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[bookmark: _Toc222013388]INTRODUCTION
The Tesco PLC company is the biggest food retailer in the UK with an estimated grocery market share of approximately 27 percent and operating in a highly competitive and digitally changing industry (Wadud et al., 2025, Statista, 2023). Having a workforce of more than 330,000 employees working in stores, distribution centers and head offices, Tesco operates using a multi-layered structure with both frontline service roles and complex data analytics and online fulfilment systems (Tesco plc, 2023). The scale amplifies three critical HR issues: the technological development through automation and the use of AI in the process of making predictions, ongoing pressure of recruitment and retention in the UK retail labour markets, and the accountability of DEI in a dispersed workforce (Dunkerley et al., 2022). This report examines these issues, considers modern HR reactions, and evaluates the managerial implementation systems.
[bookmark: _Toc222013389]ORGANISATIONAL CONTEXT: STRATEGIC HR IN TESCO
Tesco is on top of the UK grocery market with 27 percent market share and growing online grocery platforms that yield more than 6 billion online sales, and Clubcard information analytics drive personalized pricing strategies (Statista, 2023, Tesco plc, 2023). Distribution centers should be automated and extensive self-checkout systems are to be used to boost productivity and cost efficiency (Wadud et al., 2025). Working with more than 330,000 mostly hourly workers, as well as managerial and technological experts, Tesco needs combined workforce planning and performance management systems (Tesco plc, 2023). Employee development, operation reliability and customer experience are strengthened through strategic HR practices in an ever-data-driven retailing environment, in a way that supports the idea of a sustainable competitive advantage (Boxall and Purcell, 2022).
[bookmark: _Toc222013390]SPECIFIC HR CHALLENGES IN TESCO
[bookmark: _Toc222013391]Meeting Technological Advancement
The technological revolution at Tesco can be traced to automated distribution centers with robotics to fill high volumes of orders, AI-based demand forecasting systems that enhance the accuracy of the stock, and the growth of online grocery platforms that have been served with integrated digital payments (Brynjolfsson and McAfee, 2014). These systems improve efficiency in the work but, at the same time, redefine the labor needs, cutting the number of manual duties and raising the number of works with the use of digital coordination, data decoding, and technical troubleshooting capabilities. Routine checkout jobs have somewhat taken the course of self-service control and customer support, which is job redesign and not the substitution. The Human Capital Theory focuses on long-term capital investment in employee competence as a productivity facilitator (Alam, 2022), whereas the AMO approach prioritizes the ability building with the help of systematic training as a result of increased performance (Boxall and Purcell, 2022). Simultaneously, strategic workforce planning involves the ability to project the digital skill mismatch and bridge the reskilling efforts with the changing performance indicators. This change is supported by digital HR transformation that encompasses e-learning systems and analytics-based appraisal systems (Anusiya, 2022). Nonetheless, the high training expenses, lack of even distribution of digital facilities across its stores and anxiety of employees about job replacement pose a challenge in implementation, which, unless handled properly, may negate engagement.
[bookmark: _Toc222013392]Talent Acquisition and Retention
The UK retail market has been facing incessant turnover and vacancy issues, and labour shortages compounded by post-Brexit migration restrictions on supply chains and frontline personnel (Dunkerley et al., 2022). The fact that Tesco uses hourly workers in the shops which are located in different geographic areas increases its vulnerability to recruitment instability. The modern day employees are placing more emphasis on flexible work schedules, wellbeing provisions, and mobility in career, which is an indication of the shift of the psychological contract towards more relational than transactional expectations (Çitil, 2022). According to Social Exchange theory, perceived organisational support can affect the commitment and discretionary effort, which strengthens the significance of the credible employer branding as well as the differentiated Employer Value Proposition. Systems that are based on comprehensive training, equity in appraisal, and participatory management that are known as High-Performance Work System have the potential to increase retention by developing skills and interesting employees (Rustiawan et al., 2023). However, competition in wages and the workload pressure on managers as well as the need to balance productivity goals versus the wellbeing of staff raises structural tensions. The over-dependence on any monetary rewards will lead to the inflation of costs and not the long-term loyalty, and the lack of career development opportunities can and will diminish the loyalty even with the high salary.
