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[bookmark: _Toc238188417]Introduction 
The report discusses the three current human resource issues that Tesco currently faces, these are: technological advances, staffing and retaining suitable and qualified employees, as well as having a diverse, equitable and inclusive workforce. They are considered as strategic issues as these are going to have a negative impact on the performance of the organisation, employee involvement and Tesco's sustainability within a competitive retail landscape. The report assesses current HR practices such as using digitized HR systems, HR Workforce Analytics, Strategic Workforce Planning, Employee Engagement, and recruiting and leadership development that are inclusive. It also reflects sensitivity toward the need of departmental managers to effectively and consistently do this. 
[bookmark: _Toc238188418]Explanation of Key Factors 
[bookmark: _Toc238188419]Technology development and innovation 
Technology can be regarded as an important HR issue in the modern times for Tesco as not only they are a traditional retailer, they are also a technology enabled organization dealing with technology issues. In the retail business context, Berg et al., (2024) have stated that digital technologies can be used for online shopping, self-service checkouts, supply chains, data analytics, and customer-facing applications. Tesco is a technology-based company adopting the advancements for customer support and satisfaction. Thus, technological change influences the acquired skills and competencies of workers as well as the organization and management of work.
In this technically advanced era, one of the biggest challenges for HR is to ensure its personnel are equipped with the right skills to operate alongside new technologies (Ryketeng and Syachbrani,, 2023). While automation and Artificial Intelligence can increase productivity and minimize repetitive jobs, it can also add to employee apprehensions about job security or make current labour skills redundant. This puts an emphasis on a need to continually reskill and upskill. This is a challenge that Tesco has identified and has prioritized learning in digital and AI skills as a strategy for its colleagues to develop.
The ability of the employees in understanding Digital systems could be helpful in enhancing the quality of service, operational efficiency and decision-making. However, lack of training can lead to resistance to change, mistakes, and decreased employee confidence. The challenge, therefore, is not just to add technology, it is about handling the human aspect of technology change.
Employee engagement is also impacted by technology. Where colleagues feel digitalisation is a growth opportunity and their future progression, engagement can be raised. But if employees are forced to adopt new technology without their consent and assistance, they can become stressed. But Tesco has to consider investing in technology and in people. The sustainability of any business is dependent on an adaptable workforce that can continuously adapt, rather than purely on technological investment.
[bookmark: _Toc238188420]The acquisition and retention of talent
Recruitment & retention is another major challenge for the human resource managers in this era due to the increased opportunity for workers (Murniarti et al., 2023). Tesco seeks employees for various roles and backgrounds, such as store operations, distribution, technology, data, management and corporate staff. Attracting employees is not enough, the organisation must also retain and develop them as well, to attract qualified personnel.

Recruitment, induction and training are very resource intensive and can have a negative impact on organisations where employees turn over frequently (Schulze and Dada, 2025). Repeated personnel turnover can also cause you the loss of knowledge about your organisation and staff may be required to pick up extra duties. Customer service levels may suffer and consequently customer satisfaction if staffing levels are inadequate in face-to-face retail business situations.
Pay, benefits, career opportunities, flexibility, wellbeing and the quality of management are found to be very closely linked with employee retention. Currently, Tesco values development and benefits for its employees and is pursuing flexible working and wellbeing (tesco.com, 2026). Such practices can enhance employee engagement by helping to convey that employees are more than their work contribution.
However, retention initiatives need to be tailored to meet the needs of a diverse workforce. Depending on career stage and personal preferences, employees might have different priorities about the flexibility they give to their work, or what promotion and skill-building opportunities they do. Tesco's size will facilitate internal mobility but may also make for variability, if managers are inconsistent in their development and engagement within the different departments.
[bookmark: _Toc238188421]Diversity, equity and inclusion
One of the strategic HR issues is diversity, equity and inclusion (DEI) as Tesco has talents from a large and diverse workforce and the communities it serves are also diverse and have varied needs. Diversity is about representation, equity is about fairness of opportunities and inclusion is about respect, value and ability to participate.
