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Introduction

Human Resource Management plays an essential role in helping organisations respond to changing business environments. Businesses are increasingly required to embrace digital technology, attract and retain skilled employees, and promote diversity, equity, and inclusion (DEI) to remain competitive. This report examines these contemporary HR challenges within Tesco plc, one of the UK's largest retail organisations. It analyses how technological advancements, talent acquisition and retention, and DEI affect organisational performance. The report also evaluates HR practices that address these challenges before critically examining how managers can ensure successful implementation. Finally, practical recommendations are provided to support Tesco's long-term organisational success.























Explanation of Key Factors

Adapting to Technological Advancements

Technological advancement is one of the most significant contemporary challenges facing the retail sector and has a direct impact on Human Resource Management (HRM). Tesco operates in an increasingly digital environment where technologies such as artificial intelligence (AI), automation, data analytics, online shopping platforms, self-service checkouts and digital workforce management systems are changing the way employees perform their roles. These technologies can improve efficiency, reduce operating costs and enhance the customer experience. However, they also require organisations to reconsider the skills, responsibilities and training needs of their employees.

For Tesco, the introduction of new technologies means that employees need to develop their digital capabilities continuously. Employees who have worked in traditional retail environments may require additional training to use new systems effectively. If appropriate training is not provided, employees may experience frustration, stress or a lack of confidence, which can negatively affect employee engagement and productivity. Therefore, HR has an important responsibility to ensure that technological change is supported by effective learning and development programmes.

Automation can also create concerns about job security. Although technology can remove repetitive tasks and allow employees to concentrate on higher-value activities, employees may fear that automation will eventually replace their jobs. This can create resistance to organisational change. Tesco therefore needs to communicate clearly with employees about why new technologies are being introduced and how they will affect existing roles. Involving employees in the change process can help reduce uncertainty and increase acceptance.

At the same time, technology provides significant opportunities for HR. Digital HR systems can make recruitment, employee records, payroll, scheduling and performance management more efficient. Workforce analytics can also allow HR managers to identify patterns in employee turnover, absence, performance and engagement. This can support evidence-based decision-making and allow Tesco to respond more quickly to workforce problems.

The ability to adapt to technology is therefore closely linked to organisational sustainability. Organisations that fail to develop the skills required for a digital economy risk falling behind competitors. However, successful technological transformation should not focus solely on technology. Tesco must balance investment in technology with investment in its people by providing training, communication and support. A people-centred approach can help ensure that technological change improves organisational performance without negatively affecting employee wellbeing and engagement.

Talent Acquisition and Retention

Talent acquisition and employee retention represent another major HR challenge for Tesco. The retail sector has traditionally experienced high levels of employee turnover because of factors such as competition for workers, part-time employment, seasonal demand and changing employee expectations. Tesco must compete with other major retailers, supermarkets, online businesses and organisations outside the retail sector for talented employees.

Attracting suitable employees is particularly important because recruitment decisions directly affect organisational performance. Employees with the appropriate skills, attitudes and customer service abilities can contribute to higher productivity and improved customer experiences. Conversely, ineffective recruitment can result in poor performance, additional training costs and increased turnover.

Employee expectations have also changed. Employees increasingly value factors such as career progression, flexible working arrangements, recognition, wellbeing, learning opportunities and a positive organisational culture. Pay remains important, but it is no longer the only factor influencing an individual's decision to join or remain with an organisation. Tesco therefore needs to understand what different groups of employees value and develop an employee proposition that reflects these expectations.

Retention is particularly important because experienced employees have valuable knowledge about Tesco's systems, customers and operational procedures. High employee turnover can result in additional recruitment and training costs and may place greater pressure on existing employees. If experienced employees leave frequently, remaining staff may experience increased workloads, potentially reducing morale and engagement.

A strong employer brand can help Tesco attract potential employees by communicating the benefits of working for the organisation. However, employer branding must reflect employees' actual experiences. If an organisation promotes career development, wellbeing and inclusion but employees do not experience these benefits in practice, trust in the employer can decline.

