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Introduction 
Human Resource Management (HRM) is an important part of every organization because employees play a major role in how successful a business can be. HR departments are responsible for areas such as recruitment, employee development, performance, wellbeing, and creating a positive working environment. However, businesses are currently facing new challenges because technology is developing quickly, competition for skilled employees is increasing, and employees expect organizations to be more diverse and inclusive. 
[bookmark: _Int_3aGSeoRx]Tesco PLC is one of the UK’s largest retailers and employs a large number of people across its stores, distribution centres, technology teams and management departments. This means that effective HR practices are particularly important to the organization. Tesco must make sure that its employees have the skills needed for modern retail, while also attracting new employees and keeping existing staff motivated. 
[bookmark: _Int_fxWAIoJ7]This report focuses on three key contemporary HR challenges facing Tesco: adapting to technological advancements, talent acquisition and retention, and diversity, equity and inclusion (DEI). It explains how these issues can affect Tesco’s performance, employee engagement, and long-term sustainability. The report also evaluates HR practices that Tesco could use to deal with these challenges and considers how managers can make sure these practices are actually implemented within the organization. 

2. Explanation of Key Factors
Adapting to Technological Advancements
Technology is changing the retail industry significantly. Tesco uses technology in many areas of its business, including online shopping, self-checkouts, stock management, data analysis, and digital communication. Artificial intelligence (AI) and automation are also becoming increasingly important for businesses. These changes can improve efficiency and help Tesco provide a better service to customers, but they also create challenges for HR. 
One of the biggest challenges is making sure employees have the right skills to use new technology. Some employees may feel worried that automation could replace parts of their jobs or that they will struggle to learn new systems. If employees are not properly supported, this could lead to stress, resistance to change, and lower employee engagement. 
Tesco has recognized the importance of digital skills and has invested in learning opportunities for employees. Its sustainability reporting highlights the importance of developing digital and AI capabilities and providing employees with opppportunities to learn new technical skills. This is important because technological change should not only be about purchasing new systems. Tesco also needs to invest in the people who will be using them. 
Technology can have a positive effect on organizational performance because it can reduce repetitive tasks, improve decision-making, and make some processes quicker. However, employees need training and support to gain confidence, HR therefore has an important role in managing technological change and ensuring employees understand why changes are being introduced. 

Talent Acquisition and Retention
Another major challenge for Tesco is attracting and retaining talented employees. Tesco requires employees with many different skills, ranging from customer service and retail management to logistics, finance, and technology. Competition between employers means that Tesco needs to provide employees with good reasons to join and stay with the organization. 
Employee turnover can be expensive because Tesco has to spend money and time recruiting and training new employees. High turnover can also affect customer service because experienced employees have valuable knowledge about the organisation and its customers. If many employees leave, the remaining staff may also experience increased workloads. 
Pay is an important factor, but it is not the only thing that influences whether employees stay. Employees may also care about career progression, training, flexible working, recognition, wellbeing, and having a good relationship with their manager. Therefore, Tesco needs to take a wider approach to employee retention. 
Tesco can improve retention by giving employees opportunities to develop and progress within the organization. For example, an employee who starts in a store could be given opportunities to develop their management skills and apply for more senior positions. This could make employees feel that Tesco is investing in their future. 

Diversity, Equity and Inclusion (DEI)
Diversity, equity, and inclusion are another important HR issue. Tesco employs people from many different backgrounds, ages, cultures, and abilities. A diverse workforce can bring different ideas and experiences to an organization and can also help a company understand a wide range of customers. 
Tesco promotes its “Everyone’s Welcome” approach and aims to create an inclusive environment for employees. It also supports inclusive recruitment and has taken steps to improve accessibility for disabled candidates. 
However, simply having a DEI policy does not automatically create an inclusive workplace. Managers have a major influence on how employees experience the organization. For example, if a manager treats certain employees unfairly or does not provide equal development opportunities, employees may feel excluded even if the organization has strong policies. 
DEI can therefore affect employee engagement and retention. Employees are more likely to feel motivated when they believe they are respected and have equal opportunities. For Tesco, creating an inclusive culture can also help attract a wider range of applicants. 

3. Evaluation of Contemporary HR Practices
Digital HR System and Workforce Analytics 
One HR practice Tesco can use to deal with its workforce challenges is digital HR systems and workforce analytics. Workforce analytics involves using employee information to identify patterns and support decision-making. For example, Tesco could examine employee turnover, absence levels, engagement scores, and training participation. 
This could help managers identify which departments have high turnover and investigate the reasons behind it. If one store has much higher employee turnover than another, HR could investigate whether there are problems with management, workload, working conditions, or development opportunities. 
The main advantage of workforce analytics is that it allows Tesco to make decisions based on evidence. However, data does not always explain the full situation. For example, statistics may show that employees are leaving but may not explain exactly why. Tesco should therefore combine workforce data with employee surveys, interviews, and regular feedback. 

Employer Branding and Strategic Workforce Planning 
Employer branding is another useful HR practice. Employer branding is the way an organization presents itself to potential and current employees. Tesco can promote its career opportunitites, training, employee benefits, and company values to attract applicants. 
This is particularly important when competing for employees with other larger retailers. If candidates see Tesco as an organization that provides development opportunities and treats employees fairly, they may be more likely to apply. 
Strategic workforce planning is also important because Tesco needs to consider what skills it will require in the future. For example, as technology becomes more important, Tesco may need more employees with digital, data, and AI skills. 
The weakness of employer branding is that Tesco needs to ensure its advertising matches employees’ actual experiences. If the company promotes itself as supportive and inclusive but employees experience the opposite, this could damage its reputation. Therefore, employer branding needs to be supported by genuine HR practices. 

