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[bookmark: _Toc235431612]1. Introduction 
HRM plays a strategic role in enabling organizations to deal with changes in the business environment and to achieve aims regarding organization, employees and performance (Armstrong and Taylor, 2023). The retail company Tesco is one of the largest retailers in the UK. This company faces a number of challenges. The first challenge consists of technological advancement. The second challenge consists of talent acquisition and retention. The third challenge is posed by Diversity, Equity and Inclusion (DEI) (CIPD, 2023). This report describes the challenges, it describes a number of best practices for dealing with these challenges, and it describes a number of measures that managers can take in order to put these best practices into effect in the best possible way in the long term.
[bookmark: _Toc235431613]2. Explanation of Key HR Challenge
[bookmark: _Toc235431614]2.1 Adapting to Technological Advancement
Technological change is increasingly becoming a reality which businesses must face in order to maintain their performance and their employees’ well-being. Technological change therefore presents a challenge to HRM which must support employees by using digital technologies in order to increase efficiency and make better decisions at work. An example of this can be seen in Tesco’s use of a number of different technologies, including automated systems, self-service technology, AI and workforce management systems (Tesco, 2025). Tesco’s use of these technologies is intended to make the company’s work more efficient, but this has meant that employees are required to change their ways of working in order to gain increased performance from the new technology. Many employees experience difficulties in adapting to new technology at work due to a lack of digital skills required to utilize the new systems effectively (Bondarouk and Brewster, 2016). HRM at work must be able to support employees who are required to undergo change at work, and this includes enabling employees to acquire new digital skills in order to increase their ability to perform at work effectively. For organizations to gain maximum performance from the technology they have invested in, HRM must support the technology by ensuring that there is strategic HRM planning that supports increased performance and innovation (Armstrong and Taylor, 2023; Marler and Boudreau, 2017; Deloitte, 2024).
[bookmark: _Toc235431615]2.2 Talent Acquisition and Retention
Recruiting the right amount of talent with the right skills to fill various roles within Tesco is a challenge for HRM when there is a highly competitive labour market and organizations are vying for the best candidates in order to gain a competitive edge (CIPD, 2024). With Tesco being the largest private sector employer in the UK, it is no surprise that there are a number of challenges which the retailer is currently facing in relation to staff turnover, employee engagement and utilizing employees effectively in order to deliver excellent customer service (Tesco, 2025). In the current environment, with many organizations within the retail sector experiencing labour shortages, and employees now apparently expecting to work in a flexible nature, this ensures greater pressure on businesses trying to recruit an appropriate amount of talented people who have key skills that can allow them to successfully meet increasing consumer demand (PwC, 2024). The methods adopted by HRM in the recruitment and retention of talent play an important role in identifying a skilled workforce which is both positive and committed, hence able to deliver quality service (Collings et al., 2015). Because of the long-term nature of most HRM strategies, organizations can adopt a range of practices to create a good employer brand, give employees career development opportunities, promote employee wellbeing and reward them appropriately (Armstrong and Taylor, 2023; CIPD, 2023).
[bookmark: _Toc235431616]2.3 Diversity, Equity and Inclusion (DEI) 
Diversity, Equity and Inclusion (DEI), with a diverse workforce creating increased creativity and performance at work as well as constructing a fair organization and help in the well-being of employees; strengthening DEI as an integral component of HRM function until date (Shore et. al., 2018). Tesco is also very talented at building and maintaining a workplace for all through the availability of equal opportunity for recruiting and development, as well as leadership creating an inclusive culture in which everyone can succeed (Tesco, 2025), yet few problems when being challenged to remove bias from HR decisions so that fair promotions occur or making an inclusive culture available to all (Roberson, 2019). Training on DEI is fundamentally important for the one-hundred percent commitment of employees, increase in overall engagement, building brand value and legislation compliance (Equality Act 2010) via integration into organizational strategy (CIPD, 2024.) By doing so it will help leverage a greater performer amongst its workforce and further provide sustainable competitive advantage in the long run. (Mor Barak, 2022; Deloitte, 2023)
[bookmark: _Toc235431617]3. Evaluation of Contemporary HR Practices
[bookmark: _Toc235431618]3.1 Digital HR Systems and Workforce Analytics
Most of the contemporary HR practices make extensive use of digital technologies for the planning, decision making and management of the workforce and the work of employees (Stone et al., 2020). Tesco uses digital HR systems, workforce analytics and many self-service solutions for its recruitment processes, for the planning and organization of work, for the performance management of employees and for communication with employees (Tesco, 2025). Workforce analytics allows to identify and analyse labour-related trends and to predict future requirements, allowing managers to make decisions regarding their HR based on evidence (Marler and Boudreau, 2017). However, digital HR practices also pose challenges for organizations, for example, issues with data protection, high costs for the implementation and use of the technology, as well as the need for continuous training and support of employees (Bondarouk and Brewster, 2016). Thus, HR practices that are based on digital solutions can support the organizational agility and raise the productivity of an organization only to the extent that the data are managed responsibly, sufficient financial and technological resources are available, and the digital solutions are accepted by the employees (Deloitte, 2024; CIPD, 2024).
