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Introduction 
Human resource management plays an essential role in helping organisations achieve their business objectives while managing and developing their workforce in today's rapidly changing business environment. As organisation respond to technological developments, changing workforce expectations, increasing competition for talent and the growing importance of Diversity, Equity and inclusion, they are required to continually adapt their HR strategies to remain competitive and sustainable. As one of the UKs largest retailers, Tesco operates in highly competitive and fast-moving industry where customer expectations, technological advancements and workforce demands are constantly evolving, making effective people management essential for continued success.
This report examines the contemporary HR challenges experienced by Tesco by focusing on three key areas: adapting to technological advancements, talent acquisition and retention, and promoting Diversity, Equity and inclusion. It evaluates a range of contemporary HR practices that can help the organisation respond to these challenges before critically assessing the role of departmental managers in successfully implementing these practices through effective leadership, communication and performance management. Finally, the report provides practical recommendations to strengthen Tesco's HR strategy, improve employee engagement and workforce performance and support the organisation long-term success and sustainability.
Explanation of key factors  
Modern organisations operate in business environment where change is constant. Rapid technological development, increasing competition for skilled employees and growing expectations surrounding Diversity, Equity and inclusion have changed the way organisations manage and develop their workforce. As one of the UKs largest retailers, Tesco must respond to these challenges to remain competitive and achieve long-term organisational success (Rao,2015).
Adapting to Technology Advancements
Technology has transformed the retail industry by changing the way organisations operate and interact with customers. Tesco has introduced a range of digital technologies, including online shopping platforms, self-service checkouts, automated stock management systems and digital communication tools to improve operational efficiency and meet customer expectations. Whole these developments provide significant benefits, they also create new challenges for the HR department. 
Employees are expected to continually develop new digital skills and adapt to different ways of working. Some employees may adapt quickly to technological change, while others may require additional support and training before they feel confident using new systems. Without appropriate learning and development opportunities, employees may experience reduced productivity, lower confidence and increased resistance to organisational change. HR therefore plays an essential role in ensuring employees receive ongoing training that enables them to perform their roles effectively and keep pace with technological developments.
Technological advancement has also changed the skills required within Tesco's workforce. Recruitment strategies must focus on attracting candidates who possess both strong digital capabilities and excellent customer service skills, while continuing to develop the knowledge and capabilities of existing employees. (El Garem,2026) 
Talent Acquisition and Retention
Recruiting and retaining talented employees remain one of Tesco's most significant HR challenges. The retail sector experiences high level of employee turnover due to competitive labour markets, changing career expectations and the increasing availability of flexible employment opportunities.
To attract talented employees, Tesco must offer more than competitive salaries. Modern employees increasingly value career progression, training and development opportunities, flexible working arrangements, employee wellbeing, supportive management and a positive organisational culture when deciding where to work (Yucesan,2025). HR therefore has an important responsibility to develop employment practices that make Tesco an attractive employer and encourage skilled individuals to join the organisation. 
Retention is equally important because experienced employees contribute valuable knowledge, maintain customer service standards and support organisational stability. Employees who feel valued, recognised, rewarded and supported are generally more motivated to remain with the organisation (Visser,2018).

Diversity, Equity, and inclusion 
Diversity, Equity and inclusion (DEI) have become essential priorities within modern HR management. Tesco employs people from a wide range of backgrounds, cultures, ages, experiences and abilities. Managing this diverse workforce effectively enables the organisation to benefit from different perspectives ideas and experiences while reflecting the diverse communities it serves (Long,2021).
Diversity focuses on employing people with different backgrounds experience and characteristics. Equity ensures employees have fair access to opportunities, resources and career progression by recognising individual needs rather than treating everyone identically. Inclusion involves creating a workplace where every employee feels respected, supported, valued and able to contribute regardless of their background.
A strong commitment to DEI can significantly improve employee's engagement because individual are more likely to feel accepted, motivated and fairly treated within the organisation. These benefits contribute to stronger organisational performance, improved decision-making and higher levels of employee satisfaction (Varghese, et al 2026). 
