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Introduction
Human Resource (HR) management plays an important role in helping organisations achieve long-term success. Modern businesses face several HR challenges because of technological change, increasing competition for skilled employees, and the growing importance of Diversity, Equity and Inclusion (DEI) (Watson, 2017). Therefore, HR departments must develop effective strategies that improve employee motivation, performance, and organisational sustainability (Daft, 2008).
[image: The image depicts a flowchart illustrating how technological advancements in HR training and workforce development lead to increased employee engagement and retention, which in turn promotes diversity, equity, and inclusion (DEI), ultimately enhancing organizational performance and long-term sustainability.

AI-generated content may be incorrect.]This report examines the contemporary HR challenges faced by Tesco UK. Tesco is one of the largest retailers in the United Kingdom and employs thousands of workers across stores, warehouses, and office departments. According to Tesco PLC (2025), the organisation continues to invest in digital transformation, colleague development, and diversity and inclusion initiatives to improve employee engagement and long-term business performance. The report discusses three important factors affecting Tesco: technological advancement, talent acquisition and retention, and DEI. The report also evaluates contemporary HR practices that can address these challenges and critically evaluates how managers can ensure successful implementation of these practices. 
                                          










Figure 1: Contemporary HR framework for improving organisational performance and long-term sustainability at Tesco (Created by the author using Canva, 2026).
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Technological advancement has changed the way organisations manage employees and business operations. Tesco has increasingly adopted digital technologies such as self-checkout systems, online shopping platforms, workforce analytics, and digital HR systems. Tesco's Annual Report (2025) highlights continued investment in digital innovation and technology to improve operational efficiency and enhance the customer and employee experience (Tesco PLC, 2025).
One major challenge is employee adaptation to new systems. Employees may experience stress or anxiety when organisations introduce new technologies without proper training. According to Daft (2008), motivation is affected when employees feel uncertain about their work roles and responsibilities. Employees who lack confidence in using digital systems may become less engaged and productive. Alderfer (1972) also explains that employees require growth opportunities and supportive workplace relationships to remain motivated and committed.
Another issue is the need for continuous learning and career development. Modern workplaces require workers to regularly update their skills to remain productive. Maslow (1943) argues that individuals seek personal growth and self-development once their basic needs are satisfied. Therefore, organisations that fail to provide development opportunities may experience lower employee satisfaction.
Technology also affects organisational sustainability and employee engagement. Although digital systems can improve productivity and customer satisfaction, over-reliance on automation may reduce employee autonomy, social interaction, and workplace morale. This could negatively affect long-term employee engagement and organisational commitment if Tesco fails to balance technological efficiency with human interaction. Herzberg’s Two-Factor Theory suggests that employees require recognition, growth, and responsibility to remain satisfied at work (Herzberg, 1959). 
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Attracting and retaining talented employees is another major challenge for Tesco. The retail sector faces intense competition for skilled employees because workers increasingly seek flexible working conditions, career development opportunities, and better work-life balance (Watson, 2017).
High employee turnover can negatively affect business performance because recruitment and training costs increase. In addition, staff shortages may reduce customer service quality and employee morale. Employee engagement improves when employees feel valued, trusted, and empowered within the organisation (Seijts and Crim, 2006). 
Motivation is strongly connected to employee retention. The Xerox case study explains that employees perform better when organisations provide recognition, support, and opportunities for achievement (Lumen Learning, no date). Workers are more motivated when they believe their effort will lead to rewards and career success. This reflects Vroom’s Expectancy Theory, which states that employees remain motivated when they can see a clear relationship between effort, performance, and rewards (Vroom, 1964).
Career progression is also important for employee retention. Tesco promotes career development through internal training, apprenticeships, leadership programmes and opportunities for progression across different business areas, helping to attract and retain talented employees (Tesco Careers, 2025). Career development case studies show that employees are more likely to remain in organisations that provide professional development and advancement opportunities (EGFL, 2023). Daft (2008) also argues that leadership support and communication are essential for maintaining employee commitment and motivation.
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Diversity, Equity and Inclusion (DEI) has become a key organisational priority in modern workplaces. Tesco employs workers from different cultural, ethnic, gender, and social backgrounds. Tesco's Diversity, Equity and Inclusion strategy emphasises creating an inclusive workplace where every colleague has equal opportunities for development and career progression (Tesco PLC, 2025).
Effective DEI practices help organisations create fair and inclusive workplaces where employees feel respected and valued (Comfort and Franklin, 2014).
However, structural inequalities still affect employment opportunities. Research by Friedman, O’Brien and Laurison (2017) demonstrates that social class and background continue to influence occupational opportunities and career progression in the UK. Similarly, Hills et al. (2015) explain that inequality in education, income, and social mobility affects long-term employment outcomes.
Discrimination and bias may also affect employee motivation and engagement. The McGregor-Smith Review (2017) identified that bias and discrimination can exist at different stages of an employee’s career. Employees who experience unfair treatment may become demotivated and less committed to organisational goals. 
DEI also influences organisational reputation and innovation. Diverse teams often provide different perspectives and creative ideas, improving problem-solving and decision-making. Tesco’s ability to attract diverse employees can strengthen customer relationships because the workforce better reflects the communities it serves. The Social Mobility Commission (2025) further explains that inclusive employment practices improve opportunities for disadvantaged groups and support organisational sustainability.


