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[bookmark: _Toc226741627]Introduction
The business world nowadays is dynamic and organisations are being faced with the pressure of technological development, evolving demands of the workforce, and the significance of diversity and inclusion. Human Resource Management (HRM) plays a very significant role in management of these challenges as it assists in aligning the capabilities of employees with the organisational goals (Stewart and Brown, 2019). An example of this that would examine how HR functions would respond to such issues would be Tesco PLC, one of the leading UK-based retailers. The organisation must be consistently ready to digital transformation, recruit and retain talents as well as promoting the practise of inclusiveness at the workplace. Appropriate HR strategies also help to enhance the functioning of the operations and the well-being of the employees and their engagement (Guest, 2017). This report identifies Tesco through major human resource challenges that the organisation has faced, modern human resource practises and a detailed discussion of the role that managers play in ensuring that implementation of the new practises is effective.
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Technological advancement is one of the largest issues that Tesco has had to contend with. The use of digital applications, automation and data systems has altered the manner in which organisations are operated. One of the solutions to these changes has become digital HRM, which enables organisations to optimise the processes and efficiency (Strohmeier, 2020).
However, skills gaps in the workforce are also brought about through technological change. The employees of Tesco could also lack the competencies needed to integrate into new systems, which would reduce the productivity and change resistance. Research focuses on highlighting that two aspects influence the digital revolution in HR: technological skills and individual readiness (Bansal et al., 2023).
The implementation of self-service technologies, online shops, and data analytics in the environment of Tesco requires the development of digital skills within the staff. HR departments therefore must be worried about reskilling and upskilling programmes. In addition to this, digital HR systems can be more efficient, but they have to be continuously adjusted to ensure efficiency (Mahmoud et al., 2025).
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The attraction and retention of talent has been a major challenge within the UK retail. Employees of Tesco have started to show more interest in meaningful work, career development and work-life balance. The practises of the HRM must therefore meet organisational needs and needs of employees. According to Armstrong and Taylor (2023), having a competitive workforce implies that effective HR strategies entail a combination of recruitment, development and retention.
It is particularly critical in the retention since high turnover leads to extra expenses and squandering of organisational wisdom. Employee welfare is also one of the main factors that play a role in retention as satisfied employees would be more dedicated to Tesco (Guest, 2017).
Tesco also needs to compete in acquiring talented workers in such areas as technology and logistics. This creates the need to adopt strategic talent management practises by organisations. The quality of the structured HR practises has been demonstrated by the high-performance work systems that can improve the results of the employees and the organisational performance (Shin and Konrad, 2017).
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Diversity, Equity, and Inclusion (DEI) is one of the issues of primary concern to organisations. Equal opportunities should be offered by HRM of Tesco  and inclusion cultures in the workplace of Tesco should be promoted. Diversity-oriented HR practises enhance organisational innovation and employee satisfaction (Meena and Vanka, 2017).
The DEI process is however complex. It goes beyond policies, change of culture and commitment of leadership. The issue of bias, inequality, and representation should be addressed by Tesco. Inclusive HR practises play a significant role in creating a sense of belonging among the employees (Ayoko & Fujimoto, 2023).
Since Tesco is a large employer, it must ensure that the society is diverse in terms of workforce, and at the same time provide fairness. Digitalisation also influences DEI because information-driven decision-making and the utilisation of technological applications may support inclusive HR practises (Walkowiak, 2024). Moreover, diversity management also results in the organisational effectiveness of Tesco of the improved decision making and the innovation process (Ezeugwu et al., 2020).
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In a bid to cope with technological problems, Tesco has been adopting digital HR and HR analytics to enhance efficiency of the organisation. The tools provide an opportunity to make evidence-based decisions since it provides information about workforce trends, employee performance, and skills gaps. Precisely, HR analytics will enable an organisation to predict the future demand of workforce and create learning programmes that are tailored to specific initiatives (Marler and Boudreau, 2017). This will allow Tesco to respond appropriately depending on the dynamic business requirements.
In addition, the automation of the processes of recruitment, onboarding, and performance management makes the digital HRM of Tesco more efficient. This will save on the administrative efforts and allow the HR professionals to be strategic. However, organisational culture and readiness of employees to work with new technologies is a major determinant of the success of such systems. Digital tools may not be utilised appropriately in the absence of a proper interaction. The HR implementation of the technology also needs to be constantly reviewed to ensure that it is in line with the organisational objectives of Tesco and the ethical considerations (Bondarouk and Brewster, 2016).
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Employee engagement is among the core issues that Tesco should not ignore in relation to retention and organisational performance. The company makes use of the performance management systems, flexible working arrangements and recognition programmes to enhance employee satisfaction. There are close relations between these practises and improved well-being and productivity, which makes HRM strategic (Guest, 2017).