By providing access to more talent, fostering new ways of thinking in decision-making, and doing so in a way that maintains respect for others, effective DEI can help to enhance organisations' performance. It can also be of great benefit to employee engagement as when employees feel included, they are more likely to feel a sense of belonging and commitment. Tesco carry on investing in inclusion with inclusive recruitment training, diversity monitoring, training and development (tescoplc.com, 2026).
While diversity, equity, and inclusion policies set the stage for inclusion, they are not a guaranteed pathway to inclusion. Hiring and promotion practices, the exposure to development opportunities, disparity between what is espoused and lived at the organisation level, and unconscious bias may pose risks. 

For Tesco, DEI is a way to bring in a more diverse customer base and staff base as well as demonstrate a culture that is reflective of the communities that they serve, making them a long-term sustainable business. 
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[bookmark: _Toc238188423]HR practices to deal with technical advancements 
A current HR practice that is relevant to the technological change is the application of digital HR systems and HR workforce analytics (Setiawan et al., 2025). HR analytics can enable Tesco to identify both workforce trends and skills shortages, together with any turnover patterns and the capability requirements for the future. This enables HR to move from reactive recruitment towards strategic workforce planning.
However, there are also limitations to workforce analytics. Data cannot provide any sort of justification but rather a correlation of why the employees is leaving or turning off (Heidemann et al., 2024). Therefore, quantitative data should be analysed in conjunction with the feedback from employees, manager observations and qualitative studies. There are additionally privacy and algorithmic biases to consider. HR managers of Tesco should take responsibility to ensure that digital systems are transparent and that they are used in an ethical way.HR managers ensure transparency and ethical use of digital systems.
Continuous learning is the key element along with analytics. The choice of accessible learning and digital and AI skills is relevant for Tesco, as technological skills are becoming a key element in various roles. The problem is that training can be ineffective if the employees do not have the time, confidence, and support of management. Thus, learning has to be part of working-time and connected to concrete career chances.

[bookmark: _Toc238188424]Employer branding and strategic workforce planning
By building an employer brand with effective Strategic workforce planning, Tesco can overcome talent acquisition challenges. Employer branding helps build a rationale for why potential employees should want to work at Tesco and workforce planning provides an input to decision making about the skills and numbers of employees needed to satisfy future organizational needs.
Tesco's career strategy supports growth, welfare, inclusion and development (tescoplc.com, 2023). It helps the business to adopt the advancements coming in the contemporary environment with technology. 
However, employer branding may have a risk if a business cannot provide employees with the experience that they were committed to giving at the time of recruitment. If staff members are limited in practice experience, for instance, career progression is unlikely to lead to improved retention. Hence, HR needs to continuously benchmark employer promises with engagement of employees.
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Measures for employees' engagement can help to enhance retention by building up employees' bonding with their work and their organisation. Tesco already has tools in place to capture colleague experiences through a colleague survey and other listening mechanisms (Briône and Nicholson, 2012).  This is a good practice; because employee voice gives the information to the manager that may not be seen through performance and data. In addition, Tesco plan to transition from an intermittent and multi-channels listening model, which can be further improved the sensitivity.
However, surveys can only become useful if there is some evidence of employees seeing that their suggestions are being acted upon. Over-speaking may result in cynicism. As such, it is important for managers to share the results of the survey, determine priorities, and include in explanations what has happened.
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An inclusive approach to recruitment is suitable for addressing the DEI issues. Tesco has put in place inclusive recruitment training to help employers hire in a non-biased manner while gender neutral vacancy marketing to remove potential bias. It also shares shortlists in a variety of ways for jobs at the top of the organization and shares diversity metrics throughout the employee journey.
However, development of leaders is also a fundamental part in the context of managing diversity in the workplace (Chin et al., 2016). Tesco has offered leadership development and training for people managers that is inclusive. This is because managers have a significant impact on what employees’ experience on a day-to-day basis and this is a strategy which can be implemented, especially as they are effective. One-off training is not likely to result in lasting behaviour change, however. Performance measures, feedback and accountability should bolster inclusive leadership.