[bookmark: _Toc222013393]Diversity, Equity and Inclusion at Tesco
The publicly disclosed information on gender pay gaps and leadership diversity promises at Tesco portrays a formal responsibility of the company in a highly scrutinized regulatory context (Tesco plc, 2023). Nevertheless, the inequality in representation on the higher leadership levels remains, which is an indication of larger structural issues in the large retail hierarchy. Inclusion in geographically spread stores must be based on the same managerial practices so that the experience of employees may not be disproportionate. The Equity Theory assumes that reward and progression perception will determine motivation and retention (Adams, 1965). In Resource-Based View, different human capital increases creativity and adaptability forces which can lead to long term competitive advantage (Barney, 1991). The theory of inclusive Leadership also means that managers should be exemplars of openness and psychological safety (Chung et al., 2025). Credible DEI strategies are supported by institutional pressures, perceived in the form of the requirement to report on ESG issues and the need to comply with the law. However, the threat of symbolic compliance is high when the diversity objectives are followed without the structural changes in recruitment streams, promotional mechanisms, and performance appraisal procedures. Inclusion has to be embedded in appraisal measurements and leadership accountability systems hence in order to facilitate substantive transformation as opposed to performative transformation.
[bookmark: _Toc222013394]EVALUATION OF CONTEMPORARY HR PRACTICES AT TESCO
[bookmark: _Toc222013395]Practices Addressing Technological Advancement
Tesco has also increased online learning resources to train its employees in data management, online fulfilment services, automated checkout monitoring, and modular e-learning is combined with performance dashboards (Tesco plc, 2023). Digital training makes it more scalable and reduces the marginal cost of delivery, which is consistent with the findings that technology-enhanced development is more productive when connected with structured performance feedback. Nonetheless, the participation in stores is not the same; studies show that digital trainings can only be effective when managers reinforce them and perceived relevance. In Tesco, HR analytics can be used to predict the workforce planning and keep track of the attendance, productivity, and training completion in real-time. Planning can be more effective on the basis of data, and algorithmic systems may make the allocation of labour more accurate, but it may involve introducing bias in case the historical data indicate unfair distribution (Fabris et al., 2025). Digital HR and AI-assisted recruitment will help to improve the efficiency of the screening process and decrease administrative overhead, though it will require addressing data privacy issues and compliance with UK GDPR due to its potential to undermine the prospects of applicants not so digital-savvy. Although cost effectiveness and scalability are apparent, long term sustainability requires a constant assessment, open data management, and maintaining technological adoption reinforcing frontline performance capabilities rather than just replacing them.
[bookmark: _Toc222013396]Practices Addressing Talent Acquisition and Retention
Part-time and flexible working will enable Tesco to satisfy the needs of a variety of employees and react to the changing consumer demand. The empirical data is associated with the fact that schedule autonomy correlates with increased job satisfaction and a lower turnover intention (Xu and Yu, 2025). Nevertheless, there is a greater complexity of operation with the coordination of availability of large networks of stores, which may increase the work of the manager. Capability development is aided through structured career pathways and mobility programmes internal, and these processes are in line with results which indicate that advancement opportunities are better predictors of retention than short-term pay (Avanzi et al., 2023). One of the features of the High-Performance Work System that Tesco has is the performance-based reward systems and recognition schemes designed to balance productivity with organisational objectives (Rustiawan et al., 2023). However, over-focus on performance measures can lead to a perception of unfairness in case the targets are allocated unequally among departments. Retail stressors can be mitigated through wellbeing programs such as mental health support, but financial sustainability can be achieved by showing a decline in absenteeism and turnover. The problem with reward escalation in competitive labour markets is that it is likely to erode margins but with no commitment. On the whole, retention planning should be implemented throughout scheduling, development, appraisal, and engagement systems, as opposed to stand-alone interventions to have a long-term effect.