[bookmark: _Toc235431619]3.2 Employer Branding and Talent Management 
A number of HR practices have been identified as essential for organizations to compete for skilled employees in today’s labor market (Backhaus and Tikoo, 2004). A key set of these practices is associated with employer branding and strategic talent management. These practices are designed to attract the best talent to an organization, and to develop and retain them in order to improve organizational performance (Collings, Scullion and Vaiman, 2015). In order to attract skilled employees, Tesco is developing a strong employer brand that creates value for employees through practices that promote career development, flexible working, employee wellbeing and learning (Tesco, 2025). Maintaining a strong employer brand is critical to attract the best candidates to an organization; as labour market practices change and new challenges to recruitment arise, including labour shortages, organizations need to continue to invest and improve their employer brand in order to remain competitive (PwC, 2024). The integration of employer branding with practices such as succession planning, rewards and employee development can create a sustainable talent pipeline, which is critical to long-term organizational success (Armstrong and Taylor, 2023; CIPD, 2023).
[bookmark: _Toc235431620]3.3 Diversity, Equity and Inclusion (DEI) Practices
A variety of inclusive HR practices have been identified as drivers of innovation, employee engagement and organizational resilience (Mor Barak, 2022). The practices that Tesco uses to promote Diversity are those related to the recruitment process, leadership development, employee networks and equal opportunity (Tesco, 2025). These practices enable collaboration to take place which results in a stronger organization with a better reputation and higher levels of employee commitment (Shore et al., 2018). As with all practices that are designed to promote Diversity, Equity and Inclusion, they need to be constantly evaluated for effectiveness. This is because of a variety of reasons including unconscious bias, inconsistent commitment from managers and a lack of accountability (Roberson, 2019). If the organization is to reap the benefits of DEI practices and achieve sustainable business performance, the objectives must be embedded into the organization’s overall strategy. Leadership accountability for the implementation of DEI objectives must also be reflected in the performance management of leaders. All HR practices and decisions should also be based on the organization’s DEI objectives in order to comply with relevant legislation, such as Equality Act in the UK (CIPD, 2024; ACAS, 2024).
[bookmark: _Toc235431621]4. Critical Evaluation of Managerial Implementation
[bookmark: _Toc235431622]4.1 Leadership Accountability
Departmental managers are required to demonstrate leadership of HR practices within their department. This includes ensuring that the HR practices within their department are implemented effectively. They must display an understanding of the ethical implications of HR practices and show how HR practices support the overall strategy of the organization (Armstrong and Taylor, 2023). At Tesco, departmental managers support the retailer’s digital transformation, encourage employee development and embed inclusive workplace practices through their everyday leadership (Tesco, 2025). Strong managerial accountability of HR practices is important to gain employees’ trust and to improve organizational performance. If HR practices are implemented as intended, then they will have effective results (Purcell and Hutchinson, 2007).
[bookmark: _Toc235431623]4.2 Communication and Organisational Culture 
That is why it should be emphasized that effective communication is one of the crucial factors in overcoming employee resistance and organizational change (Kotter, 2012). Communication of HR initiatives by managers and involvement in the decision-making process as well as regular opportunities for feedback present significant factors of influencing employee engagement and commitment (CIPD, 2024). Such an organizational culture is one that is collaborative, open and open to continuous learning in such a manner that it uses the perspectives of employees towards dealing with change newer technologies resulting from diversity initiatives (Schein and Schein 2021; Tesco 2025).
[bookmark: _Toc235431624]4.3 Performance Monitoring, Barriers and Continuous Improvement
Monitoring the effectiveness of HR practices by managers through the use of a range of performance indicators, employee engagement surveys, workforce analytics and performance reviews (Marler and Boudreau, 2017) is critical. Measuring the impact of HR practices by Tesco allows the organization to identify areas where HR practices are not meeting organizational objectives (Tesco, 2025). However, a number of barriers to the effective implementation of HR practices within an organization exist (Bondarouk and Brewster, 2016). These include employee resistance to change, a lack of capable managers, financial constraints and the inconsistent application of HR policies across functions and departments within an organization. Managers can firm up HR practice implementation by consistently training and developing employees, involving them in the practice, committing enough organizational resources toward it, and strengthening accountability with appropriate metrics backed by continuous feedback (Deloitte, 2024) Well-designed HR practices that are monitored and improved continuously over time will only enable sustained competitive advantage and above-average profitability (Ulrich et al., 2022; CIPD, 2023).
[bookmark: _Toc235431625]5. Conclusion
Technology, Talent and Diversity, Equity and Inclusion are key drivers of performance in the new business environment in which Tesco operates. By adopting accountable leadership, effective communication and the performance measurement of HR practices, contemporary HR practices can address these key challenges in order to support employee engagement, organizational resilience and sustainable long-term business performance in Tesco.
[bookmark: _Toc235431626]6. Recommendations
 Tesco should continue to invest in digital HR systems and employees’ digital skills to support workforce transformation. Talent retention is a key focus of the organization, so it must keep working on its employer brand: career development opportunities and initiatives that support employee wellbeing. And, once organizations define measurable DEI objectives, these should be incorporated into managers' performance management and tracked continuously to ensure inclusive leadership sustains organizational performance.
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