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[bookmark: _Toc224314952]1.0 Introduction
Human resource (HR) management serves as the basic element which supports sustainable performance for organisations because modern businesses face unpredictable conditions and advancing technologies. Tesco PLC operates as the biggest private sector employer in the United Kingdom with a workforce exceeding 330,000 employees across the country (Tesco PLC, 2024), making it an ideal example to study the difficulties which modern human resources departments must handle. This report evaluates three linked human resource problems which Tesco faces: 1. adopting new technologies 2. finding and keeping employees 3. implementing diversity, equity and inclusion (DEI) initiatives the evaluation process begins with an assessment of modern HR solutions which tackle each obstacle, followed by a critical evaluation of the essential managerial behaviours needed to implement solutions immediately. The report uses peer-reviewed studies and industry reports together with Tesco's corporate disclosures to support its findings which follow Armstrong and Taylor's (2020) requirement that HR strategy needs to be both data-driven and specific to its context while supporting the organisation's future business goals.

[bookmark: _Toc224314953]2.0 HR Challenges at Tesco PLC
[bookmark: _Toc224314954]2.1 Meeting Technological Advancement
Human resources departments throughout all industries face their most important challenge because of the ongoing development of new technologies. The implementation of artificial intelligence (AI) systems automated self-checkout machines warehouse robots and enterprise-scale data analytics at Tesco has completely transformed the company's workforce requirements. The World Economic Forum (2023) estimates that 44% of workers' skills will be disrupted within five years which demonstrates the urgent need for organisations to develop proactive reskilling programs. Tesco has deployed over 2,700 automated checkout stations across UK stores (Tesco PLC, 2024) which have replaced conventional cash handling positions while creating an exceptional need for employees who possess digital skills and data management abilities and systems administration expertise.
This technological transition exposes a structural skills gap that HR must strategically address. Deloitte (2023) identified that 67% of UK organisations reported difficulty aligning human capital capabilities with digital transformation objectives. The CIPD (2023) correspondingly contends that HR practitioners must assume an anticipatory, rather than reactive, role in workforce planning, embedding future skills identification into strategic planning cycles. For Tesco, with a predominantly large, entry-level workforce, the scale of this challenge is particularly acute. Noe et al. (2021) emphasise that failure to invest systematically in workforce capability not only impairs operational efficiency but also undermines competitive differentiation in an increasingly automated retail environment.
[bookmark: _Toc224314955]2.2 Talent Acquisition and Retention
Talent acquisition and retention represent a persistent and intensifying challenge across the UK labour market. The CIPD (2022) Resourcing and Talent Planning Survey found that 68% of organisations experienced significant recruitment difficulties, with the retail sector disproportionately affected by high voluntary attrition rates averaging approximately 30% annually. Tesco's (2024) Annual Report acknowledges escalating competition for skilled managers, data analysts, and supply chain specialists, which demonstrates a fundamental change in employee requirements that emerged after the COVID-19 pandemic.
According to PwC (2023), 42% of workers chose their employers based on career growth possibilities which they considered more important than their base salary, while 35% selected their employers based on the organisation's fundamental principles. The change in employee attitudes requires HR professionals to develop new approaches for talent value assessment which should go beyond standard pay-based methods. The authors Collings, Mellahi, and Cascio (2019) present a compelling argument which shows that organisations need to develop distinct talent management approaches which should focus on discovering and developing their most promising workers while providing equal opportunities to all employees. The financial consequences of talent failure are not inconsequential; the CIPD (2022) estimates that replacing a single mid-level employee cost approximately £6,125 when accounting for recruitment, onboarding, and lost productivity a significant liability at Tesco's scale.
[bookmark: _Toc224314956]2.3 Diversity, Equity and Inclusion (DEI)
DEI has become a necessary ethical obligation that organisations must treat as their most important business requirement. Tesco's Gender Pay Gap Report from 2023 which shows a median gender pay gap of 8.6% proves that the company still has unaddressed structural inequality issues. McKinsey and Company (2020) established through analysis of over 1,000 global companies that organisations in the top quartile for ethnic diversity were 36% more likely to achieve above-average profitability which showed that inclusive practices produced direct financial advantages. The introduction of new ethnicity pay gap reporting rules by HM Government (2023) has increased compliance requirements for large employers like Tesco because it requires them to meet additional public reporting standards.
