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INTRODUCCTION

Tesco is one of the largest retail organisations in the UK, employing a considerable workforce in supermarkets, distribution centres, and online operations across the UK’s major retail networks. As a business that is customer-focused, Tesco relies on its employees to ensure they perform a reliable service (including in-store services and product delivery services) and its very competitive edge in a rapidly changing market.
Store assistants and customer service staff are key roles that ensure seamless operations to maintain normal operating, as well as to fulfil customer expectations. This report builds upon a preliminary analysis of recruitment, job roles and training approaches mentioned in Component 1 addressing the Human Resource (HR) challenges that Tesco faces today.
In the following, the paper takes on the problems of technological advancement and talent sourcing, as well as the increasing significance of diversity, equity, and inclusion (DEI) in the workplace. Moreover, the report explores current HR behaviours that Tesco can implement to address these challenges.
It also critically considers the function of departmental managers to ensure the necessary implementation of such practices. So, to sum up the report brings to our attention the necessity of closely matching HR strategies with organisational objectives to ensure both sustained performance and satisfied employees over the long-term.














1. Factors affecting HR at Tesco

Several internal and external factors can influence the effectiveness of HR practices within an organisation such as Tesco. These factors directly affect how HR strategies are designed, implemented, and evaluated, and therefore play a crucial role in determining organisational success.
One of the most significant factors is technological advancement. As discussed earlier, the rapid development of digital systems requires employees to continuously update their skills. This increases the demand for ongoing training and development, placing pressure on HR departments to provide effective learning opportunities. At the same time, the use of technology in recruitment and performance management improves efficiency but also introduces challenges such as data management, digital literacy, and the need for continuous system updates.
Another key factor is labour market conditions. In a competitive retail environment, organisations like Tesco face challenges in attracting and retaining skilled employees. Factors such as low pay, high workloads, and limited career progression can reduce job attractiveness. As a result, HR must implement strategies such as employer branding, flexible working, and career development opportunities to remain competitive and appeal to potential candidates.
Organisational culture is also a major influencing factor. A positive and inclusive culture can significantly enhance employee engagement, satisfaction, and retention. This links closely to the importance of diversity, equity, and inclusion (DEI), as organisations that promote fairness and respect are more likely to maintain a motivated workforce. However, if organisational culture is weak or inconsistent, HR initiatives such as DEI policies or engagement programmes may not be fully effective. Managers play a key role in shaping and reinforcing this culture through their daily interactions with employees.
Economic conditions further influence HR practices. In times of economic uncertainty, organisations may face financial constraints, which can limit investment in training, recruitment, and employee benefits. This can negatively impact employee development and satisfaction, making it more difficult for organisations to retain talent and maintain performance levels.
Legal and regulatory requirements are another important factor. Organisations must comply with employment laws related to equality, health and safety, working hours, and discrimination. These regulations ensure that HR practices are fair and legally compliant, but they can also restrict flexibility in how organisations manage their workforce.
Additionally, managerial capability and leadership style have a significant impact on HR effectiveness. As previously discussed, managers are responsible for implementing HR practices at an operational level. If managers lack training, motivation, or support, the effectiveness of HR strategies may be reduced. Therefore, HR departments must provide appropriate guidance, training, and resources to ensure consistent implementation across the organisation.
Finally, employee attitudes and engagement levels also influence HR outcomes. Even the most well-designed HR practices will be ineffective if employees are not engaged or motivated to participate. This highlights the importance of communication, feedback, and involvement in decision-making processes.
Overall, these factors demonstrate that HR practices are shaped by a combination of technological, economic, organisational, and human influences. Tesco must carefully consider and respond to these factors to implement effective HR strategies, support employees, and achieve long-term organisational success. 
















2. Evaluation of Contemporary HR Practices

Contemporary HR practices play a significant role in helping organisations like Tesco respond to modern workplace challenges. These approaches, including blended learning, employer branding, employee engagement, and diversity and inclusion initiatives, are designed to improve both organisational performance and employee experience. However, while these practices offer clear benefits, their effectiveness depends on how well they are implemented and sustained over time.
One key strength of contemporary HR practices is their ability to address current business needs in a flexible and innovative way. For example, digital training and blended learning enable employees to develop new skills in line with technological advancements. This helps close skills gaps and ensures that employees remain competent in a rapidly changing environment. Similarly, strong employer branding can help organisations attract a wider pool of candidates, particularly in a competitive labour market such as retail.
Employee engagement strategies also contribute positively by increasing motivation, job satisfaction, and retention. When employees feel valued and supported, they are more likely to remain committed to the organisation and perform at a higher level. In addition, diversity, equity, and inclusion (DEI) practices promote fairness and equality within the workplace, which can lead to improved teamwork, innovation, and organisational culture.
However, there are also limitations to contemporary HR practices. One major issue is that many of these approaches require significant investment in terms of time, resources, and financial cost. For instance, implementing effective training programmes or developing strong employer branding strategies may be challenging, particularly for large organisations with multiple locations.
Another limitation is that the success of these practices depends heavily on management commitment and employee engagement. If managers do not consistently apply HR policies, or if employees do not actively participate in training and development initiatives, the overall impact may be reduced. This highlights the importance of strong leadership and clear communication throughout the organisation.
Additionally, there is a risk that HR practices may become ineffective if they are not aligned with organisational culture and values. For example, if DEI policies are introduced but not genuinely embedded into everyday practices, employees may perceive them as superficial, which can reduce trust and engagement.
Overall, contemporary HR practices are highly valuable in addressing modern organisational challenges. However, their success is not guaranteed and depends on effective implementation, ongoing evaluation, and strong alignment with organisational goals and culture.
Furthermore, organisations such as Tesco must recognise that contemporary HR practices require continuous monitoring and adaptation in order to remain effective. The business environment is constantly evolving, particularly due to technological advancements and changing workforce expectations. Therefore, HR strategies must be regularly reviewed and updated to ensure they continue to meet organisational needs.
In addition, the role of managers remains critical in ensuring the success of these practices, as they are responsible for implementing HR strategies at an operational level. Without their commitment and proper training, even the most well-designed HR initiatives may fail to achieve their intended outcomes.
Ultimately, the long-term success of contemporary HR practices depends on a combination of strategic planning, effective leadership, and a strong organisational culture that supports continuous improvement and employee development.