Strategic workforce planning can also help Tesco anticipate future skills requirements. Rather than simply recruiting when vacancies occur, HR can analyse workforce trends and identify the skills that will be required in the future. This is particularly important as retail becomes increasingly digital. Tesco may need employees with stronger technological, analytical, leadership and customer service capabilities.

Effective talent management can therefore contribute to higher employee engagement, lower turnover, improved productivity and greater organisational stability. However, retention strategies must be supported by effective line management. Employees may leave organisations because of poor management experiences even when other benefits are available. Consequently, managers have an important role in creating an environment where employees feel valued, supported and able to develop their careers.

Diversity, Equity and Inclusion (DEI)

Diversity, Equity and Inclusion (DEI) is another important contemporary HR issue for Tesco. As one of the UK's largest employers, Tesco has a workforce consisting of individuals from different cultural, social and demographic backgrounds. A diverse workforce can provide an organisation with access to a wider range of experiences, perspectives and ideas. This can improve creativity, innovation and decision-making while also allowing Tesco to better understand the needs of its diverse customer base.

However, simply employing people from different backgrounds does not automatically create an inclusive organisation. Inclusion requires employees to feel respected, valued and able to contribute regardless of their personal characteristics. Equity is also important because employees should have fair access to recruitment, development, promotion and career opportunities.

Potential barriers include unconscious bias during recruitment, unequal access to development opportunities, discrimination and underrepresentation of certain groups in management positions. If these issues are not addressed, employees may feel excluded or believe that progression within the organisation is unfair. This can reduce employee engagement, motivation and organisational commitment.

DEI is also important from a legal and reputational perspective. UK employers must comply with equality legislation, including the Equality Act 2010, which protects employees from discrimination based on protected characteristics. However, organisations should aim to go beyond basic legal compliance. A genuinely inclusive culture can strengthen Tesco's employer reputation and help the organisation attract employees from a wider talent pool.

Inclusive leadership is particularly important. Managers influence employees' daily experiences and therefore need to recognise unconscious bias, treat employees fairly and create opportunities for different voices to be heard. Leadership development programmes can help managers develop these skills.

DEI can also contribute to business performance. Employees from different backgrounds may bring different perspectives to problem-solving and innovation. A workplace where employees feel psychologically safe is more likely to encourage individuals to contribute ideas and challenge ineffective practices. This can support organisational adaptability and competitiveness.

Nevertheless, DEI initiatives can become ineffective if they focus solely on policies or numerical diversity targets. Tesco needs to monitor employee experiences, promotion rates, engagement levels and representation at different organisational levels. Regular measurement can help HR identify inequalities and determine whether DEI initiatives are producing meaningful improvements.

Overall, technological change, talent management and DEI are interconnected HR challenges. Tesco's ability to respond effectively to these issues will influence employee engagement, organisational performance and its ability to remain competitive in the changing UK retail market.



















Evaluation of Contemporary HR Practices

Digital HR Systems and Workforce Analytics

Tesco increasingly uses digital HR systems to automate recruitment, employee scheduling, payroll, performance management, and workforce planning. Workforce analytics enables HR professionals to identify trends in absence, employee turnover, productivity, and recruitment effectiveness.

The major strength of digital HR systems is improved efficiency through automation and better decision-making using real-time data. HR professionals can quickly identify workforce issues and develop targeted interventions.

However, digital HR systems require significant financial investment and continuous employee training. Some employees may struggle with new technologies, while concerns regarding employee privacy and cybersecurity must also be carefully managed.

Overall, digital HR systems significantly improve operational efficiency when combined with appropriate employee support.

Employer Branding and Strategic Workforce Planning

Tesco promotes itself as an employer offering career progression, employee wellbeing programmes, apprenticeship opportunities, flexible working arrangements, and competitive employee benefits.

Employer branding strengthens recruitment by making Tesco attractive to potential applicants. Strategic workforce planning enables HR to predict future staffing requirements and reduce recruitment shortages before they occur.

The effectiveness of these approaches depends upon delivering the promises made during recruitment. If employees experience poor management or limited career opportunities, employer branding may lose credibility, increasing employee turnover.

