Human resource management plays a central role in organisational performance as it supports employee effectiveness, operational efficiency and long-term business success (Xin et al., 2022). In today’s business environment, organisations must respond to fast technological changes, increasing competition for skilled workers and the need to manage a much more diverse workforce. Consequently, HR functions must continually adapt their practices to remain effective and strategically relevant in achieving organisational objectives. Tesco is one of the largest retail stores in the UK and employs a big workforce across stores, distribution centres and corporate roles. Due to its size and customer-focused operations, effective HR management is essential to employee performance, service quality and overall competitiveness. This report focuses on three key HR issues that are affecting Tesco such as technological advancement, talent acquisition and retention and diversity, equity and inclusion. These issues influence workforce capability, employee commitment and organisational culture. This report aims to explain these factors, evaluate contemporary HR practices used to address them, critically assess the role of departmental managers in ensuring these practices are implemented as a matter of urgency, and provide recommendations for improvement.
Factors Affecting HR Practice at Tesco
1. Meeting Technological Advancement
Technological advancement is a major factor affecting HR practice because retail organisations are increasingly using digital systems to improve efficiency and customer service. In Tesco this includes online click and collect systems, self-checkout machines and digital stock systems. These changes are important because they alter how employees work and the skills they need to perform effectively (Kraus, Ferraris and Bertello, 2023).
For Tesco, digital transformation creates both opportunities and challenges. On one hand, technology can improve productivity, reduce waiting times and support better service. On the other hand, it means employees must develop new digital skills and adapt to changing job roles (Mutambik and Almuqrin, 2024). HR then has an important responsibility in workforce planning, training and development. Staff need ongoing support so they can use new systems confidently and maintain performance standards.
A key challenge are employees that are reluctant to change. Some workers may feel uncertain about new technology or worry that automation could reduce job security. This means HR must not only provide training but also manage change carefully through communication and support. Overall, technological advancement affects Tesco’s business performance directly, because the benefits of digital investment will only be achieved if employees are prepared, supported and able to work effectively in a changing environment.
2. Talent Acquisition and Retention
Talent acquisition and retention refers to the ability of an organisation to attract suitable employees and keep them over time. This is a significant HR issue for Tesco because retail businesses often face labour shortages, high staff turnover and strong competition for skilled workers (Nilsson and Backman, 2024). Without effective recruitment and retention, organisations may struggle to maintain service quality and operational efficiency.
Tesco relies on a large workforce across stores, warehouses and office-based roles, so attracting and retaining employees is essential to its success. HR must ensure that recruitment processes are efficient and targeted, bringing in people with the right skills and attitudes. However, recruitment alone is not enough as Tesco must also retain employees through effective onboarding, fair rewards, training opportunities and career development. These practices can help employees feel valued and encourage long-term commitment to the organisation.
One of the main HR challenges is that retail work can be demanding, with long hours, pressure and limited progression in some roles. This can reduce employee engagement and increase turnover. HR must therefore focus on retention strategies such as recognition, wellbeing support and development opportunities. Although these initiatives may increase short-term costs, they are often more effective than repeated recruitment. For Tesco, strong talent management improves stability, reduces disruption and helps maintain high standards of customer service.
3. Diversity, Equity and Inclusion
Diversity, equity and inclusion is another key factor affecting HR practice at Tesco. Diversity refers to differences between employees, equity means fairness in access and treatment, and inclusion involves creating a workplace where people feel respected and valued (Byrd, 2022). This issue is important because modern organisations are expected to provide equal opportunities and build working environments that support employee wellbeing and belonging.
Tesco employs a large and varied workforce and serves diverse communities, so DEI is highly relevant to its operations. HR must ensure that recruitment, promotion and development processes are fair and free from discrimination. It must also help create an inclusive culture where all employees feel able to contribute. This can improve morale, strengthen teamwork and enhance Tesco’s reputation as a responsible employer.
Having a diverse workforce on its own isn’t enough. If employees do not feel included or treated fairly, diversity may not lead to better performance. This can create a challenge for HR because policies must be supported by management behaviour and workplace culture. Departmental managers play an important role in making inclusion part of everyday practice. For Tesco, effective DEI can improve engagement, reduce conflict and support business performance, while poor DEI practice can damage both employee relations and public reputation.

