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[bookmark: _Toc216041960]Executive Summary
The present report examines the current human resource management (HRM) practises in Tesco with the role of an HR assistant as its subject. It discusses the influence of societal changes, technology and flexible working arrangements on employee engagement, diversity and learning and development. The report assesses HR practises through some of the applicable theories such as Employee Engagement Theory, Motivation-Hygiene Theory, and Hierarchy of Needs as developed by Kahn, Herzberg, and Maslow respectively. It also critically talks how these practises can be implemented urgently by departmental managers through leading by example and communication enhancement. The report concludes that implementing these strategies improves staff motivation, skills, inclusivity, and overall organisational performance, as far as Tesco is able to adapt successfully to contemporary HR challenges.
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HR Practices at Tesco: Engagement, Inclusivity, and Development

[bookmark: _Toc216041961]Introduction
Tesco is a big retail organisation in the United Kingdom which has thousands of stores and it employs thousands of employees in various locations (Tursunbayeva, 2024). Working as an HR assistant in Tesco, my work is directed at assisting recruitment, employee engagement, and staff wellbeing with reference to the company policies. This report will undertake an analysis of modern human resource management (HRM) trends and their effects on Tesco. In particular, it will discuss such aspects of HR practises as societal changes, trends in technology, and flexible working that impact it. In addition, the report will assess how HR practises such as employee engagement, motivation, and diversity can help resolve such factors. Lastly, it will critically address the ways departmental managers can apply such practises to improve organisational performance (Amri, 2024; Stacho et al., 2024).

[bookmark: _Toc216041962]Specific Factors Influencing HRM in Tesco
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Figure: Factors Influencing HRM in Tesco; SOURCE: (Stacho et al., 2024)

[bookmark: _Toc216041963]Societal Changes
Education and literacy levels are some of the changes in society that have a profound effect on Tesco workforce management. The increased literacy and education of the employees will enable the company to train workers more effectively and introduce new technologies much faster and enhance the overall productivity (Groenewald et al., 2024). To illustrate this point, more educated employees are able to comprehend company policies, health and safety techniques, and digital devices more efficiently, minimising mistakes and elevating the quality of services (Skypalova et al., 2024). The other societal change is the cultural change that is caused by globalisation. Tesco operates in a multicultural environment, meaning that the employees have to learn and adjust to other cultures and customer demands (Jayasinghe et al., 2024). The cultural diversity also influences the teamwork and the HR has to encourage inclusivity and understanding among employees. By addressing these forces in society, Tesco can continue to have a competent, well-motivated, and culturally aware workforce, which enhances customer satisfaction, and efficiency of operation in the end (Engidaw et al., 2025).

[bookmark: _Toc216041964]Technological Trends 
The HR practises in Tesco have been changed by the technological changes. The adoption of artificial intelligence (AI) and automation in employee management and recruitment is one of the trends. AI assists in screening the candidates effectively, analysing the performance data, and decreasing the amount of administrative work (Basnet, 2024; Prasad et al., 2024). Nonetheless, the high rate of technology adoption may cause skills gaps because some workers might not be able to master new software or online tools, and the HR should conduct regular training (O'Brien et al., 2025). Cybersecurity and biometric authentication is another significant technological trend. To ensure information security because sensitive data about employees and customers is vital to curb information theft, Tesco employs secure systems that guard against information breaches and ensure trust (Gupta, 2024; Roul et al., 2024). The effects of these technological trends in HR are that they alter the recruitment, performance monitoring, and staff training. Making sure that the employees feel at ease with new technology is critical to its easy operations and protection of sensitive data.

[bookmark: _Toc216041965]Flexible Working Arrangements
Flexible working is an issue that has gained importance in Tesco. Retail is a typical place to work part-time, which means that students, parents, and other workers could combine their personal activities with work (Munyeka, 2024). Flexible scheduling will help Tesco to have adequate personnel at peak times and enhance employee satisfaction and retention (Idrus et al., 2024). The other scheme is the shift work like early morning (7 am-3 pm) or late evening (3 pm-11 pm) shifts. This will guarantee that the stores will be efficient during the day and satisfy customer demand (Tursunbayeva, 2024; Amri, 2024). HR should pay a lot of attention to planning shifts to avoid fatigue of the employees and their morale. Remote tasks such as administrative work are also supported by flexible working to enhance productivity of non-store jobs. In general, the flexible arrangements not only increase efficiency in the operations of Tesco but also ensure that employees have the balance between work and life.