Shore, Cleveland and Sanchez (2018) make a critical theoretical distinction between diversity as quantifiable representation and inclusion as organisational climate arguing that metrics-only approaches are insufficient without corresponding cultural transformation. Despite Tesco's workforce being 58% female (Tesco PLC, 2023), women occupy only 43% of senior management roles because systemic structural barriers, which include unconscious bias in promotion decisions and inflexible senior working arrangements, create a continuous leadership pipeline shortage.

[bookmark: _Toc224314957]3.0 Evaluation of Contemporary HR Practices
[bookmark: _Toc224314958]3.1 Addressing Technological Advancement
Modern human resources practices use continuous learning and development systems that focus on skill development to handle technological disruptions. Tesco has made a substantial financial commitment to its Learning Management System (LMS) by offering more than 500 digital learning modules through the Tesco Academy platform according to Tesco PLC (2024). The strategic workforce planning models that Armstrong and Taylor (2020) recommend should use existing competency assessments to project future workforce needs while supporting targeted employee training before skills gaps develop into operational problems. The CIPD (2023) Learning and Development Survey identifies blended learning integrating digital, experiential, and social learning modalities as the most effective approach for building digital capability at scale within large workforces.
Torrington et al. (2017) warn that organisations waste their L&D investments because they lack both training needs assessments and assessments of training program results. Boxall and Purcell (2022) present a superior strategic method which begins with internal employee competency assessment before creating appropriate development programs instead of choosing employee termination or high-cost external hiring. The implementation of people analytics lets Tesco use workforce data for HR decision-making which helps them evaluate talent dangers and design future skill needs and assess training investments with much improved accuracy (Deloitte, 2023).
[bookmark: _Toc224314959]3.2 Addressing Talent Acquisition and Retention
Contemporary talent management has evolved substantively beyond transactional recruitment advertising. Employer branding and structured onboarding and succession planning and total reward frameworks now use evidence-based approaches according to Cascio and Boudreau (2019). Tesco established its Graduate Leadership Programme while developing new internal promotion routes because the company understands that organisations must develop talent pipelines through active recruitment efforts. The CIPD (2022) recommends organisations to develop employer branding based on core values which effectively represent their mission since strong employer brands enable companies to cut hiring expenses by 50% while attracting better candidates. 
Flexible working arrangements have become a non-negotiable retention mechanism; PwC 2023 found that 73% of employees would consider changing employers for greater flexibility. The 'Colleague Plans' initiative at Tesco which lets employees design their own career development paths, supports the individualised development planning concept by Noe et al. (2021) which proves to be an effective method for building organisational commitment. Total reward strategies that include non-financial benefits such as wellbeing support and recognition schemes and development investment, create better long-term retention results than compensation-led approaches according to Armstrong and Taylor (2020). However, Hunt et al. (2018) declare that organisations must design their talent strategies to include all groups because their current practices lead to the systemic exclusion of underrepresented talent pools, which directly affects their DEI strategy and retention methods.
[bookmark: _Toc224314960]3.3 Addressing Diversity, Equity and Inclusion
DEI practice today has advanced from basic diversity programs to implement complete structural systems which support inclusion. The Stronger Starts program and Business Resource Groups at Tesco demonstrate a systems-based method which recognises intersectionality and lived experiences as valid components of organizational culture. Shore, Cleveland and Sanchez (2018) argue that organisations need to work on both their representation goals and their organisational atmosphere because real inclusion needs both elements to be fulfilled. 
Gender and ethnicity pay gaps can only be resolved through two essential methods, which include structured job evaluation systems and transparent pay auditing processes. The implementation of blind recruitment processes, which eliminate all candidate identification details from the application process, has produced a 50% rise in interview invitations for underrepresented groups in organisations that test this method (CIPD, 2022). Torrington et al. (2017) explain that organisations need to develop inclusive leadership skills, which enable managers to create team spaces where members feel safe to share their thoughts. Boxall and Purcell (2022) demonstrate that organisations need to include DEI metrics into their performance management systems because this process transforms DEI from a goal into a system of organisational responsibility.

