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HR Report: Addressing HR challenges at Tesco


[bookmark: _Toc225692386]Introduction

Human Resource Management plays a vital role in ensuring organisational success, particularly in industries such as retail. Companies like Tesco must navigate challenges related to technological advancements, talent management, and diversity. This report examines these factors, evaluates HR practices, and analyses the role of managers in implementation. 

[bookmark: _Toc225692387]Factors affecting HR

Technological Advancement – One of the most significant challenges facing Tesco’s HR function is adapting to rapid technological change. The increase of AI systems and digital customer platforms has completely changed the way retail stores operate. Tesco has increasingly adopted technologies such as self-checkout systems, data analytics, and online delivery platforms. 

This shift requires employees to be able to have digital skills such as data handling and system management. However, many existing employees may lack these skills which then creates a skill gap. Additionally, continuous technological upgrades means ongoing training and development constantly which increases HR costs and planning for the future. 

More importantly, cyber security awareness and data protection have become increasingly critical due to the increased reliance on digital systems. HR must ensure that employees are trained not only in operational tools but also in compliance with regulations. 
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Tesco operates in a highly competitive labour market, especially in retail and logistics. Recruiting skilled employees, especially for roles which are technical and managerial, is increasingly becoming more and more difficult due to competition from other major retailers and firms. 

Retention is another big issue. High employee turnover, particularly among the front-line staff often leads to increased recruitment and training costs which are unnecessary. Factors contributing to turnover include low job satisfaction, limited career progression, and demanding work environments. 

Additionally, younger employees have different expectations, such as flexible working, purpose driven roles and rapid career development. Failure to meet these expectations usually result in disengagement and wanting to leave the job. 

[bookmark: _Toc225692389]Diversity, Equity, and Inclusion (DEI)

Tesco operates in a very diverse society and serves a wide customer base, making DEI a important priority, ensuring representation across factors such as ethnicity, disability, and socioeconomic backgrounds is very crucial for both ethical and business reasons (Tesco,n.d). 

However, challenges may occur in achieving such reputations especially at senior management levels. There may also be a bias in recruitment and promotion success which happens subconsciously. Ensuring equal. Pay and fair opportunities remains an ongoing concern. 

Additionally, creating an inclusive culture is more complex than simply hiring a diverse workforce. This is because employees must still feel values and supported and failure to achieve this can be very bad for the business as it can lead to reduced morale, discrimination claims and reputational damage. 
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[bookmark: _Toc225692391]Addressing Technological Advancement

Tesco can adopt digital upskilling programmes as a key HR practice. These programmes will help employees transition into more technology focused roles. For example, internal training platforms and e-learning systems allow flexible learning (Hargreaves, 2025). Another practice is the use of HR analytics, as this enables date driven decision making in planning for the future. This improves efficiency quite a lot, but the downside is it requires investment in systems and a skilled HR department. However, while these practices enhance adaptability, they can be costly and time consuming. Additionally, not all employees may be willing or able to adapt to this new technology which limits the effectiveness. 
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Tesco can implement employer branding strategies which are made to attract talent. Promoting a strong organisational culture and career opportunities helps differentiate the company in these competitive markets as not all companies do this.  Flexible working arrangements are another effective practice, especially for attracting younger workers. Hybrid roles, flexible hours, and part time opportunities can all improve the work and life balance which attracts a lot of people (Tesco, 2026). Retention can be improved through career development programmes, including mentoring, training, and internal promotions. These increase employee engagement as well as loyalty. However, the downside is these practices will require consistent implementation and investment. Flexible working may not be practically possible for all retail roles and career progression opportunities can be limited in these hierarchical structures. 

[bookmark: _Toc225692393]DEI Practices

Tesco can adopt blind recruitment processes to reduce the bias when it comes to hiring workers. This makes sure that candidates are assessed purely based on skills rather than personal characteristics. Diversity training programmes can raise awareness and promote more inclusive behaviours. Additionally, setting achievable DEI targets also helps track progress (Page, 2025). Another effective practice is the establishment of employee resource groups. These groups provide support for networks for underrepresented employees. Despite their benefits, these practices may face resistance or be known as not good if not implemented properly and genuinely. Training alone may not eliminate the bias of employees and targets must also be realistic to avoid backlash from the employees. 