[bookmark: _Toc216041966]Evaluation of Contemporary HR Practices
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Figure: Contemporary HR Practices at Tesco; SOURCE: (Engidaw et al., 2025)

[bookmark: _Toc216041967]Employee Engagement
Tesco practises employee engagement which makes employees stay motivated, productive and committed towards their jobs (Tursunbayeva, 2024). Employees who are engaged are more communicative, have a greater team spirit and are more inclined to provide high quality customer service. HR facilitates engagement in terms of surveys, feedback meetings and team-building. As an example, when an employee brings up an issue regarding the shift schedule or the functionality of new digital systems during a feedback session, the HR will be able to change its practises to accommodate the needs of the employee (Engidaw et al., 2025). According to the Employee Engagement Theory presented by Kahn, employees can be fully engaged when they perceive psychological meaningfulness, psychological safety, and psychological availability (Ayop and Ishak, 2024). This theory is used at Tesco through providing a secure environment where employees feel safe to express their issues to management without any fear thereby creating meaning, through training as a way of building confidence and capability among employees. When Tesco employees are supported and feel valued due to the conditions, put forward by Kahn, the level of emotional and physical engagement in the work is reinforced. This minimises turnover, enhances performance and reinforces organisational goals alignment. Tesco has enhanced the long-term engagement and responsiveness to the swift technological and social developments by engaging employees in decision-making and rewarding merit and hard work (Jayasinghe et al., 2024).

[bookmark: _Toc216041968]Diversity, Equality, and Inclusivity (DEI)
Diversity, equality and inclusivity (DEI) are critical HR practises in Tesco as the organisation adjusts to changing societal conditions, migration, and a multicultural workforce (Groenewald et al., 2024). Having workers with various ethnic, age, ability and educational backgrounds, Tesco should have effective inclusive policies. HR helps DEI to recruit and promote fairly, and to train against discrimination and minorities employee networks.
The Motivation-Hygiene Theory by Herzberg aids in understanding the lack of motivation and its advantages at Tesco. Dissatisfaction is averted by hygiene factors, namely fair policies, equal treatment and respectful treatment, whereas motivators (recognition, responsibility and importance of cultural identity of employees) enhance satisfaction and commitment (Skypalova et al., 2024). The DEI practises at Tesco address both these sets of factors through ensuring fairness and actively motivating employees through the recognition of diversity and meaningful inclusion.
The successful DEI programmes ensure that the employees feel respected, psychologically safe and accepted, which enhances teamwork, innovativeness and problem-solving. The policies like having flexible leaves to attend religious occasions or observe cultural holidays improve belonging and loyalty. DEI also eliminates conflict, expands talent pool and enhances customer experience. On the whole, the implementation of the Herzberg theory demonstrates that DEI is one of the most effective ways to enhance job satisfaction, minimise turnover, and promote higher organisational performance at Tesco (Jayasinghe et al., 2024).

[bookmark: _Toc216041969]Learning and Development (L&D)
In Tesco, learning and development (L&D) will play a critical role in managing fast technological shifts like AI, automation and cybersecurity innovations (Basnet, 2024; Prasad et al., 2024). Such transformations demand workers to constantly enhance their competencies in order to work well. Tesco facilitates this with the use of online learning modules, workshops and mentoring schemes that develop digital, operational and interpersonal competencies.
The Hierarchy of Needs proposed by Maslow states that workers are more motivated when their needs, which are of a higher level, are satisfied, i.e. esteem, growth and self-actualisation (O'Brien et al., 2025). The appropriate L&D programmes at Tesco help to meet these needs by providing the opportunity to learn, advance, and gain confidence in dealing with new technologies. Employees feel capable and appreciated when they are more motivated to work better and also make fewer mistakes during operations.
Training is also an effective way of building retention because employees are in a position to establish clear career development prospects. As an illustration, training employees in automated inventory management enhances the accuracy and boosts the operational efficiency of Tesco. Mentoring programmes also enhance the knowledge transfer and teamwork between the experienced and the new employees.
Tesco L&D offers more engagement and job satisfaction as employees are aware that the organisation is interested in the long run development of employees and become more loyal, more productive and flexible (Tursunbayeva, 2024).
These HR practises would help Tesco to tackle the issues presented by the societal changes, technological trends, and flexible working. Engaging in employee activities and enhancing diversity and inclusion make it so that the employees are motivated, skilled and dedicated, which enables the organisation to stay efficient, flexible and high-performing (Basnet, 2024; Skypalova et al., 2024; Engidaw et al., 2025).
[bookmark: _Toc216041970]Critical Evaluation of How Departmental Managers Can Ensure Implementation
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Figure: Implementing HR Strategies Effectively; SOURCE: (Tursunbayeva, 2024)

