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Contemporary Human Resource Challenges and Practices at Tesco PLC
Introduction
This study addresses key contemporary HR challenges within Tesco PLC, one of the biggest retailers in the UK. The official website of Tesco PLC Three interrelated concerns are the focus of the analysis: managing diversity, equality, and inclusion (DEI), attracting and keeping talent, and adjusting to technological advancement. Because Tesco's big and geographically distributed staff must simultaneously adapt to digital change, shifting customer expectations, competition for specialised skills, and rising expectations regarding workplace inclusiveness, these challenges are especially important for the company.
The report evaluates contemporary HR practices that can help Tesco respond to these challenges and critically considers how departmental managers can ensure effective and urgent implementation. It concludes with practical recommendations designed to strengthen employee engagement, organisational performance and long-term sustainability.
Key Contemporary HR Challenges
1. Adapting to technological advancements
Technology is transforming the nature of work, the skills organisations require and the way employees interact with employers. Because retail is becoming more and more reliant on artificial intelligence (AI), data analytics, automation, cloud infrastructure, and digital consumer services, technological transformation is especially significant for Tesco. According to Tesco's preliminary results for 2025–2026, the company now employs over 6,000 technologists and has integrated about 250 AI workstreams into a group-wide AI strategy. Additionally, it has started a large-scale AI assistant study with about 280,000 coworkers.
These developments can improve productivity, decision-making and customer experience, but they also create HR challenges. Employees may experience anxiety about automation, changing job roles or technological redundancy. At the same time, insufficient digital skills can create capability gaps and reduce employees' confidence and engagement. Tesco therefore needs to treat technological transformation as a people issue rather than simply an IT investment. Its sustainability reporting recognises the importance of developing skills in areas such as digital technology and AI so colleagues can adapt to future work requirements.
The HR conclusion is that Tesco's organisational culture needs to incorporate ongoing learning. While successful digital development can boost employability, engagement, and organisational agility, failing to reskill personnel could result in lower productivity and higher recruitment costs.
2. Talent acquisition and retention
Competition for skilled employees is another significant challenge. The UK's labour market remains competitive, particularly for technology, data, cybersecurity and specialist management skills. CIPD research found that 69% of UK employers reported increased competition for well-qualified talent, while 56% experienced greater difficulty retaining talent.
For Tesco, The difficulty goes beyond hiring staff. In order to compete with technology businesses, speciality stores, and other large employers, the organization needs to keep employees who have important organisational expertise. Excessive employee turnover can interrupt customer service, increase pressure on current staff, and result in direct recruitment and training costs.
Expectations among employees have also evolved. While competitive remuneration is still crucial, employees are placing a higher emphasis on organisational culture, career development, flexibility, wellbeing, and meaningful work. According to CIPD research, effective flexibility can boost workplace satisfaction and loyalty while promoting diversity. Flexible working can also help attract and retain employees. Tesco has already shown that flexibility can be a component of its employee value proposition by offering a variety of work schedules and flexible working options.
Consequently, Tesco needs a strategic approach to talent that combines external recruitment with internal development, career mobility and effective employee engagement.
3. Diversity, Equity and Inclusion
DEI is both an ethical responsibility and a strategic HR issue. Tesco needs a workforce that matches the clients it serves because it works in a variety of communities. Access to a larger talent pool, employee engagement, and a sense of belonging can all be enhanced by an inclusive culture. Effective EDI is crucial for hiring, retention, employee well-being, and the development of workplaces where people can fully contribute, according to CIPD.
Tesco identifies inclusiveness as one of its organisational values and has implemented a "Everyone's Welcome" strategy. Additionally, it claims to be a Disability Confident Leader with the goal of offering an inclusive hiring process. Having policies, however, does not guarantee inclusion. Unconscious prejudice in hiring and advancement, unequal access to training, gaps in senior level representation, and disparities in employee experiences between stores, offices, and specialised tasks are some potential obstacles.
DEI must therefore extend beyond numerical representation. Tesco needs managers who demonstrate inclusive behaviours, transparent progression opportunities and reliable workforce data. Without effective implementation, DEI initiatives risk becoming symbolic rather than producing measurable improvements in employee experience and organisational performance.
Evaluation of Contemporary HR Practices
1. Digital HR, people analytics and reskilling
Tesco should integrate digital HR systems and people analytics into workforce decision-making. To find trends and assist in making evidence-based decisions, people analytics can integrate HR, recruiting, performance, engagement, and turnover data. People analytics, according to CIPD, is a way to use worker data to solve business challenges, and it has the potential to increase engagement and retention. 
Dashboards could be used by Tesco to pinpoint areas in need of further development, recruitment bottlenecks, turnover hotspots, and skill gaps. Managers may be able to predict future labour needs with the aid of predictive analytics. Tesco's current technology investment and AI strategy might be enhanced by this.
But analytics is not without its limitations. Poor data might lead to conclusions that are misleading, and correlation does not always prove causality. Overzealous staff surveillance might also undermine confidence. Tesco should thus integrate focus groups, employee surveys, and managerial judgement with quantitative analytics. Tesco manages a lot of employee data, therefore data privacy and ethical governance are especially crucial. Controlling and standardising people data is crucial, as evidenced by its current DEI governance duties. 

