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Introduction
Human resource management (HRM) has become this kind of strategic management; not just filling jobs but helping organisations to achieve sustainable competitive advantage through human resource management. Labor shortages, demographic shifts and an increased expectation of diversity, equity and inclusion (DEI), are all causing a genuine issue in today's business landscape, particularly due to the rapid changes in technology. Employees' morale, productivity and long-term sustainability are directly impacted by those issues, as well as organisational performance (Armstrong and Taylor, 2023). 
Tesco PLC, the largest supermarket retailer in UKs, with its stores and DCs has indirect and direct employment of 300,000 or more employees. The business operates at a crowded retail sector, which is becoming increasingly digital and customer-driven, pressure on the labour market and a greater push for workplace equality feel like digital transformations (Tesco, 2025). 
This report examines three of the HR issues currently facing HR in Tesco: Technological progress, Talent acquisition + retention, Diversity, Equity, and Inclusion (DEI). It provides an overview of the impact of each area on the organisation's performance, employee engagement and sustainability.
 
1. Explanation of Key Factors
 
Evolution and adaptation to the new technologies.
 
Digital transformation has distinctly recharged and changed the retail landscape. The introduction of new technologies, such as artificial intelligence (AI), automation, electronic point-of-sale systems, predictive employee force analytics, robotics and cloud-based HR platforms, have not only helped make workplaces more efficient but have also affected the roles and responsibilities of employees (Stone et al., 2020). The technological advancement angle for Tesco is not just in the context of technologies that can be used to serve customers, such as self-service checkouts and online grocery services. 
Though technological innovation can increase productivity and operational efficiencies, it also has several HR challenges associated with it. Ongoing training is often needed and not just for a single platform and technology; one of its applications is to develop the digital proficiencies that people need. However, if learning opportunities do not happen at the right time, it can reinforce the barriers to change, challenge employees' confidence and have a detrimental impact on organisational performance, (CIPD, 2024).
Furthermore, tech transformation changes the common occupations. Automation reduces a ton of tedious and administrative tasks and emphasises the importance of analytical thinking, good customer support, and more effective problem solving. This means that HR professionals must be involved in today's workforce planning that really works – and assists them to shift into these transforming roles, rather than face the danger of redundancy or job insecurity (Bratton & Gold, 2022).
Employee engagement is not particularly unrelated with implementation of technology, either. When employees are properly trained and communicated well, and have consistent managerial support, they exhibit greater acceptance of tech change. However, when it is poorly implemented it can lead people into a state of limbo, stress and organisational disengagement (Kotter, 2012). 
The key to organisational sustainability is in the long term is to balance technological progress with that of the employees. Investing in new systems and labour at the same time would have a greater probability to develop a sustainable competitive advantage as staff members would be able to adapt when organisational changes come later (Boxall and Purcell, 2022).
 
Talent Acquisition & Retention
 
Not only has the UK labour market got more competitive since Brexit, but there have also been changes in population and a persistent lack of skills. Whilst attracting individuals to work in the sector, a considerable challenge is also retaining experienced staff who can provide a consistent and quality customer experience. (CIPD, 2025)
Recruitment for Tesco is a process that includes a range of positions such as retail associate, logistics staff, and warehouse operatives, as well as managers and even IT professionals - and digital professionals. Meanwhile, the number of competing players like other retailers, logistics companies and internet firms continues to increase and this makes it more crucial to craft appealing employer brand strategies, which can attract talented individuals (Backhaus and Tikoo, 2004).
Retention is an organisational issue that is equally as important as is potentially the second pilot. When employee turnover is high you have increased costs in attraction, onboarding expenses, needed training, and decreased service quality and continuity (Hom et al., 2017). 
Employee engagement is another key factor contributing to retention. Kahn (1990) supposes that the more involved an employee is, the better he or she will perform, the higher employees focus on the job, and the more loyal he or she will be in the organization. 


Diversity, Equity and Inclusion (DEI)
 
Today, diversity, equity and inclusion are big business strategic goals for organisations. A difference among people employed (such as gender and ethnicity, disability, age, religion and sexual orientation). Equity ensures access to opportunities and fair treatment for all, and inclusion involves creating a work environment where all staff feel valued and respected and can play their part to the fullest (Shore et al., 2018).
For Tesco, a diverse workforce is not only good practice ethically and business-sense driven, but also about commercial necessity. Where it is cross-cultural, the company must feel the employees who know various requirements of customers; likewise, the views and differences. Study after study demonstrates the benefits that diversity brings, including to innovation, to decision-making, to more robust organisational performance, as the variety of experiences provides a broader perspective when a team is addressing a business challenge (Roberson, 2019).
Perceptions of fairness and inclusion are quite an important factor affecting employee engagement - not just the formal bit that is. Organisations that make well-balanced decisions tend to produce more inclined employees to trust the firm, be more motivated and have longer stay rates at their workplace (Colquitt et al., 2013). That is why inclusive leadership is important, particularly for departmental managers who are expected to create psychologically safe workplaces where workers are encouraged to share their thoughts, questions or concerns.
A variety of measures are already in place at Tesco. They foster diversity networks and inclusive leadership programmes and have gender equality and disability support policies that seek to boost representation throughout the company (Tesco, 2025). Not only do these enable compliance with the Equality Act 2010, but they will also make for a more confident organisation culture and enhance the employer's profile.
In a sustainability context, DEI can contribute to sustainable business success by improving employee wellbeing, employer brands and providing organisational resilience an additional boost. (Shore et al., 2018).

2. Evaluation of Contemporary HR Practices

To address this pressure received from technological advances, talent acquisition and preservation alongside diversity equity and inclusion, Tesco must evolve in more modern HR practices. That should link back to the bigger organisational level, rather than just be part of the process of people management. Modern HRM prioritizes activities such as data-driven decision-making, employee experience, HR technology and inclusive leadership as opposed to the typical HR activities of administration and job filling (Armstrong and Taylor, 2023). 
 