Despite these limitations, strong employer branding remains one of Tesco's most valuable recruitment tools.

Employee Engagement and Retention Strategies

Tesco uses several employee engagement initiatives, including colleague surveys, reward programmes, wellbeing support, learning opportunities, and internal promotion pathways.

These practices improve motivation by recognising employee contributions and providing career development opportunities. Employees who feel valued are more likely to remain committed to the organisation and deliver higher-quality customer service.

However, engagement initiatives alone cannot overcome issues such as excessive workloads, poor leadership, or low pay. HR must ensure that engagement programmes are supported by effective management practices.

Overall, retention strategies contribute positively to reducing labour turnover when consistently applied across all stores.

Inclusive Recruitment and DEI Leadership

Tesco promotes inclusive recruitment by encouraging applications from diverse backgrounds, providing equal opportunities, and offering disability support during recruitment processes.

Leadership development programmes also encourage managers to understand unconscious bias and inclusive leadership behaviours.

The strength of these initiatives lies in creating a workforce that reflects the diversity of Tesco's customers while improving organisational innovation and reputation.

Nevertheless, DEI policies require continuous monitoring to ensure genuine inclusion rather than simply achieving diversity targets. Without leadership commitment, employees may perceive DEI initiatives as symbolic rather than meaningful.



Critical Evaluation of Managerial Implementation

Departmental managers play a critical role in translating HR policies into everyday workplace practices. Even well-designed HR strategies will fail if managers do not consistently apply them.

Leadership accountability is essential. Managers should be responsible for meeting recruitment, employee engagement, diversity, and development objectives through measurable performance indicators. Linking these objectives to performance appraisals increases accountability.

Effective communication is equally important. Managers should clearly explain organisational changes, provide regular updates, and encourage employee feedback through meetings, surveys, and digital communication platforms. Transparent communication reduces uncertainty and resistance during periods of change.

Monitoring performance enables managers to evaluate whether HR initiatives achieve desired outcomes. Tesco can measure employee turnover, absence rates, recruitment success, engagement survey results, diversity statistics, and customer satisfaction. Data-driven decision-making enables continuous improvement.

Managers also shape organisational culture through everyday behaviour. Demonstrating fairness, respect, collaboration, and inclusion encourages employees to adopt similar values. Leaders who model inclusive behaviours strengthen trust and psychological safety.

Several barriers may hinder implementation. Resistance to technological change is common, particularly among long-serving employees who feel uncertain about new systems. Budget limitations may restrict investment in training programmes and digital infrastructure. Heavy workloads may reduce managers' ability to prioritise employee development, while inconsistent leadership practices across different stores may create unequal employee experiences.

These barriers can be overcome through comprehensive change management strategies. Providing practical training, involving employees in decision-making, recognising achievements, allocating sufficient resources, and maintaining visible senior leadership support all improve implementation success.

Ultimately, departmental managers determine whether HR strategies produce meaningful organisational improvements. Their leadership behaviours directly influence employee engagement, organisational culture, and long-term business performance.





























Conclusion

This report has examined three significant HR challenges affecting Tesco: technological advancement, talent acquisition and retention, and diversity, equality, and inclusion. Each factor influences organisational performance, employee engagement, and long-term sustainability. Contemporary HR practices such as digital HR systems, strategic workforce planning, employee engagement programmes, and inclusive recruitment provide effective solutions when implemented consistently. However, successful implementation depends largely on departmental managers demonstrating strong leadership, effective communication, and accountability. By continuously investing in its workforce and maintaining an inclusive organisational culture, Tesco can strengthen its competitive position within the UK retail industry.























Recommendations
· Continue investing in digital HR technologies while providing regular digital skills training for employees.
· Strengthen employer branding through enhanced career development opportunities
and employee wellbeing initiatives.

· Expand mentoring and leadership development programmes to improve internal promotion and employee retention.
· Introduce regular DEI audits to monitor equality, promotion opportunities, and workplace inclusion.
· Hold managers accountable through measurable HR performance indicators linked to annual performance reviews.
· Increase employee involvement during organisational change to reduce resistance and improve engagement.
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