Evaluation of Contemporary HR Practices at Tesco
1. HR Practices Addressing Technological Advancement
One contemporary HR practice used to address technological advancement is training and reskilling (Leontes and Hoole, 2024). This reflects Human Capital Theory, which suggests that investment in employee skills can improve organisational productivity and performance. For Tesco, this is important because employees must adapt to self-checkout systems, online fulfilment processes and digital stock controls. Training helps staff develop the skills and confidence needed to use new systems effectively, which may reduce resistance to change and maintain customer service standards. This may improve productivity and support smoother digital transformation. However, training programmes require significant time and financial investment, especially in a large organisation. A limitation is that some employees may adapt more slowly than others, while training periods may also increase workload pressure during transition. Therefore, training is effective, but only when it is targeted, continuous and supported by managers.
Workforce planning and change management are also important HR practices. Tesco needs to identify future skill requirements and prepare employees before technological change is fully implemented. Change management theory shows that employees are more likely to accept change when communication, support and involvement are strong (Jimmieson and White, 2011). This could improve acceptance of automation and reduce disruption. On the other hand, poor communication can lead to uncertainly, low morale and increased fear about job security. Consequently, these practices are only fully effective when managers support employees during implementation
2. HR Practices Addressing Talent Acquisition and Retention
Employer branding and digital recruitment are important contemporary HR practices for attracting employees. Tesco operates in a competitive labour market and must recruit efficiently across stores, distribution and head office functions. A strong employer brand can help Tesco attract better candidates by promoting career opportunities, organisational values and employee benefits. Online recruitment methods may also improve speed and widen access to potential applicants. This can strengthen workforce supply and reduce hiring delays. However, short-term recruitment strategies may not solve long-term retention problems. If the reality of work does not match the promises made during recruitment, new employees may leave quickly. This suggests attraction strategies are useful, but insufficient on their own.
Retention practices such as career development, recognition, flexible working and employee engagement are as important. These practices link very closely to the psychological contract, which refers to expectations employees have about support, fairness and development in in return for commitment (McInnis, Meyer and Feldman, 2008). For Tesco, training and internal promotion may increase loyalty, while recognition and flexibility may improve morale and work-life balance. This can reduce turnover and improve service quality. However flexible working may be harder to implement for instore roles, and retention depends on the quality of management. These practices can improve commitment, but their success depends on consistent everyday management and realistic working conditions.
3. HR Practices Addressing Diversity, Equity and Inclusion
Inclusive recruitment and diversity training are widely used HR practices to support diversity, equity and inclusion. Inclusive recruitment aims to reduce bias and improve fairness in hiring, while diversity training seeks to raise awareness of discrimination, inclusion and respectful behaviour. These practices are linked to ideas of inclusive leadership, where fairness and belonging are actively promoted through organisational behaviour. For Tesco, inclusive recruitment can help build a workforce that reflects the diverse communities it serves, while training may strengthen awareness and improve workplace relationships. This may enhance fairness, reputation and employee trust. However, diversity training alone may have limited long-term impact if attitudes and behaviour do not change in practice. A limitation is that formal training may be completed without meaningful behavioural change.
Employee networks, flexible working and transparent promotion systems are also important. These practices can support belonging, help employees with different needs and improve perceptions of fairness. For Tesco, this may strengthen engagement, retention and morale. However, DEI policies may exist formally but still be applied inconsistently across departments. Diversity on its own does not improve performance unless inclusion is genuinely achieved. Therefore, these practices are valuable, but they depend on leadership commitment and consistent manager behaviour to produce lasting organisational benefits.
Conclusion
This report examined the key HR issues affecting Tesco, namely technological advancement, talent acquisition and retention, and diversity, equity and inclusion. These factors have a significant influence on workforce management, employee experience and organisational performance. The report also evaluated contemporary HR practices, including training and reskilling, recruitment and retention strategies, and inclusive workplace policies, as responses to these challenges. However, the overall effectiveness of these practices depends largely on the role of departmental managers in ensuring consistent and timely implementation. Tesco must therefore continue adapting its HR strategies to support workforce capability, employee commitment and long-term organisational success.
Recommendations
It is recommended that Tesco strengthens digital training and reskilling programmes across all areas of the business. Continuous learning opportunities should be provided to help employees adapt to technological change, while departmental managers should be trained to support staff during digital transition.
It is recommended that Tesco improves retention by expanding career development opportunities, internal promotion pathways and employee engagement initiatives. Reward and recognition systems should also be reviewed to increase employee satisfaction, commitment and long-term retention.
It is further recommended that Tesco ensures departmental managers receive training in leadership, communication and inclusive people management. Managerial performance should be monitored against outcomes such as staff retention, training completion and DEI progress to improve accountability.
It is also recommended that Tesco strengthens its DEI strategy through more inclusive recruitment, transparent promotion processes and greater support for employee networks. HR should work closely with departmental managers to monitor diversity data and ensure fair and consistent implementation across departments.
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