Specifically, flexible work arrangements have been brought to the modern workplace as it has led to work-life balance and reduced turnover intentions. They should though be done with care and proper planning to avoid any inconveniences in the running of the business especially in a retail environment where staffing is one of the most important considerations. Flexibility, which is not properly managed, may impact negatively on service delivery.
Leadership is also comprised of employee engagement of Tesco. It is the role of the managers to make the working environment conducive in which the workers are expected to feel valued and worthy. The HR practises are then oriented to development of managerial skills of communication and leadership. This depicts the two-fold nature of HRM, in which it is a strategic planning and operational management (Stewart and Brown, 2019).
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Inclusive HR practises can only promote Diversity, Equity, and Inclusion in Tesco. The organisation practises diversity training, non-discriminatory practises in recruitment and employee support programme to limit prejudice and endorse equity. These practises will aid in bringing a more inclusive workplace, which will result in increased employee satisfaction and reputation of Tesco.
However, diversity programmes must not just be compliance based, but must generate substantial outcomes. DEI should be part and parcel of the organisational culture and strategy of Tesco. The research states that the sense of belonging is essential in the success of the inclusion processes (Ayoko and Fujimoto, 2023). That is the only manner in which diversity programmes can be deeper than the surface.
Moreover, inclusive HR practises are encouraged by digital transformation because Tesco have the means to gauge diversity indicators and increase transparency. The HR departments can use new digital technologies to monitor the progress and indicate what can be improved. The internet capability of the employees and the whole organisation is also a conditional success of such programmes (Zervas and Triantari, 2025).
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In organisations such as Tesco, the departmental managers are uncompromising in ensuring that HR practises are well implemented. In day-to-day operations, it is the responsibility of the HR departments to develop policies and strategies although managers are expected to employ such practises (Bondarouk & Brewster, 2016). Notably, they are important in the technological change process, staff engagement, and Diversity, Equity, and Inclusion (DEI).
Firstly, managers of Tesco are key players of transition and revolution in technology. They are to help the employees with their adaptation to new systems and digital tools. This includes provision of directions, trainings and continuous guidance to overcome resistance to change. In that, digital HRM practises require the employees to acquire new skills, and managers must ensure that such transitions are successful, in such a situation (Strohmeier, 2020). The managers of Tesco should be involved in technological efforts so that they can deliver desired results.
Second, the contribution of the managers of Tesco towards engagement and retention of the employees is enormous. The type of leadership they employ directly influences the motivation of their employees, their attitude of satisfaction and their well-being in general. Without effective management the failure of proper management could lead to disengagement and turnover and commitment and productivity are the outcomes of good leadership. The HRM frameworks emphasise how the adequate use of people management strategies must be based on the managerial capacity and consistency (Armstrong and Taylor, 2023). Therefore, organisations ought to ensure that the managers possess the necessary competence of leadership.
In addition, the managers of Tesco are entrusted with the role of bringing on board the HR policies. There exists the lack of congruence between planned HR strategies and reality. This gap can be brought about due to their lack of knowledge, their lack of consistency of usage or organisational restrictions. Legge (2014) points to the fact that as long as HR practises are not applied on the operational level, they cannot be effective. The managers of Tesco will therefore have to complete the alignment of the organisational goals and the employee practises.
In addition, the managers are the ones who assist in facilitating DEI in the workplace. They are involved in the provision of equal treatment, discrimination, and the inclusive culture. Diversity-focused HR practises should involve managers in the creation of a sense of belonging in the workers (Meena and Vanka, 2017). Without this, inclusion activities may turn out to be futile and ineffective.
And finally, accountability and performance monitoring should exist. They ought to gauge the managers through their ability to execute HR practises and actualisation of organisational outputs. This may be supported by data-driven HR practises that will give the insights into the performance and engagement rates (Marler and Boudreau, 2017). To add to this, organisational culture of Tesco also dictates the effectiveness of managers applying HR practises, thus the need to align the strategy to the culture. 


[bookmark: _Toc226741637]Conclusion and Recommendations
In conclusion, Tesco is likely to face serious HR challenges related to technological advances, talent management, and diversity and inclusion. To overcome these issues, there is a need to use the contemporary HR activity and high managerial involvement. When successfully adopted, digital HR employee engagement and non-discriminatory policies can be leveraged to improve the performance of organisations. They are however successful in their leadership and implementation in a consistency throughout the departments. To enhance its digital capabilities, Tesco can be recommended to implement consistent employee training, strengthen retention efforts, and institutionalise DEI in its organisational culture. Also, leadership development programmes should be highlighted on with the view that managers of Tesco would undertake HR practises. Overall, a strategy and a combination approach to HR is a must when it comes to sustainable business performance and long-term organisational success.
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