, high turnover can enhance costs associated with recruitment, training resulting in productivity lost. Losing experienced employees directly impact quality of customer service, and organisational knowledge retention (Ajibola, 2022). Ultimately, attracting and retaining skilled and competent employees is mandatory for improving operational efficiency and competitive edge. Employee engagement plays pivotal role in retention. Employees feeling valued, supported and provided with growth opportunities are more committed to organisation (Suhariadi, 2016). Tesco needs to develop strategies uplift employee motivation, satisfaction level, and career progression.  
[bookmark: _Toc232297582]Diversity, Equity and Inclusion (DEI)
DEI are increasingly important strategic priorities in modern organisations. Diversity is referred as differences in employees in aspects of gender, age, ethnicity, disability, religion, or any other characteristics (Szcześniak, 2025). Equity is focused of providing equal and fair opportunities and treatment, while inclusion is designing a workplace where all employees feel respected, valued, and able to make equal contributions. 
Being a large multinational retailer serving a diverse community, Tesco needs to ensure workforce reflect the diversity of customer base. Diverse organisations are more benefitted from broader perspectives, with improved creativity, and enhanced decision-making (Abi Abdallah, 2013). Research available suggest that diverse workforce groups work better than less diverse groups because diversity bring different experiences and views to modern organisational challenges. 
However, achievement of inclusion is a challenge in itself. Unconscious bias, unequal job opportunities, discriminations, and cultural hurdles negatively affect employee experiences (Suhariadi, 2016). If such issues are not considered and addressed appropriately, employee engagement might decline, organisational reputation might suffer, increasing the legal risks. DEI initiatives directly contribute to organisational sustainability by promotion of innovation, enhancing employee wellbeing, and strengthening employee reputation. Employee stay committed to organisation only when they feel valued. Tesco needs to continue developing inclusive practices that support workforce diversity and strengthening positive organisational culture. 


[bookmark: _Toc232297583]Evaluation of Contemporary HR Practices
[bookmark: _Toc232297584]Digital HR Systems and Workforce Analytics
One contemporary HR practice that can prove helpful for Tesco to address technological hurdles is the employment of digital HR systems and workforce analytics (Folarin, 2015). Such technologies can enable HR department to collect, analyse, and employ workforce data to support strategic data-driven decision making. Workforce analytics can identify shortage of skills, forecasting future requirements for workforce, and monitoring employee performance in a more effective way (Patel, 2023). Digital learning platforms are also enabling employees to access the training programs virtually, improving the process of continuous learning, and digital skills development.  
A major strength of workforce analytics is its ability to design and support evidence-based HR decisions. It can help managers to identifying emerging trends while proactively addressing workforce issues before they become big hurdles. Moreover, digital HR systems enhance efficiency by automation of administrative processes and eradicating paperwork (Folarin, 2015). But an excessive reliance on workforce analytics raise questions regarding employee privacy, and excessive monitoring. Moreover, data-driven decisions sometime ignore human factors such as employee well-being and organisational culture. Ultimately it could be used as complementing tool instead of replacing managerial judgements. 
[bookmark: _Toc232297585]Strategic Workforce Planning and Employer Branding
Strategic workforce planning and employer branding represent modern HR practices for countering the challenges regarding talent acquisition and employee retention (Goswami, 2018). Workforce planning has enabled Tesco to predict future requirements regarding staffing, and developing strategies to address potential shortage of workforce. Employer branding is more focused on positioning Tesco as an attractive employer. 
A strong and positive employer brand is helpful in attracting talented workforce, that also reduces recruitment costs. Tesco ‘s reputation as a leading retailer can enhance recruitment efforts by communicating available career development opportunities, and regarding training and employee support (Awadari, 2019). Strategic workforce planning also enhance organisational resilience by ensuring organisation recruit right people at right time and at right job positions (Palmer, 2005). This is especially important in an environment with rapid technological changes and evolving workforce requirements. 
However, workforce planning can be impacted by unpredictable external factors such as economic issues, fluctuations in labour market. In the same way, employer branding can be ineffective if business fail to deliver according to what is presented to employees. Therefore, businesses must ensure authenticity and honesty in the image of business presented in front of potential employees. 
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Employee engagement initiatives play an important role in improving organisational performance and retention (Goswami, 2018). Tesco can employ a range of strategies including career development programs, mentoring, wellbeing initiatives, employee recognition schemes, and flexible working hours availability for employees.
Career development opportunities are especially effective when employees have plan to stay with organisation for a longer time and invest in their future. Training and Development programs enhance adaptability by ensuring skills development in employees (Munson, 2019). Wellbeing initiatives positively contribute to employee engagement as business show concern regrading physical and mental health (Abi Abdallah, 2013). Employee recognition schemes satisfies intrinsic motivational factors in employees. 
Despite various benefits, these engagement initiatives might not produce consistent results every time.  Individuals have different expectations, resulting in same program might not be suitable for everyone. Moreover, such strategies ask for managerial commitment and sustained investment, that needs to evaluative for its effectivity regularly. 
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Inclusive recruitment and DEI practices are mandatory for the creation of diverse and equitable workforce. Modern practices include blind recruitment, diverse interview panels, and inclusive leadership training etc (Heller, 2017).  Where blind recruitment reduces chance of biasness by removing personal information about the candidate. Diverse interview panels ensure fairness (Vivek, 2023). Leadership development programs can eb helpful in recognising and addressing issues such as biasness or discriminatory behaviours. 
DEI has also faced criticism, if employees find it symbolic only instead of being implemented in true sense. Tesco needs to ensure that DEI initiatives are employed in organisation and is supported by measurable outcomes. 
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[bookmark: _Toc232297589]Implementation Factors
The success of Modern HR practices is majorly dependent upon its effective managerial implementation. Here are some key critical factors that impact implementation.  
Departmental manager serves the purpose of a link between HR policies and operational workforce practices. This makes their leadership style an impacting factor (Abi Abdallah, 2013). Accountability of leadership is essential to ensure HR initiatives are given their due importance. Managers need to demonstrate their commitment by ensuring inclusion in training programs, prioritising employee development (Suhariadi, 2016). Without any such managerial support, employees may raise questions on importance of these initiatives.
Communication is another critical implementation factor. Employees can only be involved efficiently in implementation process when managers explain the objective of initiative to them (Goswami, 2018). Effective communication can reduce ambiguity, specially in technological transformation. Managers need to encourage employees for effective participation and feedback process.
Performance monitoring is an equally important. Managers should design measurable outcome indicators associated with employee engagement, retention, diversity, and workforce development (Szcześniak, 2025). A continuous monitoring help business to indicate challenges in implementation and designing necessary adjustments. 
Organizational culture also influences effectiveness of implementation. A culture promoting innovation, collaboration, and inclusion encourages employee involvement in HR initiatives (Suhariadi, 2016). Managers play a pivotal role in shaping culture with their leadership style and behaviour. 