While the contemporary HR practices discussed provide practical solutions to help, their effectiveness at Tesco depends heavily on strategic alignment and organisational culture. It is very important to critically assess not only their benefits but also their long-term sustainability. One key practice that can further support technological adaptation is the use of AI in HR processes, particularly in recruitment and workforce planning. AI- driven systems can look at candidates efficiently, predict employee turnover, and identify skill gaps. This allows Tesco to take a better approach on how they employee candidates rather than reacting to problems after they arise. However, the only downside is over relying on AI may reduce the decision making the department often uses. Therefore, while AI improves efficiency, it must be used alongside human judgement to ensure fair practice. 

With regards to DEI, a more advanced approach is including a section for leadership and decision making. Rather than treating DEI as a separate idea, it should be integrated into HR practices, including recruitment, promotion, and performance evaluation. This ensures long-term cultural change. However, this approach requires strong leadership commitment and may take time to actually produce good results. 

Overall, while contemporary HR practices offer significant benefits, their success depends on consistency, employee engagement, and alignment with goals. Without these, even well-designed initiatives may fail to deliver expected outcomes. 

[bookmark: _Toc225692394]Role of Departmental Managers

Departmental managers play a very crucial role in ensuring HR practices are effectively being implemented (Indeed, 2025). While HR do set policies, it’s up to the managers for being responsible for execution at the operational level of the store. Firstly, managers must lead by example as they are a crucial role model to all employees. For instance, embracing digital tools themselves encourages employees to also adapt new technologies. Without managerial support, technological initiatives are very unlikely to succeed. Secondly, managers must ensure there is continuous communication. Clearly explaining the purpose and benefits of HR initiatives like training programmes for example helps reduce resistance and employees are far more likely to engage in these programmes when they understand the value of them. Thirly, managers should actively monitor performance of all employees as well as provide feedback to ensure they improve. For example, tracking employee management, turnover rates, and training outcomes ensures that the HR practices are effective. Regular feedback sessions also help identify any issues early on and can be fixed immediately. However, challenges arise due time constrains and the lack of training among managers. Many managers may not have the necessary skills to implement HR strategies effectively. Therefore, the organisations much provide leadership development programmes to ensure the managers have the necessary skills to implement these HR strategies effectively. Additionally, there may be inconsistencies in implementation across departments as some managers may prioritise the HR practices whereas others may neglect them simply due to operational pressures. This can severely undermine organisational objectives. To address this, organisations should introduce accountability mechanisms, such as linking managerial performance evaluations to HR outcomes. Finally fostering an inclusive team culture is very essential as managers must ensure that all employees feel respected and valued. This includes addressing conflicts, preventing discrimination, and promoting collaboration. 

One critical responsibility of managers is changing management. As Tesco continues to adopt new technologies and HR practices, employees may resist change due to fear of job loss or uncertainty (CIPD, 2025). Managers must address this by providing reassurance, training, and clear communication. This involves not only explaining what is changing but also why it is necessary for the company. However, many managers may lack formal training in managing change, which can result in poor implementation. 

Another key aspect is how managers are better able to understand employee’s concerns, resolve conflicts, and build trust within teams, if they know how to handle emotions and be smart with it (CIPD, 2024). This is particularly important in diverse workplaces where individuals may have different expectations and experiences. Without strong skills, managers may struggle to create an inclusive environment, limiting the effectiveness of DEI practices. Managers must also ensure fair and unbiased decision-making, particularly in recruitment, promotions, and performance evaluations. Even with policies in place, bias may still influence decisions at the managerial level subconsciously. Regular training and monitoring are therefore essential to ensure fairness and consistency across departments. 

Furthermore, the use of data-driven management is becoming increasingly important. Managers should utilise their analytics to track key performance indicators such as employee turnover, and engagement levels (Tesco, nd). This allows them to identify trends and take action quickly. However, over relying on data without considering human factors may also lead to ineffective decisions, which shows the need for a balanced approach using both data and human decisions. Another challenge is the pressure of operational targets. In a retail environment, managers are often focused on meeting sales and productivity goals. This can result in HR practices being one of the least of priorities. For example, training sessions may be delayed and often overlooked during busy periods. To overcome this, organisations must ensure that HR responsibilities are integrated into performance. 

Finally, managers play a key role in building organisational culture. A positive workplace encourages employee engagement, reduces turnover, while still improving overall performance. Managers must actively promote values such as respect and collaboration through daily interactions with employees. 

In conclusion, while HR departments design policies, it is ultimately the responsibility of managers to bring them to life. Their ability to lead communicate and adapt determining whether HR practices succeed or fail in practice. 
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In conclusion, Tesco faces significant HR challenges driven by technological change, competitive labour markets, and the need for inclusive workplaces. While contemporary HR practices provide effective solutions, all their success depends on proper implementation and managerial support. 
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