Failure to promote Diversity, equity and inclusion can result in discrimination, workplace conflict, lower employee morale, reduced engagement and damage to Tesco's reputation (Mcintosh, 2013), For these reasons DEI should remain a key strategic priority within Tesco's overall HR strategy (Goldman, et al 2006). 




Evaluation of Contemporary HR Practices 
One of the most valuable contemporary HR practices available to Tesco is the use of digital HR systems supported by workforce analytics. These systems enable HR teams to manage employee records, recruitment, training, attendance and performance through a centralised platform, while workforce analytics allows managers to collect and analyse employee data to identify patterns in staff turnover, absence rates, training requirements and workforce productivity (Mahmoud et al, 2025). 
The main advantages of these systems is that they improve the speed, accuracy and efficiency of HR processes while supporting better decision-making. Managers have access to reliable information when planning staffing levels, allocating resources or identifying employees who require additional support and development. (Alabdali et al, 2024)
Despite these benefits, implementing digital HR systems present several challenges. Significant financial investment is required to purchase software, maintain systems and provide employee training. If technology is introduced without sufficient guidance, confidence may decrease and resistance to change may increase, Tesco must therefore provide regular training effective communication and ongoing technical support to ensure employees understand the benefits of digital systems and are confident using them (Bhatti and Alqasa, 2025).
Employer Branding and Strategic Workforce Planning
Employer branding is another important HR practice that helps Tesco attract talented employees within a highly competitive labour market. A strong employer reputation demonstrates that the organisation values employee wellbeing, career progression, learning and development, and provides a positive working environment (Matuson and LinkedIn, 2017). 
Strategic workforce planning complements employer branding by identifying future staffing requirements and ensuring the organisation has the right people with the right skills at the right time. By forecasting future labour and skills requirements, Tesco can prepare for technological developments business growth and changes in customer demand. However, employer branding alone cannot overcome recruitment challenges. If the experiences of existing employees do not reflect the organisations public image, employee satisfaction, trust and retention may decline. Similarly, workforce planning depends upon accurate forecasting, which can become more difficult when economic conditions, labour markets or customer demand change unexpectedly. Tesco should therefore review its workforce plans regularly to ensure they remain accurate flexible and responsive to changing business conditions (Zeytoon-Nejad, 2025).
Employee Engagement and Retention Strategies
Employee engagement is essential for improving retention, maintaining organisational performance and supporting long-term business success. Tesco can strengthen employee engagement by recognising employee achievements, providing regular feedback, offering career progression and learning opportunities, promoting employee wellbeing and encouraging flexible working arrangements (Kumar and Pansari, 2015).
 High levels of employee engagement often result in improved productivity, stronger teamwork and higher standards of customer service (Indriyani,2017). Experienced employees contribute valuable organisational knowledge and skills, helping Tesco maintain operational stability while reducing recruitment and training cost associated with replacing staff. Effective engagement and retention strategies therefore strengthen workforce stability and support sustainable organisational performance. 
Despite these advantages, engagement strategies require continuous commitment from managers. Tesco must therefore ensure engagement strategies are applied fairly and consistently across every department, so they become part of everyday management practise rather that occasional initiatives 
Inclusive Recruitment and DEI Initiatives 
Inclusive recruitment practices enable Tesco to attract talented candidates from a broad range of backgrounds while reducing the risk of discrimination during recruitment and selection. This includes using inclusive job advertisements, structed interviews, transparent selection procedures and fair assessment criteria that focus on skills experience and ability rather than personal characteristics.
Tesco can further strengthen Diversity, Equity and inclusion through equality polices leadership development programmes and employee training that promotes fairness, respect and inclusive behaviour throughout the organisation. 
A strong commitment to DEI improves creativity, innovation, teamwork and decision-making by encouraging employees from different backgrounds to share their perspectives (Price,2022). 
However, DEI initiatives require genuine and continuous commitment from senior leaders and departmental managers rather than one-off activities. If employees believe these programmes exist only to improve the organisations public image or satisfy legal requirements, confidence in management may decline and the initiatives are unlikely to achieve meaningful change. Tesco should therefore monitor progress regularly, hold leaders accountable and ensure inclusive behaviours and policies are consistently demonstrated throughout the organisation. 

