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Introduction: Organizational performance depends heavily on human resource management (HRM), especially in a corporate environment that is changing quickly. Businesses in the UK, like Tesco PLC, are under growing pressure to develop inclusive workplaces, draw and keep talent, and adjust to technology changes. Tesco, one of the biggest retailers in the UK, works in a dynamic and fiercely competitive industry where HR procedures must support both worker welfare and operational effectiveness.
Globalization, digital revolution, and changing social expectations all have an impact on modern workers. To be competitive, HR departments need to react to these changes in a proactive manner. The way business’s function has changed due to technological advancements, necessitating ongoing skill updates for staff members. At the same time, labour shortages, shifting employee expectations, and heightened competition have made it harder to find and retain talent. Furthermore, Diversity, Equity, and Inclusion (DEI) has emerged as a strategic focus for improving organizational performance and innovation in addition to ethical considerations.
This report aims to examine the key HR challenges faced by Tesco in relation to technological change, talent management, and DEI. It will evaluate contemporary HR practices designed to address these challenges and critically assess the role of departmental managers in ensuring their effective implementation. The report concludes with practical recommendations for improving HR strategies within the organisation.
Main Body: 1. Factors Affecting HR Practices
1.1 Technological Advancement: Technological advancement is a major factor 
influencing HR practices in Tesco. Retail operations, including supply chain management, customer service, and inventory control, have changed because of automation, artificial intelligence (AI), and digital platforms. Tesco has made significant investments in digital transformation, including self-service checkout kiosks and online shopping platforms.
However, HR faces difficulties because of this quick technical advancement. To stay up to date with digital tools, employees must constantly acquire new abilities, which raises the need for training and development. Organizations must prioritize upskilling to be competitive, according to (Beevers and Hayden, 2025). Change management is a major HR challenge since employee resistance to change can also impede the adoption of new technologies.
Artificial intelligence (AI) has increased productivity in HR procedures like staff planning and CV screening, but it also raises ethical questions about fairness and bias. HR must so make sure that AI systems are applied sensibly and openly.

Employee interactions and job performance have been further altered using remote working technologies, such as digital communication and collaboration tools. To retain engagement and productivity, HR must make sure that workers are properly taught to use new technologies.
Furthermore, the significance of cybersecurity and data protection has increased due to the rising reliance on digital systems. To lower organizational risk, HR oversees making sure that workers are aware of data protection rules and adhere to laws like GDPR.
Another important development is the use of digital performance management systems, which allow real-time monitoring of employee performance. While these systems enhance efficiency and accountability, they may also create pressure and concerns about employee surveillance.
1.2 Talent Acquisition and Retention: Attracting and retaining skilled employees is 
another significant challenge for Tesco. The retail sector is characterised by high levels of competition and employee turnover, particularly in frontline roles.
One major issue is the presence of skills shortages in the UK labour market, particularly in areas such as technology and logistics. This makes it difficult for Tesco to recruit qualified candidates, increasing competition and recruitment costs.
Additionally, changing employee expectations have transformed the employment relationship. Modern employees increasingly prioritise work-life balance, career development, and meaningful work over traditional job security. As a result, Tesco must adapt its HR strategies to meet these expectations by offering flexible working arrangements and development opportunities.
The issue of high employee turnover in retail further complicates talent management. Frequent staff turnover leads to increased recruitment and training costs, as well as disruptions to operations and customer service.
Moreover, the impact of employer reputation plays a critical role in attracting talent. Online platforms such as Glassdoor influence how potential employees perceive organisations. Negative reviews or poor employer branding can make it difficult for Tesco to attract high-quality candidates, requiring HR to actively manage its public image.
Another challenge is managing generational differences within the workforce. Different age groups, such as Millennials and Generation Z, have varying expectations regarding technology use, career progression, and workplace culture. HR must develop tailored strategies to meet these diverse needs to retain employees effectively.
Overall, talent acquisition and retention require a strategic approach that balances organisational needs with evolving employee expectations.
1.3 Diversity, Equity and Inclusion (DEI): DEI has become a critical focus for HR departments. Tesco serves a diverse customer base and employs individuals from various cultural and social backgrounds. Promoting inclusivity ensures that employees feel valued and respected, which can enhance engagement and performance. 
True diversity and inclusion are difficult to achieve, though. It necessitates promoting an inclusive culture, guaranteeing equitable opportunities, and tackling unconscious bias. Brewster et al. (2020) claim that companies that prioritise DEI are more creative and better equipped to satisfy client demands. As a result, Tesco needs to include DEI into its HR procedures and policies.
2. Contemporary HR Practices: To address these challenges, Tesco can adopt several contemporary HR practices.
2.1 Addressing Technological Advancement
One of the most important HR practices in response to technological change is continuous learning and development (L&D). Tesco has increasingly adopted digital learning platforms, enabling employees to upskill in areas such as data analytics, digital operations, and customer service technologies. E-learning systems and microlearning modules allow employees to learn flexibly, which is essential in a fast-paced retail environment.
Additionally, the adoption of Learning Management Systems (LMS) allows HR to personalise training programmes and monitor employee progress. According to Noe (2020), technology-driven training enhances learning efficiency and knowledge retention. However, while digital learning is cost-effective, it may not suit all employees, particularly those with limited digital literacy, highlighting a limitation of this approach.
Another emerging practice is the use of HR analytics. Tesco can analyse workforce data to identify skill gaps, predict future training needs, and improve workforce planning. Marler and Boudreau (2017) argue that HR analytics transforms HR from a reactive to a proactive function. Nevertheless, over-reliance on data may overlook human factors such as employee morale and organisational culture.