[bookmark: _Toc230904935]2. Evaluation of Contemporary HR Practices

[bookmark: _Toc230904936]Digital HR Systems and Workforce Analytics

Tesco has increasingly used digital HR systems to improve workforce management. Digital HR practices include online recruitment systems, electronic scheduling, employee performance monitoring, and workforce analytics.
One major advantage of digital HR systems is efficiency. Automated systems reduce paperwork, improve communication, and allow managers to monitor performance more effectively. Workforce analytics can help Tesco identify staff shortages, predict turnover trends, and improve scheduling decisions (Daft, 2008).
However, digital HR systems also have limitations. Employees may feel monitored excessively, reducing trust and motivation. Although digital HR systems improve efficiency and provide valuable workforce data, they may reduce employee autonomy and trust if performance monitoring is perceived as excessive. Therefore, Tesco should balance technology with supportive leadership and employee involvement to ensure digital transformation enhances rather than weakens employee engagement.
Employees compare their contributions and rewards with others and may feel demotivated if they perceive unfair treatment (Herzberg, 1959). 
Tesco should therefore combine digital systems with employee training and supportive leadership to ensure technology improves rather than damages employee engagement. Alderfer (1972) argues that employees require supportive relationships and growth opportunities to remain motivated during workplace change. This approach also aligns with Ulrich's HR Model, which highlights the importance of HR supporting organisational change while helping employees adapt successfully (Ulrich, 1997).
By combining digital innovation with workforce development, Tesco can improve operational performance while maintaining employee engagement and organisational sustainability.
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Employee engagement strategies are important for improving retention and motivation; however, their effectiveness may vary depending on employee needs and management support. Tesco uses reward systems, flexible working arrangements, wellbeing programmes, and training opportunities to support employees. The organisation also provides structured learning, apprenticeships and leadership development programmes to support career progression and long-term employee engagement (Tesco Careers, 2025). While these practices can improve employee satisfaction and organisational commitment, they may also increase organisational costs. Therefore, Tesco should adopt flexible HR approaches that consider different employee expectations and workplace needs.
Table 1: Employee Motivation Theories Applied to Tesco
	Theory
	Main Idea
	Application to Tesco

	Maslow
	Employees have hierarchical needs
	Tesco provides development opportunities

	Herzberg
	Motivation and hygiene factors affect satisfaction
	Recognition and rewards improve morale

	Vroom
	Effort leads to rewards
	Promotions and incentives motivate staff

	Alderfer
	Employees seek growth and relationships
	Team support and training improve motivation



