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The current dynamic business world idealises that organisations have been very dependent on effective Human Resource Management (HRM) so as to stay competitive and remain sustainable. Asda, which is among the major supermarket retailers in United Kingdom, is in a competitive and rapidly changing retailing industry. The organisation has thousands of workers in different locations, which is why its human resources issues are complicated and, in this way, directly influence the efficiency of operations and performance of the organisation in the long term(Asda.com, 2026).
The HR role in these organisations has also changed to become a strategic activity rather than being a part of the management, specifically in matters of technological modernisation, human talent acquisition and retention, and Diversity, Equity and Inclusion (DEI). These are important in ensuring that organisations are flexible, able to hire and maintain competent workforce, and an inclusive workforce.
This report will be the analysis of the main HR obstacles that Asda has encountered in terms of these three factors. It also analyses modern HR practises that can be put in place to combat such issues and critically analyses the role the departmental managers could play in ensuring that these practises are put in place effectively and in time.
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Technological Advancement
The evolution of technology has radically changed the retailing industry in the sense that organisations have to keep in touch with the developments in digital technology. Asda has overtime integrated technologies into its operations by integrating self-checkout lanes, online shopping, and digital supply chain management in order to improve the level of efficiency and customer experience(Hristova and Stevceska-Srbinovska, 2020). On the one hand, these developments offer competitive advantages, but, on the other hand, they have a number of HR-related issues.
Task force upskilling is one of the major challenges. Employees who have been working in conventional retail capacities have to acquire digital skills that will facilitate the use of advanced systems. This leads to skills gap especially on the part of older or less technologically savvy employees. Also, it might be met with resistance to change since employees might also feel threatened by automation and even unsure whether they can be able to adopt the new technologies.
Moreover, installation of technological systems is costly, in terms of training and development programmes and this adds up to the cost of an organisation. HR teams should consequently strike the balance between necessities to innovate and the challenges of the workforce adjustment and resource distribution that should be perceived in practise(Muhammad and Shamsi, 2021).
Talent Acquisition and Retention
Retail industry is typified by high employee turnover, talent acquisition and retention is a significant issue facing organisations such as Asda. These low wages, working long hours, and/or in shifts may lower job satisfaction and accelerate leaving of the job, as the retail work is characterised by these traits.
The size and diversity of the operations at Asda demands a high number of employees on the frontline, supervisors, and managers of the organisation. Big numbers may not be easy to recruit the right candidates especially at the peak seasons. Furthermore, maintaining talented workers is also not that easy as people can find better perspectives in other organisations with higher salaries, better working conditions, or more career promotion opportunities(Agustian et al., 2023).
The expectations of the employees have also changed; now people pay more attention to work-life balance, career promotion, and the organisational culture. When such expectations are not fulfilled, the employees might feel disengaged hence lower productivity and high turnover. Thus, it is crucial that HR is not only interested in recruiting talent, but also in developing a climate that allows people to commit in the long term(Woods et al., 2022).
Diversity, Equity and Inclusion (DEI)
Diversity, Equity and Inclusion have turned into the necessary part of contemporary HR strategies. Asda works in the UK in varied communities where individuals of various cultural, ethnic, and socio-economic backgrounds are employed. Though this diversity is capable of improved creativity and innovation, it needs to be managed well to achieve fairness and inclusiveness(Blanchard and Thacker, 2023).
Providing equal opportunities in recruitment, promotion and reward systems is seen as one of the major challenges. Hiring on the basis of unconscious bias or making decisions on the basis of unconscious bias will create inequality and restrict diversity in the leadership department(Alam et al., 2020). Further, the minority employees can be discriminated or feel that they are marginalised when the inclusive practises are not implemented adequately.
The second concern is that the workplace culture should be established that promotes and appreciates diversity. It includes solving possible points of conflict, establishing understanding, making sure that each employee feels special and encouraged(Bello et al., 2024). The inability to handle DEI may lead to a decline in reputation, legal threats, as well as employee morale.
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Practices Addressing Technological Advancement
Digital training and e-learning is one of the most relevant HR practises in order to deal with technological challenges. Such programmes allow employees to acquire the adequate skills to use new technologies and in adapting to the changing work environment. The adaptability of e-learning platforms enables employees to study at their pace and hence makes it a cost effective solution to such large organisations as Asda. Moreover, the change in technology can be kept up to date regularly on such platforms so that there is constant learning(Rani, 2023). Nevertheless, employee engagement and motivation are vital and some people might not respond to learning on their own, or lack confidence in technology and minimise overall efficiency.
Human Resource Information Systems (HRIS) is another practise that is important. These systems automate human resource functions including recruitment, performance management, and payroll enhancing efficiency and accuracy. HRIS can also be used to make decisions based on data and therefore organisations are better able to identify the skills gap in the organisation, make forecasts regarding the future state of the workforce and even plan the training process. This boosts strategic HRM and agility of organisations. In spite of these strengths, high cost of implementation in the beginning, its technical maintenance, and its technical expertise can serve as a burden (Alzoraiki et al., 2024). Additionally, excessive use of technology can lower the HR level of interactions between a human being and a machine, as this might lead to a poor employee-experience.
Practices Addressing Talent Acquisition and Retention
One strategy that is observed to be used more frequently in attracting talent is employer branding. Asda can establish itself as a desirable employer through selling its positive organisational image. This is possible by displaying employee benefits, career development, and organisational values(Marchington et al., 2025). Although it is an effective approach to attracting candidates, the employer branding should be consistent with the reality and otherwise, it will result in dissatisfaction and increased turnover.