[bookmark: _Toc238188427]Critical Evaluation of Managerial Implementation
Today's HR practices have a strong reliance on the role of departmental manager with respect to the effectiveness of such practices in Tesco. Human resource managers could create policies and systems for HR and departmental managers have to think how employees will feel these processes. This requires a cohesive mix of accountability for leaders, communication, measurement and cultural change to be implemented effectively.
One of the first things is accountabilities. It is necessary that there are accountabilities to leadership. For the departmental managers, it is important to have clear employee development, engagement, inclusion and workforce capability roles (Itam and Bagali, 2018). They should not leave DEI, retention and skills development entirely into the hands of the HR department in case of companies like Tesco where several departments are working with significant number of employees and departmental managers are the best ones t6o evaluate the needs of the departmental team members.  
However, care must be exercised in using performance measurement. A manager might actually decrease turnover in case of companies like Tesco, while improving the satisfaction of employees and Tesco should therefore go for the quantitative measures as well as using qualitative measure to analyse employee feedback and the departmental managers should include performance measurement practices by assessing these. 
Second, being able to communicate is very important during the implementation of technological and organisational change for departmental managers (Bel et al., 2018). Managers should state the change as well as the why and how they will be supported when adapting to change to employees. This is especially relevant if employment is perceived as being jeopardised by automation at work. Resistance will be less likely to happen if the communication is two ways.
Third, there is a need for on-going monitoring by the managers. This employee feedback mechanism is already in place with Tesco and action plans with departments may be ways to reinforce this. Along with absenteeism, turnover and performance information, managers should analyse engagement data. If a specific department is having recurring issues, HR and management should take the time to determine the underlying issues before trying to establish the same type of solution throughout the organization.
Organisational culture is another important factor. Tesco's has an aim of being customer focused with inclusivity that can make positive difference. They wat Serving their customers, communities and planet a little better every day (tescoplc.com, 2026). But without a clear example from managers, a value is not meaningful to employees. A departmental manager who works for the inclusive recruitment of candidates and offers an equal career development opportunity can help employees to get engaged in meeting the organisational goal while developing a flexible culture.
There are a number of barriers that could hinder effective implementation of strategies for improvements. These are factors such as a lack of willingness to change, time constraints for trainers, poor management skill, cost issues and staff scepticism. For large organisations like Tesco, there can be inter-departmental or location variations. Tesco needs to assist the managers with the implementation of the findings and equip them with principles and practice measures to do so. Training and HR support is needed to manage the issue. 
[bookmark: _Toc238188428]Conclusion 
The analysis highlights the interdependent nature of technological change and talent management and DEI. Tesco has invested in technology and in colleagues, helping to bring about better performance; but employee changes must be accompanied by colleague investment and appropriate support to include the development of new skills among employees. Likewise, recruitment and retention require meaningful development and the flexibility, and positive management experiences. However, to be effective over time, Tesco has adopted a suite of policies on inclusion and employee engagement that need to be constantly delivered through leadership and where progress can be demonstrated in terms of enhanced employee experience.

[bookmark: _Toc238188429]Recommendations
· Tesco should Conduct an analysis of digital AI skills needs as measured by the workforce in the department; establish digital skills plans at the department level that include protected time for staff to participate in digital AI training that is relevant to them and/or their work
· They have to improve retention and internal mobility by increasing transparency and accessibility of vacancies, development opportunities and progression pathways across all departments.
· They are needed to implement ongoing staff monitoring and tangible action plans so that staff are made to feel the impact of their suggestions in practical improvements to the organisation.
· They are recommended to Track DEI throughout the employee experience from recruitment through promotion, development, and employee retention; integrate data and employee experience to uncover the underlying challenges.
These recommendations would help Tesco to develop a more flexible, competent, committed and welcoming workforces to benefit both the organisation and its sustainability.
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