[bookmark: _Toc232297590]Implementation Barriers 
There are several barriers that hinder implementation. 
· Employee Resistance towards Change
· Budget Constraints
· Workload pressure
· Limited Managerial Capability
· Organisational Politics 
Employees who find the change unnecessary or threatening try resisting the change (Awadari, 2019). Managers can overcome these barriers through effective change management strategies, training stakeholder involvement and clear communication. 
Critically, urgency can lead to poorly planned implementation. Although organisations are expected to respond rapidly to changing market conditions and customer expectations, but a rushed implementation can create confusion, resulting in reduced employee confidence level (Ortega-Cotto, 2023). Effective and sharp managers try balancing urgency with careful planning and employee support. 
Summing it up, effective managerial implementation requires accountable leadership, effective communication, robust monitoring system, and a strong culture that supports inclusion and continuous improvement. 


[bookmark: _Toc232297591]Conclusion
This report has examined three significant HR challenges faced by Tesco, adapting to technological advancements, talent acquisition & retention, diversity equity and Inclusion (DEI). These factors have a significant impact on organisational performance, employee engagement, and long-lasting sustainability. The evaluation of these factors has revealed the fact that modern HR practices such as workforce analytics, strategic workforce planning, employee engagement initiatives, and inclusive recruitment can prove effective tools in countering challenges faced effectively. 
However, successful outcome is dependent upon strong managerial leadership, effective communication, continuous monitoring, and with a supportive organisational culture. By routing for proactive and strategically aligned HR practices, Tesco can further strengthen workforce capability, enhancing employee retention, improving diversity and inclusion, and maintaining its competitive position in market. 
[bookmark: _Toc232297592]Recommendations 
1. Enhance investments in digital learning platforms that will strengthen employee digital capabilities
2. Expansion in career development programs to improve employee retention, and succession planning
3. Strengthening workforce analytics in support of evidence-based HR decision-making
4. Improving inclusive recruitment practices, that will bring workforce diversity
5. Introduction of manager-specific accountability measures that are recording employee engagement, retention, and DEI objectives
6. Regularly evaluating employee wellbeing and engagement programs to ensure effectiveness
7. Developing strong communication strategies that will support HR initiatives planned, and will improve workforce adaptability.
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