[bookmark: _Toc216041971]Lead by Example
The departmental managers at Tesco play a crucial role in making sure that the modern HR strategies, including employee engagement, diversity, and inclusivity, and learning and development, are being adopted fast and efficiently. Leading by example is one of the ways of doing this. Employees tend to imitate the behaviours of the managers when the latter adhere to the HR policies themselves, i.e., they attend the training sessions, respect the cultural differences, and take advantage of flexible working arrangements (Tursunbayeva, 2024). An example can be given when a manager attends actively in the workshop of new technology, the staff will be motivated to develop their skills and become accustomed to digital tools faster (Basnet, 2024). According to the Employee Engagement Theory by Kahn, employees become more engaged and motivated when they see the managers act as committed and ethically behaving (Ayop and Ishak, 2024). Being the first to lead by example can also enable managers to set a good workplace culture where engagement, inclusivity, and continuous learning are given priority. This strategy is particularly relevant in the emergency cases, like the adoption of new policies or reacting to the alteration of workforce requirements, when the employees are more likely to reflect the attitude and behaviour of their leaders.
[bookmark: _Toc216041972]Increase Communication
The next practise that is paramount to the departmental managers is to make communication more frequent among all levels of workforce. Effective and prompt communication provides staff members with knowledge about HR policies, flexible working schedules, engagement programmes, and training opportunities (Skypalova et al., 2024). Regular team meetings, one-to-one meetings, and digital platforms can be used by managers to clarify the significance of new HR practises and offer instructions on how to adhere to them (Engidaw et al., 2025). One example is that managers can articulate the value of engagement surveys or training programmes and motivate employees to embrace them so that HR programmes can be executed successfully. Recognition and adequate feedback are considered motivational factors according to the Motivation-Hygiene Theory by Herzberg, and communication is necessary to ensure that employees feel valued and supported (Jayasinghe et al., 2024). More communication also enables the managers to determine problems fast, like the problems with new technology or conflicts due to flexible shifts and address them accordingly. This will make sure that the HR priorities are considered urgently and not postponed, keeping the workforce efficient and satisfied.

[bookmark: _Toc216041973]Critical Evaluation
Tesco managers can make urgent and effective HR strategies by integrating these two practises. Being a role model generates trust and shows dedication to the HR practises, whereas better communication helps employees to get a clear grasp of the policies and expectations. The two practises support each other because when managers set a good example and communicate well, employees will be more accepting of instructions, development programmes and changes. This strategy minimises resistance to innovation, speeds up the process of adopting modern HR practises, and does not reduce operational performance (Tursunbayeva, 2024; Basnet, 2024; Skypalova et al., 2024). Moreover, the practises have a supportive working environment that promotes engagement, learning, and inclusivity, which is essential to Tesco to be able to react to challenges of the society, technology, and flexible working in a timely manner.

[bookmark: _Toc216041974]Conclusion
The changes in society, technological trends, and flexible working arrangements are some of the challenges confronting Tesco and affecting employee engagement, inclusiveness and skills development. The modern HR activities, including employee engagement, diversity and inclusivity, learning and development, can assist the organisation in overcoming these challenges. The departmental managers are instrumental in the implementation of these practises on an urgent basis as they are the ones who can lead by example and communicate more to guarantee that the staffs are aware of the policies and abide by the procedures. These strategies combined help in ensuring a motivated, skilled and productive workforce.

[bookmark: _Toc216041975]Recommendations
It is suggested that Tesco should further build upon employee engagement by frequently gathering feedback and acknowledging contributions. The company ought to offer continuous training to deal with the changes in technology and ensure inclusiveness in all the departments. Managers ought to be role models and they should constantly communicate with employees. These methods will make sure that the HR practises are implemented in an effective way, enhancing the satisfaction of employees, retention, and the overall performance of an organisation (Tursunbayeva, 2024; Basnet, 2024).
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