[bookmark: _Toc224314961]4.0 Critical Evaluation of Managerial Implementation
Whilst HR departments design and champion contemporary practices, departmental managers are the indispensable bridge between strategic intent and operational reality. As Ulrich (cited in Armstrong and Taylor, 2020, p.82) argues, "HR value is ultimately co-created through line management behaviour rather than delivered unilaterally through policy." This insight is foundational to understanding why implementation failures are so prevalent: well-designed HR initiatives consistently underperform when managers are insufficiently equipped, incentivised, or accountable. This section critically evaluates how departmental managers at Tesco can ensure urgent implementation across the three areas examined.
Regarding technological advancement, managers must actively model digital engagement, normalising continuous learning as an expectation embedded in team culture rather than an individual discretionary activity. The CIPD (2024) recommends equipping managers with learning coach competencies enabling facilitation of informal on-the-job learning alongside formal L&D provision. However, a significant meta-level challenge persists: Deloitte (2023) found that 54% of managers felt insufficiently equipped to support employees through technological transitions. This demands that HR invest in management capability development as a prerequisite not an afterthought to technology roll-out. Change leadership training must precede system deployment to prevent resistance and disengagement at the team level (Noe et al., 2021).
Department managers possess total control over all aspects of talent acquisition and retention which affects both candidate recruitment experience and employee post-appointment work performance. According to Gallup research which PwC cites in its 2023 report direct line managers account for 70% of employee engagement variations because their behaviour functions as the primary retention factor. The organisation requires its managers to complete training on three essential skills which include conducting strengths-based performance discussions and creating psychological safety environments and recognising signs of employee disengagement. The evidence shows that Tesco has adopted quarterly forward-looking performance reviews because research indicates that ongoing developmental feedback leads to higher employee engagement compared to using annual performance assessments (Noe et al., 2021). Hunt et al. (2018) demonstrates that retention strategies fail to work when managers show favouritism and handle policies in a way which does not establish proper accountability procedures that need 360-degree feedback and retention analysis to function at team level.
Managers must develop active inclusion practices which involve controlling microculture through their work to the exclusion of others while providing equal access to development and sponsorship opportunities between their teams and the stretch assignments (Shore et al., 2018). Tesco's Inclusive Leader Framework, which establishes explicit DEI behavioural standards for managers, represents a progressive structural intervention. This framework only produces meaningful behavioural changes according to CIPD (2023) when organisations establish direct connections between specific outcomes and performance-based consequences. The implementation of DEI metrics which include team demographic information and equity in development opportunities and results from inclusion surveys, will create mandatory accountability through its integration into manager performance assessment and compensation systems which needs to go beyond basic compliance efforts. McKinsey and Company (2020) identify two types of professional development, which include mentoring and active sponsorship. The most effective method for increasing diversity in leadership pipelines, according to McKinsey, involves senior executives publicly supporting underrepresented staff members.
Collectively, these implementation imperatives demand a coordinated architecture across HR strategy, senior leadership visibility, and operational management behaviour. Without systemic alignment across all three levels, even technically sophisticated HR practices risk remaining aspirational rather than genuinely transformative (Boxall and Purcell, 2022). Tesco's competitive position, employer brand, and long-term sustainability are all meaningfully contingent on the quality of this implementation.

[bookmark: _Toc224314962]5.0 Conclusion and Recommendations
In summary, the report assesses three main human resource challenges which Tesco PLC faces through its technological progress and efforts to recruit and retain employees and its work towards building a diverse and equitable workplace. The analysis demonstrates that these challenges are fundamentally interdependent: technological disruption restructures talent requirements, whilst DEI deficits constrain the breadth of talent available to meet those requirements. The solution to these challenges requires integrated HR approaches which organisations need to operate at optimal performance according to (Armstrong and Taylor 2020).
The following evidence-based recommendations are advanced:
1. Embed people analytics into workforce planning, enabling Tesco's HR function to anticipate skills gaps, model turnover risks, and measure the return on learning investment systematically before deficits become operational crises.
1. Formalise the Inclusive Leader Framework by linking DEI metrics including team diversity representation, development equity, and psychological safety scores directly to management KPIs and performance-related pay, converting DEI commitment into structural accountability.
1. Prioritise management capability development specifically change leadership, inclusive leadership, and coaching competencies as an organisational investment that precedes, rather than follows, the implementation of all three HR practice areas.
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