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[bookmark: _Toc233055970]Introduction
Tesco PLC is a leading retailer based in the United Kingdom. It has supermarkets, convenient stores and web-based services. HRM is significant as far as organisational success is concerned. The contemporary business struggles with technology and talent conservation as well as labour diversity. Such problems impact on employee involvement, performance in organisations and sustainability in the long term. These are the main HR issues analysed in this report in Tesco. It analyses the applicable HR practices, and evaluates how managers can make sure that these are implemented effectively. Some strategies are also recommended in the report to facilitate the success and sustainability of organisations in future.
[bookmark: _Toc233055971]Explanation Of Key Factors
[bookmark: _Toc233055972]Adapting to Technological Advancements
The way organisations are run and how they compete is transforming due to technological progression. Digital transformation simply entails the application of technology to enhance business operations (Lucija Ivančić, Vesna Bosilj Vukšić and Spremić, 2019). Automation assists organisations to carry out routine tasks in a better way. Decision making is aided by artificial intelligence which analyses information. Workforce digitisation involves using digital tools in daily work activities.
Tesco has embraced a number of technologies in conducting its business. Customers waiting time is minimised because of using the self-service checkout. Tesco also relies on the data of Tesco Clubcard to know customer behaviour. Online groceries services facilitate the shift of customer preferences in shopping. Electronic workforce systems enhance communication and scheduling of employees (Wang, Liu and Parker, 2020).
These technologies enhance the performance of organisations in a number of ways. They make processes more efficient and enhance a high productivity. Operations can also be lowered by technology in the long run. Nonetheless, new skills and training might be required by the employees. There are some workers who are not willing to change working practices. According to Human Capital Theory, skill of employees contributes value to organisations (Toszewska-Czerniej, 2018). As such, Tesco needs to make investments in lifelong learning opportunities. Successful digital transformation helps to sustain innovation and competitiveness in the future. It also enhances sustainability of businesses in evolving markets in the long term.
[bookmark: _Toc233055973]Talent Acquisition and Retention
Hiring and retaining talents is a challenge that organisations have been facing. A shortage of labour and skills has been experienced in many industries. There is a stiff competition among organisations over experienced and qualified employees. Employee turnover may raise costs of recruitment and training (Crisp, 2021).
Tesco operates a very huge number of employees in the United Kingdom. In the retail industry, employee turnover is a norm. Tesco is also in need of digital and technical employees. The competitiveness of these workers is ever rising. Talented employees are also important in helping to recruit and retain new talent.
These are issues that influence organisational performance and quality of services. Granted that staff turnover is likely to happen often, it can disorient business activities. This could increase recruitment costs as the vacancies go to waste. Career growth and development opportunities tend to be cherished by the employees. Increased job satisfaction would enhance commitment and retention of the employees. According to Social Exchange Theory, employees respond positively with the organisational support (Sun, 2019). The Resource-Based View states talented employees provide competitive advantage. Thus, Tesco has to recruit, nurture, and retain talented employees. High retention in place of stability of workforce and preservation of knowledge. This helps in a sustainable performance of the organisation in the long-run.
[bookmark: _Toc233055974]Diversity, Equity and Inclusion (DEI).
Contemporary organisations have significant aspects of diversity, equity, and inclusion. Diversity is the variance within the employees and groups. Equity is about equal treatment and opportunities. Inclusion makes employees feel that they are respectable and valued at work.
Tesco has embarked upon a number of programmes in an effort to promote workplace inclusion. The company advances diversity goals in various workforce. There are also inclusive workplace programmes and networks which Tesco supports. The subject of gender representations will still hold significance to organisational attention. The programs are meant to provide a just working place.