3. Critical Evaluation of Managerial Role

Managers play a crucial role in translating HR strategies into practical outcomes within Tesco. While HR departments are responsible for designing policies and frameworks, managers are responsible for implementing these policies in day-to-day operations. This makes their role both essential and complex, as they must balance operational demands with people management responsibilities.
One of the main challenges is the limited prioritisation of HR activities. In a fast-paced retail environment, managers often focus heavily on operational tasks such as achieving sales targets, managing staff schedules, and ensuring customer satisfaction. As a result, important HR initiatives such as employee training, development programmes, and performance management may be overlooked or delayed. This can reduce the overall effectiveness of HR strategies and limit both short-term and long-term organisational benefits.
Another key issue is inconsistency in the application of HR policies. Different managers may interpret guidelines in different ways, leading to variations in how employees are treated across departments or stores. This lack of consistency can create confusion among staff, reduce trust in management, and negatively impact employee morale. To address this, it is important that Tesco implements clear procedures, standardised policies, and effective monitoring systems to ensure fairness and consistency.
Communication is also a vital aspect of a manager’s role. Managers act as a bridge between HR and employees, meaning they are responsible for clearly communicating expectations, policies, and organisational goals. They must also be able to listen to employee feedback and respond appropriately. Poor communication can lead to misunderstandings, decreased motivation, and lower levels of performance. Therefore, strong communication skills are essential for effective management and team coordination.
In addition, managers play an important role in promoting diversity, equity, and inclusion (DEI) within the workplace. They are responsible for creating an environment where all employees feel respected, valued, and included. However, unconscious bias, lack of awareness, and insufficient training may limit their ability to fully support DEI initiatives. This highlights the importance of regular training, ongoing development, and strong support from HR departments to ensure inclusive practices are consistently applied.
Furthermore, managers often face significant challenges such as time pressure, high workloads, and competing priorities. These constraints can limit the amount of time and attention they are able to dedicate to HR-related responsibilities. As a result, HR departments must provide adequate support, resources, and training to help managers carry out their roles effectively and confidently.
In conclusion, managers are central to the successful implementation of HR practices at Tesco, as they are responsible for bringing policies to life within the workplace. However, challenges such as limited time, inconsistent implementation, and communication barriers must be addressed to ensure that HR strategies are applied effectively and consistently across the organisation.
Moreover, the relationship between HR departments and managers is essential for ensuring the success of HR practices. A strong partnership allows for better alignment between strategic objectives and operational execution. HR departments must therefore not only design policies but also actively support managers through training, guidance, and accessible resources.
In addition, providing managers with leadership development opportunities can significantly improve their ability to handle HR responsibilities. This includes improving their decision-making, communication, and people management skills, which are critical for maintaining a positive and productive work environment.
Ultimately, the effectiveness of HR practices at Tesco depends on how well managers are equipped and supported to implement them. When managers are given the right tools and training, they can play a key role in driving employee engagement, improving performance, and ensuring the successful delivery of HR strategies across the organisation.








































4. Conclusion and Recommendations


In conclusion, Tesco is confronted with a range of significant HR challenges, including rapid technological advancement, difficulties in attracting and retaining skilled employees, and the growing importance of diversity, equity, and inclusion. These challenges reflect wider developments within the retail industry and require carefully planned and effectively implemented HR strategies.
Modern HR practices such as blended learning, employer branding, employee engagement initiatives, and inclusive policies offer practical solutions to these issues. However, their effectiveness relies on consistent application, active employee participation, and strong support from management.
It is recommended that Tesco invests in ongoing training programmes to keep up with technological developments, enhances its employer brand to attract and retain high-quality talent, and fosters an inclusive workplace culture through well-structured DEI strategies. In addition, managers should receive continuous training to ensure that HR practices are applied consistently and effectively across the organisation.
By proactively addressing these challenges, Tesco can increase employee satisfaction, improve overall organisational performance, and sustain its competitive advantage within the UK retail sector.
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