Another practise that is vital is flexible working arrangements. Employee satisfaction and retention can be enhanced by providing part-time positions, flexible schedules, as well as work-life balance(Bunica, 2024). Nonetheless, in a retail setting, the control of flex hours might be complicated and attract operation problems.
The reward and recognition programmes are also very important in employee retention. Employees may be motivated by use of financial incentives, bonuses, and career progression opportunities, as a way of making them feel more loyal(Mendonça, 2025). However, when these rewards are considered to be unjust or even inconsistent they can cause disappointment instead of motivation.
Practices Addressing DEI
Inclusive recruitment behaviours, including blind CV screening, diverse hiring panel, etc., should minimise the bias during the hiring process. The practises will be able to make the environment more fair and diverse in the workplace as attention is directed towards capabilities and not particular traits(Woods et al., 2022). Nevertheless, it is hard to remove the bias entirely and unconscious biases might be still at play hence it is necessary to keep checking and enhancing decision making.
Training programmes in diversity are also common in fostering awareness and understanding amongst the employees. The initiatives may enhance the workplace relationships, decrease discrimination and enable inclusive organisational culture. Their implementation, however, is limited to their level of effectiveness; when seen like a one time implementation, it might be considered a shallow thing to do as to do than be meaningful(Alzoraiki et al., 2024).
Equal pay policies are ones that offer credible payment to workers irrespective of gender, ethnicity as well as any other aspects. This will assist in establishing trust, boosting the morale of the employees, and increasing the reputation of organisations. Nevertheless, such policies need to be consistently monitored, transparent, and each management should be committed to their implementation and effectiveness over long-term to work(Bunica, 2024).
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The departmental managers of organisations like Asda are important in the process of implementing the HR practises effectively. Although HR departments have a role of designing policies and strategic frameworks, managers have a role of converting them into the day to day practises at the operational level. The success of HR initiatives can be directly related to the capacity of the staff to align organisational objectives, on the one hand, and employee behaviour, on the other.
To begin with, in the process of change, leadership is mandatory. The managers should also be proactive and supportive, where the employees are motivated to accept the new technologies and also to take an active role in training programmes. Resistance to change is especially a problem that can be overcome by transformational leadership, making employees inspired, motivated and interested. Managers can enhance acceptability of new systems by staff by establishing a clear vision and trust. But not every manager has the necessary leadership skills and the lack of consistency in the leadership styles between departments can limit the usefulness of these efforts(Muhammad and Shamsi, 2021).
Secondly, accountability is majorly achieved through performance monitoring. Key performance indicators (KPIs) should be applied by the managers to measure the performance of employees, training accomplishment, and diversity related outcomes. This enables organisations to gauge the progress and where improvements are necessary. Excess monitoring or too much focus on targets may however cause pressure thereby diminishing the autonomy of employees and negatively impact on morale(Woods et al., 2022). Consequently, there should be a moderating strategic approach that would balance the performance measurement and employees support.
Another significant factor is communication. Managers will serve as mediators between the HR policies and employees, hence the organisational changes will be well understood. Clear and regular communication can minimise uncertainty, foster trust, and enhance interaction particularly where there is an element of change, either technologically or within an organisation(Bello et al., 2024). On the other hand, lack of communication may cause misunderstanding, resistance and decrease effectiveness of HR practises.
Besides, the managers should encourage culture of inclusion in the workplace. These are the encouragement of justice, discrimination conduct, and promotion of team cooperation with a variety of teams. DEI programmes are particularly most successful as they are supported by the daily managerial efforts and not merely established policies(Bunica, 2024). These initiatives can be sabotaged by a lack of dedication by managers.
Lastly, the implementation urgency is highly needed in the current fast-moving world. Managers should give priority to HR programmes and make sure that these programmes are executed in time in order to remain competitive. Nevertheless, speed is essential, but the implementation should not be hastened without appropriate support or training as it can result in mistakes and lack of satisfaction among employees, which makes it essential to plan and execute it carefully(Alzoraiki et al., 2024).
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There are several solutions that can be suggested to Asda so that to address the challenges found. First of all, the organisation should invest on continuous digital training programmes so as to make an employee adaptable to the changes in technology. Second, the engagement of employees may be enhanced when it comes to better reward schemes and career development to reduce the turnover (Woods et al., 2022). In addition, Asda should use effective monitoring and inclusion leadership as another means of strengthening its DEI initiatives. The managers can also be assisted through diversity and inclusion training.
Greater use of data analytics in human resource decision-making process can improve the effectiveness of recruitment, efficiency of performance management and planning personnel. The strategic and integrated HRM approach would assist Asda to better the performance of its organisation and maintain its competitive position in the retail sector (Bello et al., 2024).
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In conclusion, Asda also experiences the relevant HR issues in the context of technology development, talent attraction and retention, and Diversity, Equity and Inclusion. These attributes are vital in determining organisational performance, and are strategic issues that need HR interventions.
The modern Hr practises like online training, employer branding, flexible work, and inclusive hiring can offer useful answers to these issues. Nevertheless, every practise has its weaknesses and it should be applied with keen deliberation in order to deliver desired results.
The departmental managers play a critical role in making the practises successful. Managers can also enable successful adoption of HR strategies through proper leadership, communication and performance monitoring. Finally, the overall effectiveness of HRM in the organisation depends on the ability of the managerial actions to be in line with HR policies.
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