Employee Engagement and Retention Strategies
Tesco can also improve retention through employee engagement strategies. Employee engagement refers to how committed and motivated employees feel towards their work and organisation. 
Training and development can improve engagement because employees feel that Tesco is interested in their future. Recognition can also motivate employees by showing them that their contribution is valued. Managers could recognize good performance through regular feedback, praise, or development opportunities. 
Tesco should also listen to employee opinions through surveys and feedback systems. This gives employees the opportunity to explain what is working well and what needs to be improved. 
[bookmark: _Int_RTMJE6Ak]However, engagement strategies will not be effective if employees feel that management does not act on their feedback. Tesco should therefore communicate the actions it has taken as a result of employee feedback. 

Inclusive Recruitment and DEI Practices
Inclusive recruitment can help Tesco attract a wider range of employees. This could involve using accessible job advertisements, providing reasonable adjustments, using structured interviews, and training managers to recognize unconscious bias. 
Structured interviews can be useful because candidates are asked similar questions and assessed against the same criteria. This can make the recruitment process fairer. 
Tesco’s “Everyone’s Welcome” approach provides a useful foundation for inclusion. However, DEI should not only focus on recruitment. Tesco should also consider promotion, training, pay, leadership, and employee development. 
A major strength of DEI practices is that they can create a stronger sense of belonging. However, a possible limitation is that employees may see DEI initiatives as simply a requirement if managers do commitment is therefore essential. 

4. Critical Evaluation of Managerial Implementation
Departmental managers play an important role in making sure HR practices are successfully implemented. HR departments can create policies, but employees experience these policies through their managers daily. 

Leadership Accountability
[bookmark: _Int_rzRR1ItZ]Managers should be paid held accountable for how they manage employees. This could include targets relating to employee engagement, staff turnover, training, and inclusion. 
For example, if a manager has consistently high employee turnover, Tesco should investigate the reasons instead of simply replacing employees. Managers should be expected to take responsibility for creating a positive working environment. 
Leadership accountability can make HR practices more effective because managers know that employee-related issues are part of their responsibilities. 

Communicate Strategies
Good communication is essential when Tesco introduces new technology or changes working practices. Managers should clearly explain what is changing, why it is changing, and how employees will be affected. 
Employees should also have the opportunity to ask questions. This is especially important when employees are worried that technology could affect their jobs. If managers communicate openly and provide training, employees may be more willing to accept change. 
Communication should be two-way rather than simply managers telling employees what will happen. Employee feedback can help Tesco identify problems that management may not have considered. 

Monitoring and Performance Measurement 
Tesco should use key performance indicators (KPIs) to measure whether its HR practices are working. These could include employee turnover, absence, employee engagement, training completion, internal promotions, and recruitment time. 
For example, if Tesco introduces a new training programme, managers could measure how many employees complete it and whether employees report increased confidence afterwards. 
However, managers should not reply only to statistics. Numbers can identify a problem but may not explain it. Employee feedback should therefore be used alongside performance data. 

Organizational Culture
Tesco’s organisational culture can influence whether HR practices succeed. Managers should demonstrate the behaviors they expect from employees. If Tesco wants to create an inclusive workplace, managers need to treat employees fairly and challenge inappropriate behavior. 
The same applies to technological change. Managers should show employees that learning new technology is a normal part of development rather than something to fear. 

Barriers to Implementation
[bookmark: _Int_FC2MD3xF]There are several possible barriers to implementing these HR practices. These include employees resistance to change, lack of maangement training, financial pressures, lack of time and inconsistent management between different departments. 
Tesco can overcome these barriers by providing training, communicating changes clearly, and introducing new practices gradually. Employees should also be involved in the change process where possible. 
Another important solution is ensuring managers receive training themselves. Managers cannot effectively support employees if they do not understand the new technology, HR policies, or DEI expectations. 
Overall, successful HR implementation requires cooperation between HR professionals, managers, and employees. Tesco needs to make sure its HR strategies are not simply written policies but are actually reflected in employees’ everyday experiences. 


Conclusion
Overall, the three HR challenges discussed are closely connected. The growth of technology means Tesco needs employees with new digital skills, which makes recruitment and employee development more important. At the same time, employees are more likely to stay with an organization if they feel valued, have opportunities to develop and believe they are working in an inclusive enviroment. 
Tesco already has several HR practices in place, including digital learning, career development, inclusive recruitment, and employee engagement activities. However, having these policies is not enough on its own. Managers need to make sure that employees understand the changes, have access to training, and feel supported. 

Recommendations
Firstly, Tesco should continue investing in digital and AI training so that employees can develop the skills needed for the future. Secondly, Tesco should use workforce analytics to identify why employees leave, where skills shortages exist, and which departments may need additional support. Finally, managers should have clear DEI and employee engagement targets so that inclusion becomes part of everyday management rather than simply being an HR policy. These recommendations would help Tesco develop a skilled, motivated, and inclusive workforce.
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