High-quality DEI can enhance the performance of organisations. Multicultural teams can be more expansive with regard to ideas and opinions (Feitosa et al., 2022). Better decision making can result from varied experiences. When employees feel as part of the organization, they are likely to be more motivated. Sense of belonging can be enhanced to engage. Inclusion Theory emphasizes acceptance by the employees. The research on diversity management associate’s inclusion with the better business results. Best practices in DEI would drive a better employer image at Tesco. Their other benefits are long term workforce development and sustainability. As such, DEI is also a strategic goal of Tesco. 
[bookmark: _Toc233055975]Evaluation of Contemporary HR Practices
[bookmark: _Toc233055976]HR Practices for Technological Advancement
Tesco can use digital HR systems to help in its digital transformation initiatives. HR information systems enhance planning and allocation of resources in workforces. Workforce analytics present the data to make quicker management decisions. These systems enable the accurate determination of staffing requirements. They also enhance efficiency of large business operations. Initial costs of implementation can be high though. Privacy of data can also generate uncertainty among the employees. Thus, close observation and treatment is needed in these systems.
Reskilling and employee training are vital to success as well. Training of employees is flexible on digital learning platforms. Ongoing workforce development assists employees to be flexible to changes in technologies (George, 2023). Such practices make workforce flexible and equipped to face future. They also foster the confidence of the employees in the change of the organisation. Nevertheless, training programmes are costly to invest in. The level of employee participation can also differ within the departments. There are employees who might be opposed to practicing new digital skills. In spite of these restrictions, training is paramount to Tesco. Digital transformation outcomes are enhanced through a skilled workforce.
[bookmark: _Toc233055977]HR Practices for Talent Acquisition and Retention
One of the practices in talent management is employer branding. Tesco has employment opportunities that drive careers. Having a good employer reputation will help in attracting skilled candidates. It is also able to enhance the competitiveness of organisations in labour markets. Employer branding aids in recruiting in cases of labour shortages. But it may be tricky to quantify as to whether it is effective or not. These are not the sole ways of retaining employees using positive branding. Practical workplace benefits and support are a common expectation among the employees (Wu et al., 2021).
The employee engagement and retention strategies are more beneficial. Reward systems have the capability of enhancing motivation and commitment. Work and life balance. Flexible working arrangements. Opportunities in career development make employees develop in the long term. These measures can help minimize turnover and absenteeism among employees. They are also able to enhance service quality and employee stability. Nonetheless, such endeavours do not come at a low cost in terms of finances. Not all employees may be satisfied with some of the benefits. In spite of these constraints, these strategies are worth having. They would be very applicable in the extensive Tesco employee base.
[bookmark: _Toc233055978]HR Practices for Diversity, Equity and Inclusion
Diverse recruitment assists organisations to tap into more talent pools. This practice helps promote equity in the recruitment and selection procedures. Various applicants have the opportunity to share various ideas and experiences. This can enhance work problem solving and innovation. Nevertheless, recruitment decisions can still benefit unconscious bias. Thus, implementation will need consistent monitoring and training of managers.
Inclusion goals are also facilitated by DEI policies and leadership development. The practices promote respectful and supportive workplace behaviours. Inclusive organisational culture is enhanced with the help of leadership commitment. Tesco has come up with a number of diversity and inclusion programs (Szcześniak, 2025). These programs aid representation of various workforce groups. Nonetheless, the measurement of long-term results might be tricky. Change of culture may be very time-consuming and demanding. There might be employees who doubt the effectiveness of initiatives. Irrespective of these hurdles, the DEI practices have strategic significance. They enhance membership of employees, organisational image, and sustainability.
[bookmark: _Toc233055979]Critical Evaluation of Managerial Implementation
[bookmark: _Toc233055980]Leadership Accountability
Managers are a significant person in undertaking HR practices at Tesco. They translate the organisational policies into actions at work. Thus, the commitment of managers affects the implementation results. Tesco HR managers ought to be responsible to certain HR goals. Accountability can be facilitated in terms of diversity KPIs and performance objectives (Uzule, Zarina and Shina, 2024). These are measures motivating accountability and regular management behaviour. But responsibility must be reviewed and checked frequently. Lack of accountability can turn the HR policies into symbolic measure instead of practicing.