Motivation theories support these strategies. Maslow’s Hierarchy of Needs suggests that employees require both financial security and opportunities for self-development (Maslow, 1943). Tesco’s training and promotion opportunities can therefore increase employee satisfaction and commitment. Herzberg (1959) also argues that recognition and achievement increase employee motivation and job satisfaction.
However, retention strategies may not always be equally effective for all employees. Some workers may value flexible schedules, while others may prioritise higher salaries or career progression. Therefore, Tesco must use personalised HR approaches that consider different employee needs and cultural backgrounds (Comfort and Franklin, 2014). However, personalised HR practices require greater managerial time and financial investment. Although these approaches may increase short-term costs, they are more likely to improve employee commitment, reduce turnover, and enhance organisational performance in the long term.
The Xerox motivation case study demonstrates that recognition and employee support increase organisational commitment and performance (Lumen Learning, no date). Tesco managers who provide positive feedback and appreciation can improve employee morale and reduce turnover.
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Tesco has implemented several DEI initiatives, including equal opportunity policies, inclusive recruitment practices, and diversity training. 
Inclusive recruitment improves access to employment opportunities for individuals from different backgrounds. However, recruitment policies alone may not fully remove workplace inequality if unconscious bias and structural barriers remain within organisational culture (Hills et al., 2015).
DEI training can improve awareness of unconscious bias and promote respectful workplace behaviour. However, some organisations face criticism for implementing DEI initiatives symbolically without creating meaningful long-term cultural change (Watson, 2017).
Despite these benefits, DEI initiatives may face resistance if employees or managers view them as unnecessary or symbolic. Some organisations implement DEI policies for reputational purposes without creating meaningful cultural change. Therefore, Tesco must ensure that DEI initiatives are supported by strong leadership and measurable outcomes (Watson, 2017). Furthermore, the success of DEI initiatives depends on continuous evaluation rather than one-off training programmes. Organisations that regularly monitor diversity outcomes and employee feedback are more likely to achieve meaningful cultural change than those implementing DEI solely for compliance or reputational purposes.
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Departmental managers play a critical role in ensuring that HR practices are implemented effectively. Leadership accountability is essential because employees are more likely to support organisational changes when leaders demonstrate commitment and consistency (Daft, 2008).
Managers must provide clear communication about technological changes, DEI initiatives, and performance expectations. Feedback is important for improving employee performance and maintaining motivation (Seijts and Crim, 2006). 
Training is also necessary for successful implementation. Employees require guidance and support when adapting to new technologies or workplace practices. Managers should organise digital skills training, mentoring programmes, and leadership development opportunities. However, implementation may be challenging because of budget limitations, employee resistance to change, and varying levels of digital literacy among staff.
Organisational culture strongly influences implementation success. Tesco managers should promote a culture of inclusion, trust, and employee empowerment. Empowerment allows employees greater autonomy and involvement in decision-making, improving motivation and organisational commitment (Vroom, 1964).
Managers must also monitor performance using measurable indicators such as employee turnover rates, engagement surveys, absenteeism, and diversity statistics. Continuous monitoring helps organisations identify weaknesses and improve HR strategies; however, excessive performance monitoring may create employee stress and reduce trust if workers feel overly controlled by management systems.
However, several barriers may affect implementation. Resistance to change is a common issue, especially when employees fear job insecurity because of automation. Communication failures may also create confusion and distrust. Additionally, unconscious bias among managers may weaken DEI initiatives (McGregor-Smith, 2017).
To overcome these barriers, Tesco managers should involve employees in decision-making processes and encourage open communication. Goal-setting and employee involvement improve motivation and performance because employees feel valued and respected (Maslow, 1943; Herzberg, 1959).
Cultural differences should also be considered during communication and feedback processes. Comfort and Franklin (2014) explain that employees from different cultural backgrounds may respond differently to criticism or praise. Managers who understand cultural differences can communicate more effectively and maintain positive employee relationships.
Overall, successful implementation depends on leadership commitment, employee involvement, communication, and continuous evaluation (Watson, 2017).
[bookmark: _Toc230904940]Conclusion

This report examined the contemporary HR challenges faced by Tesco UK, focusing on technological advancement, talent acquisition and retention, and Diversity, Equity and Inclusion (DEI). The report also evaluated contemporary HR practices such as digital HR systems, employee engagement strategies, and inclusive recruitment policies. While these practices can improve organisational performance and employee satisfaction, they also present limitations and implementation challenges.

Finally, the report critically evaluated the role of managers in ensuring successful implementation of HR practices. Effective leadership, communication, employee empowerment, and performance monitoring are essential for creating an engaged and inclusive workforce.
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Tesco should continue investing in digital training programmes to improve employee confidence and adaptability to technological change (Daft, 2008; Alderfer, 1972). The organisation should also strengthen employee engagement through recognition systems, flexible working arrangements, and career development opportunities (Herzberg, 1959; Seijts and Crim, 2006).
In addition, Tesco should expand inclusive recruitment and leadership development initiatives to improve diversity at all organisational levels (McGregor-Smith, 2017). Managers should receive regular DEI and communication training to reduce bias and improve employee relationships (Comfort and Franklin, 2014).
Finally, Tesco should regularly review employee feedback and performance data to identify areas requiring improvement and ensure that HR practices remain effective and sustainable (Watson, 2017; Vroom, 1964).
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