Furthermore, agile working practices are increasingly used to support technological adaptation. Agile HR involves flexible roles, cross-functional teams, and rapid decision-making, enabling organisations to respond quickly to technological changes. However, implementing agile frameworks in large organisations like Tesco can be complex and may create role ambiguity.
2.2 Enhancing Talent Acquisition and Retention
To address talent challenges, Tesco can implement employer branding strategies to position itself as an attractive place to work. A strong employer brand communicates organisational values, career opportunities, and workplace culture, helping to attract high-quality candidates. According to Backhaus and Tikoo (2004), employer branding significantly improves recruitment outcomes.
In addition, flexible working arrangements have become a key HR practice, especially post-pandemic. Tesco offers flexible hours and hybrid working for certain roles, which enhances work-life balance and employee satisfaction. However, flexible working may not be feasible for all retail roles, particularly frontline positions, creating potential inequality among employees.
Another important practice is employee engagement and wellbeing initiatives. Tesco can implement wellbeing programmes, mental health support, and recognition schemes to improve employee satisfaction. Guest (2017) highlights that employee wellbeing is directly linked to organisational performance. However, such initiatives require consistent investment and managerial commitment to be effective.
Tesco can also adopt talent management and succession planning strategies. Identifying high-potential employees and providing career development opportunities helps retain talent and ensures leadership continuity. However, these programmes may lead to perceptions of favouritism if not managed transparently.
2.3 Promoting Diversity, Equity and Inclusion (DEI)
To improve DEI, Tesco can implement inclusive recruitment practices, such as blind recruitment and diverse hiring panels. These approaches help reduce unconscious bias and promote fairness in hiring decisions. Research by (Beevers and Hayden, 2025) suggests that inclusive hiring improves organisational diversity and innovation.
Another key practice is diversity training and unconscious bias training. These programmes aim to educate employees and managers about biases and promote inclusive behaviour. However, critics argue that such training may have limited long-term impact unless supported by structural changes within the organisation.
Tesco can also establish Employee Resource Groups (ERGs), which provide support networks for employees from diverse backgrounds. ERGs can enhance employee engagement and provide valuable insights into workplace challenges. However, they must be supported by senior leadership to be effective.
Additionally, implementing inclusive leadership practices is essential. Managers should be trained to lead diverse teams, encourage open communication, and create a psychologically safe work environment. Inclusive leadership has been linked to higher employee engagement and innovation (Brewster et al., 2020).
Overall, these contemporary HR practices enable Tesco to respond effectively to the challenges of technological change, talent management, and DEI.
3. Role of Departmental Managers in Implementation: Effective 
implementation of HR strategies is largely dependent on departmental managers. Managers oversee carrying out policies at the operational level, whereas HR departments create them.
 Managers need to be change agents when it comes to implementing new technology into practice. They must provide training to staff members and foster an optimistic outlook on change. Employee resistance to new technology could lower their efficacy in the absence of managerial backing. 
Managers are key to talent retention. They influence employee satisfaction through leadership style, communication, and support. According to Herzberg’s Two-Factor Theory, recognition and achievement are important motivators (Herzberg, 1968). Managers who provide feedback and development opportunities can enhance employee engagement and reduce turnover.
It is the duty of managers to encourage DEI among their staff. This entails making sure everyone is treated fairly, dealing with discrimination, and creating a welcoming atmosphere. However, difficulties could result from unconscious prejudice or a lack of training. As a result, organizations need to give managers the skills and information they need.
In addition, an important responsibility of departmental managers is monitoring and evaluating the effectiveness of HR practices. Managers should utilise performance metrics, employee feedback, and HR analytics to assess whether initiatives such as training programmes, flexible working arrangements, and DEI policies are achieving their intended outcomes. This requires close collaboration with HR departments to ensure alignment between strategic objectives and operational practices. Regular performance reviews and feedback mechanisms allow managers to identify gaps and make timely improvements.
Furthermore, managers play a key role in embedding organisational culture and values within their teams. Although HR may design policies, it is managers who shape the day-to-day employee experience. By modelling inclusive behaviour, supporting continuous learning, and recognising employee contributions, managers reinforce the importance of HR initiatives. As highlighted by Ulrich (2017), line managers act as “HR champions” who ensure that organisational values are consistently applied in practice.
Despite their importance, managers often face constraints such as workload pressures and limited resources. This can hinder the implementation of HR practices. To address this, Tesco should provide managerial training and align performance metrics with HR objectives.
Departmental managers are essential for the successful implementation of HR practices. Their ability to lead, support, and evaluate initiatives directly influences organisational performance and employee outcomes. Without their active involvement and commitment, even well-designed HR strategies are unlikely to achieve their intended impact.
















Conclusion and Recommendations 
In conclusion, Tesco faces significant HR challenges related to technological advancement, talent acquisition and retention, and Diversity, Equity and Inclusion. These factors require strategic HR responses to ensure organisational success.
Contemporary HR practices such as continuous learning, flexible working, inclusive recruitment, and HR analytics provide effective solutions. However, their success depends on proper implementation, particularly by departmental managers.
Recommendations
1. Tesco should invest in continuous employee training to support technological adaptation.
2. The company should strengthen its employer brand and offer flexible working arrangements to attract and retain talent.
3. Tesco should enhance its DEI initiatives through training, inclusive policies, and employee support networks.
4. Managers should receive regular training to effectively implement HR practices.
5. The organisation should utilise HR analytics to improve decision-making and monitor HR performance.
By adopting these recommendations, Tesco can enhance its HR practices and maintain its competitive advantage in the retail sector.
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