Critical Evaluation of Managerial Implementation
The success of contemporary HR practices depends not only on effective HR policies but also on how well departmental managers implement them. At Tesco, managers play a vital role in embedding technological change, employee engagement initiatives and (DEI) strategies into everyday working practices. Without effective leadership, even well-designed HR practices are unlikely to achieve their intended outcomes (Vasilaki et al,2016).
Leadership accountability is essential because managers influence employee attitudes, behaviour and acceptance of organisational change. By acting as role models, applying HR policies consistently and supporting employee development, managers can build trust, improve motivation and encourage continuous improvement. However, implementation may become inconsistent if managers lack appropriate training or fail to prioritise HR responsibilities; Tesco should therefore invest in management development programmes to strengthen leadership capability (Freitag and Picherit-Duthler,2004)
Effective communication is equally important when introducing new HR initiatives. Managers should clearly explain organisational changes, encourage two-way communication and respond to employee concerns. Open communication reduces uncertainty, builds trust and increase employee confidence during periods of change. In contrast, poor communication can create confusion, reduce morale and increase resistance to new working practices.
Managers should also monitor effectiveness of HR initiatives by reviewing employee performance, staff turnover, absence levels and employee feedback. Combining performance data with employee feedback provides a more balanced evaluation of HR effectiveness than relying solely on numerical measures. A positive organisational culture also supports successful implementation by encouraging teamwork, respect, equality and continuous learning employees who feel valued are mostly likely to remain engaged, contribute innovative ideas and support organisational objectives. However, creating this culture requires consistent leadership and long –term commitment.
Although Tesco may face challenges such as resistance to change and financial constraints mangers can successfully implement contemporary HR practices and improve employee engagement, organisational performance and long-term sustainability. 

Conclusion and Recommendations
This report has examined the key Human Resource challenges currently facing Tesco by focusing on technological advancement, talent acquisition and retention, and Diversity, Equity and Inclusion. These challenges have a significant influence on employee engagement, organisational performance and Tesco's ability to remain competitive within the UK retail sector. The report has demonstrated that contemporary HR practices, including digital HR systems, workforce planning, employee engagement initiatives and inclusive requirement strategies, can help the organisation respond effectively to these challenges. However, these practices will only achieve long-term success if they are implemented consistently through strong leadership, effective communication, continuous monitoring and a positive organisational culture. By continuing to strengthen its HR strategy, Tesco can develop a skilled, adaptable and inclusive workforce while improving employee satisfaction, organisational performance and long-term business sustainability.
Based on the findings of this report several recommendations are proposed to strengthen Tesco's HR strategies. Tesco should continue investing in digital HR systems while ensuring employees receive regular training and support to develop the digital skills required to adapt confidently to technological change. Recruitment should be strengthened by promoting Tesco as an employer that values career progression, employee wellbeing, flexible working and professional development, helping to attract and retain high-quality candidates.
Tesco should also expand learning and development opportunities through structured training, mentoring and leadership development programmes to improve employee retension and prepare future managers. Diversity, Equity and Inclusion policies should be reviewed regularly to ensure recruitment, promotions and career development remain fair, transparent an accessible to all employees. Departmental managers should receive ongoing training in communication, change management, people management and incluives leadership so they can implement HR initiatives consistently across the organisation.
In addition, Tesco should encourage regular employee feedback through team meetings, surveys and performance reviews, enabling concerns to be identified and addressed promptly while strengthening employee engagement. The organisation should also monitor the effectiveness of HR initiatives by analysing employee engagement, staff turnover, productively, absence levels and employee feedback to support continuous improvement. Finally, Tesco should continue promoting a organisational culture based on respect, teamwork, inclusion and recognising employee value, motivation and committed to achieving organisational objectives. Implementing these recommendations will enable Tesco to strengthen its workforce, improve customer service, enhance organisational performance and support sustainable long-term success within an increasingly competitive retail environment.  
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