[bookmark: _Toc222013397]Practices Addressing Diversity, Equity and Inclusion
Blind recruitment in Tesco aims to decrease the unconscious bias in recruitment at entry levels, which is in line with the findings that anonymized screening can boost minority group representation in shortlists (Blommaert and Coenders, 2024). Diversity in leadership focuses on accountability and transparency in reporting makes leadership accountable and meets the expectations of all the stakeholders. Nevertheless, number goals are useful in promoting tokenistic appointments in case promotion pipelines do not change. Psychological safety and a sense of belonging, which are both predictors of engagement and innovation, can be reinforced through an inclusive leadership training and mentoring programmes. There are measurement limitations; the representation metrics fail to measure daily aspects of inclusion. Cultural resistance might be a result of stores with established norms, which see a need to continue with managerial modelling. Unless it is incorporated into performance management and succession planning, the DEI initiatives may end up as symbolic compliance. Implementation is thus based on the need to incorporate the recruitment reform, leadership accountability, and constant cultural evaluation instead of infrequent training interventions.
[bookmark: _Toc222013398]Critical Evaluation: Role of Departmental Managers
[bookmark: _Toc222013399]Driving Technological Adaptation
Store managers play the main role in making sure there is participation in digital training and conversion of system upgrade to operational competency. The literature on change leadership proves that the local level managerial support plays a crucial role in fostering the rate of technology adoption (Kotter, 2012). This can be achieved through effective communication of the intention of automation that will lessen opposition and alleviate anxiety. Nevertheless, haste rollouts can cause burnout or shallow skills development which will negatively affect productivity improvements. Managers should strike a balance between the performance goals and systematic learning to avoid skill deficiencies.
[bookmark: _Toc222013400]Embedding Retention Practices
The retention strategies are operationalized by managers through performance reviews and career conversations. There must be congruence between the team KPIs and the engagement results; in case the productivity is the major focus of the appraisal systems, the relational relation aspects of retention are undermined. Tying managerial appraisal to employee engagement ratings could increase accountability, although it will encourage manipulation of the metrics. Credibility of retention is through honest communication rather than reporting compliance.
[bookmark: _Toc222013401]Embedding DEI Daily
Managers exemplify the behaviour of inclusion and manage a fair distribution of work. The inclusion of DEI measures on appraisals enhances responsibility. However, unequal implementation in different places can undermine development.
[bookmark: _Toc222013402]Monitoring and Sustainability
Monitoring of turnover, training uptake and diversity is possible with the help of dashboards and HR reporting. Managers have to balance short-term cost benefit and long-term workforce sustainability. Managerial competency is the end result of sustainable HR implementation that entails the integration of technology, retention and inclusion in operational realities.
[bookmark: _Toc222013403]CONCLUSION AND RECOMMENDATIONS
The technological change, talent pressure and DEI commitments of Tesco are strategically related, and integrated HR planning and performance management are needed to maintain the competitive advantage. Automation and digital systems require organised reskilling and retention strategies have to be productivity versus engagement. Likewise, the initiatives of DEI need to be accountable beyond the symbolic compliance in order to enhance innovation and legitimacy. This requires a good application through the sustained leadership of the managers in translating the policy into the working practice.
The short-term objectives involve carrying out the digital skills audit, improving the transparency of the DEI data, and carrying out engagement pulse surveys. The medium-term actions must include the inclusion of HR KPIs in managerial appraisal, increase structured reskilling programmes, and codify leadership accountability frameworks. Cultural transformation, predictive workforce analytics, and incessant inclusion measurement systems should be integrated into long term strategy to be executed in a financially viable and operationally sustainable manner.
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