[bookmark: _Toc233055981]Communication Strategies
Successful HR implementation requires effective communication. Workers should be informed properly of work-related changes and adaptations. HR initiatives must be communicated to managers on the reason and benefits. Participation and engagement by employees can enhance acceptance and comprehension. In his change model, Lewin emphasizes the role of communication when it comes to change in organisations. When issues are brought up, employees will tend to favour initiatives. The Tesco managers need to promote frequent feedback and discussion. Nonetheless, communication needs to be maintained during implementation phases. Miscommunication tends to enhance opposition and discourage staff dedication.
[bookmark: _Toc233055982]Monitoring and Performance Measurement
The HR results should be measured by indicators by managers. Observation assists in detection of strengths and areas to be improved. The employee retention performance can be measured in terms of the turnover rates. The metrics of diversity can be used to assess the representation and inclusion of the workforce. Employee commitment and satisfaction can be quantified based on engagement scores. The effectiveness of development can be measured by the completion rates of the training (Patel et al., 2019). These pointers enable evidence-based management choices. Regular observation will enable quicker response to issues. Nonetheless, employee reviews should back up the data. This will enhance accountability and implementation effectiveness.
[bookmark: _Toc233055983]Organisational Culture
The HR implementation results heavily depend on the organisational culture. Learning culture promotes the growth and flexibility of employees (Ahsan, 2024). The willingness of the employees to acquire new skills increases. The inclusive culture will encourage fairness, respect and equal opportunities. These values have the potential of enhancing teamwork and employee engagement. The Tesco managers also contribute to the culture by influencing the day to day behaviour in the workplace. Sustainable organisational change cannot be brought about by policies. Thus, culture, rather than policy formulation, is a lot of times the major determinant of success. Cultural values are very strong and favourable to the long-term implementation.
[bookmark: _Toc233055984]Barriers and Solutions
There are a number of obstacles that may influence HR implementation in Tesco. One of the organisational struggles is resistance to change. HR initiatives might be restricted by budget constraints. The lack of skills can delay the organisational development and innovation. A lack of managerial consistency may minimize the effectiveness in implementation (Gunarathne and Lee, 2021). The employee capability and confidence can be enhanced with the help of training programmes. The management commitment and performance can be enhanced by leadership development. Constant feedback aids in tracking issues prior to the escalation of problems. The best long-term solution is leadership development as it promotes communication, culture, and engagement among employees at the same time. 
[bookmark: _Toc233055985]Recommendations
Tesco ought to increase digital upskilling initiatives in all departments. Greater digital technology capabilities, will also enable workers to cope with technological shifts. This has the capability to enhance productivity, efficiency and organisational performance.
Tesco needs to enhance workforce analytics to aid in HR planning. Staffing can be better improved through better workforce data that can help mitigate shortages.
Tesco needs to improve in terms of employer branding and career development. Career pathways can be made clear and this can help attract talented employees and enhance retention.
Tesco ought to enhance leadership responsibility on the outcome of DEI. Managers ought to possess articulate diversity and inclusion targets. The performance reviews should be associated with progress (Bower, 2024). This can promote accountability and integration in the work place.
Tesco ought to come up with frequent surveillance mechanisms via HR measurements. Ready review of turnover, engagement, diversity and training data should be carried out periodically. This can aid in making superior choices, ongoing enhancement and sustainability. 
[bookmark: _Toc233055986]Conclusion
Tesco faces important HR challenges related to technology, talent management, and DEI. These are implications on employee engagement, organisational performance and sustainability. The business can succeed with the help of digital HR, employee development, integrative recruitment, and retention approaches. Implementation requires excellent managerial leadership, communication, monitoring and accountability. Long-term improvement also occurs with the help of a positive organisational culture. Thus, meaningful HR practices will be crucial to the competitiveness and sustainability of Tesco in the future.
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