Digital HR systems and workforce analytics
 
Digital HR systems have revolutionized the recruitment, training and day to day-hide-and-tide of employees in many businesses. Tools such as Human Resource Information Systems (HRIS), artificial intelligence, workforce analytics, and cloud-based learning tools help HR teams draw conclusions from evidence regarding workforce planning, recruitment and even growth programmes (Stone et al., 2020).
Tesco has invested a significant amount in digital technologies which allow online systems for recruiting, electronic information schedules and digital learning and training programmes, to increase the operational efficiency and make information easier to access for staff (Tesco, 2025). Workforce analytics lets managers keep an eye on absenteeism, turnover rates, productivity and employee engagement, so they can spot early workforce problems, before they grow into major organisational issues.
One of the main benefits of digital HR systems is that they enable more effective decision making. HR can rely on real time workforce data for predicting staffing requirements, pinpointing skills gaps and whether training had a positive impact. This helps with more efficient resource allocation and backs longer term workforce planning (Marler and Boudreau, 2017).
But digital HR systems also have their drawbacks. Heavy use of AI-powered recruitment tools that might reflect or exacerbate existing biases, if incorporated with historic recruitment data. Additionally, staff may feel that their privacy is being invaded and fear constant monitoring, potentially leading to a lack of trust in management if monitoring is not transparent enough (CIPD, 2024). 
 
Employer branding and strategic workforce planning
 
Employer branding has become even more crucial in the competitive labour market these days. Maintaining a strong employer brand enhances your reputation as an organisation and the opportunities for employment, career progression and your organisational values (Backhaus and Tikoo, 2004).
Tesco is good at positioning itself as a company that offers employment opportunities, wellbeing programmes, flexible working, career progression and apprenticeship opportunities. These practices can aid in recruiting, because jobseekers are not just after a quick paycheck, they are also seeking career progression, or what are commonly called walking up the pavement. (Armstrong and Taylor, 2023).
With those benefits aside, retention challenges cannot be solved solely by means of employer branding if employees' workloads are excessive, possibilities for upward development are restricted, or management is inconsistent. Similarly, the successful planning of the workforce requires accurate assessments of the labour market, and this becomes more difficult in a period of economic uncertainty and during rapid technological change (Bratton and Gold, 2022). 
 
Employee engagement, retention and inclusive HR Practices
 
Then there is another HR practice in the spotlight right now that contributes to higher organisational performance, namely, “employee engagement.” Recognition programmes, wellbeing provision and ongoing learning opportunities, as well as feedback on performance, are popular engagement activities, along with flexible working arrangements. There has been research, upon research, indicating that when employees are engaged, they are more likely to be productive, to feel committed to their organisations and even to not intend to quit (Kahn, 1990).
In their staff wellbeing initiatives, Tesco has extended its employee wellbeing programmes and mental health support, developed internal promotion and leadership programmes to enhance employee satisfaction and retention and facilitated related opportunities for staff (Tesco, 2025). This not only contributes to the development of organisational commitment but can also reduce recruitment costs related to employee turnover, in practice.
The departmental managers play a crucial role on the successful implementation of existing HR practices. Even though the HR are the one who implement it policies of the organisation, the managers still have a great influence on the day-to-day employee experience via their leadership style, communication, mentoring and performance management (Purcell and Hutchinson, 2007). As a result, good management is essential if Tesco is to reap the benefits that are associated with technological progress and managing talent and DEI.
The first actual requirement is that of leadership accountability; it matters a ton. Managers should show organisational values, back up continuous learning and make sure employees get the right training when there is technological change. Transformational leadership advocates for employee's willingness to take up innovation by communicating a clear vision for the organisation and challenging employees to develop new competencies (Bass and Riggio, 2006). 
When HR is being implemented communication is of equal importance. Quick, clear and two-way communication for employees is needed about new technology and changing organisational objectives and workplace rules and procedures. Effective communication can reduce ambiguity, increase employee buy-in and establish a higher level of confidence to engage in the process of change in an organisation (Kotter 2012). 
Monitoring and tracking of overall performance is also crucial. Workforce analytics is one-way managers can regularly measure recruitment outcomes, employee engagement scores, staff turnover, diversity measures, and learning effectiveness. Continuous observation is a tool for identifying problems with implementation early and concurrently aids with evidence-based improvement (Marler and Boudreau, 2017).
However, as much as may be disliked, it is organisational culture that is the real key to implementation success. A strong inclusive culture is more likely to have characteristics that enable teamwork, psychological safety and employee engagement, where individuals can share ideas and are not afraid of punishment or discrimination for their ideas (Edmondson, 2019). Managers need to actively thwart discriminatory behaviours and promote fair access and opportunities; they also need to maintain the inclusive organisational values daily as part of their organizational leadership rather than relying on the formal HR policies (CIPD 2025).
 
Conclusion and Recommendations
 
Tesco is in a retail sector that moves at a rapid pace, and technological advancement, talent management, along with diversity are leading strategic priorities. Systems like digital HR tools, more strategic workforce planning, recruitment that is truly inclusive and employee engagement drives work well in today's HR world to deal with these issues. However, results will rely on how well managers do the job on a regular basis, supported by strong leadership, clear communication, constant performance tracking and a supportive culture – all of which need to be sustained.
Consequently, Tesco needs to continuously invest on digital skills development, building up evidence-based workforce analytics under ethical oversight, and enhancing leadership development programme on inclusive management to support future HR performance. Simultaneously involve staff more heavily in the process of organisational change, as this helps to alleviate change over and opposition.
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