Adoption of technology should be accompanied by reskilling. Tesco can lower employee anxiety and develop internal talent pipelines by investing in digital and AI learning. The drawback is that training is time-consuming and expensive, and it does not ensure that workers will develop skills that are useful to businesses. Therefore, training must to be explicitly connected to future capabilities that have been defined and quantifiable performance outcomes.
2.  Strategic workforce planning, employer branding and retention
Strategic workforce planning would enable Tesco to anticipate rather than react to talent shortages. Moving toward workforce intelligence that identifies future capabilities, redeployment possibilities, and significant skills needs is a key component of current CIPD thinking. As a result, Tesco needs to identify key positions, project future demand, and set up internal succession plans. 
This approach should be aided by employer branding. Tesco currently uses specialised employer-branding initiatives that include candidate communications, colleague stories, and digital campaigns. By expressing a genuine employee value proposition instead than competing only on compensation, this can improve recruiting.
However, if the external message does not align with employees' real experiences, employer branding may lose its effectiveness. Candidates may be drawn in by recruitment ads, but turnover may rise as a result of ineffective management, little opportunity for professional advancement, or rigid work schedules. Therefore, employee experience and employer branding need to be combined. 
Career development, recognition, competitive rewards, wellbeing, and flexible work schedules are all important retention measures. These strategies can increase dedication, but they also come with a price. Tesco should use people analytics to focus initiatives in order to determine which elements employees appreciate most and where turnover is most detrimental.
3.  Inclusive recruitment and leadership development
Tesco needs to strengthen inclusive recruitment through structured selection criteria, diverse recruitment channels, reasonable adjustments and objective assessment. CIPD notes that recruitment processes should be redesigned to reduce bias rather than relying solely on unconscious-bias training. Structured interviews and consistent scoring criteria can therefore provide greater fairness than informal manager discretion.


Tesco currently employs recruiting experts who are expected to use inclusive sourcing methods, analytics, and market expertise, especially for technology positions. This is a helpful starting point, but inclusive hiring needs to be evaluated at every stage of the hiring process: application, shortlist, interview, offer, and retention. 
Development of leadership is just as crucial. Employee advancement and inclusive behaviour should be the responsibility of managers. Instead than being viewed only as an HR duty, DEI should be integrated into management goals. The main drawback is that numerical goals may promote a mindset of compliance. Tesco should so use engagement, advancement, and employee experience data to gauge both inclusion and representation.
Critical Evaluation of Managerial Implementation
In order to translate HR strategy into employee experience, departmental managers are crucial. When line managers lack the necessary skills, time, or dedication, even complex HR regulations may fall short. As a result, Tesco has to clearly define leadership accountability. Departmental managers should be in charge of putting senior leaders' quantifiable goals into action locally. Managerial performance appraisals should include DEI, retention, development, and digital skills metrics. 
When technology is changing, communication is more crucial. The introduction of new technology, potential role changes, and the assistance that will be offered should all be explained by managers. Because employees may discover operational issues and voice concerns, two-way communication is better than top-down announcements. Tesco's size makes it challenging to communicate consistently, so managers should mix local conversations with central directives.
A balanced HR dashboard should be used to track implementation. Voluntary turnover, regrettable turnover, hiring time, hiring quality, internal promotion, training completion, acquisition of digital skills, engagement scores, absence, and DEI representation should all be measured. Managers should refrain from concentrating only on numerical goals, though. For instance, cutting down on hiring time without keeping an eye on quality could lead to inappropriate appointments. In a similar vein, higher training completion rates may not prove that workers have acquired practical skills. 
Another important consideration is organisational culture. Tesco's declared "Everyone's Welcome" tenet offers a solid cultural basis, but daily executive conduct determines culture. Supervisors ought to be fair, support employee input, and confront discriminatory behaviour. In a similar vein, CIPD's inclusive recruitment guidelines highlight the critical role managers play in fostering equitable hiring practices.

Several barriers could delay implementation. These include resistance to technological change, competing operational priorities, limited managerial capability, inconsistent practices across locations and concerns about the cost of HR initiatives. Tesco can overcome these barriers by introducing phased implementation, providing manager training, appointing accountable owners and using pilot programmes before large-scale deployment.
Because talent rivalry and technological development are ongoing issues rather than transient ones, urgency is more crucial. Slow action on retention can raise recruitment expenses, and delaying investment in digital skills could worsen capability gaps. Therefore, managers should use a "test, measure, and improve" strategy: swiftly deploy high-priority projects, track results, get input from staff, and expand effective interventions.
Ultimately, effective implementation requires HR and operational management to work as partners. HR should provide expertise, data, systems and policy, while departmental managers should translate these resources into effective employee experiences.
Conclusion
Tesco faces three interconnected HR challenges: technological transformation, talent acquisition and retention, and DEI. Investments in technology foster creativity and productivity, but they also necessitate significant change management and reskilling. Tesco must integrate employer branding with career growth, flexibility, and positive work experiences in order to compete for talent. In the meanwhile, DEI needs to go beyond policy declarations and focus on quantifiable improvements in hiring, advancement, and managerial conduct.
Recommendations
1. Establish a Tesco-wide future skills programme focused on AI, digital capability and roles most vulnerable to technological change, with learning linked to identified workforce needs.
2. Develop an integrated people analytics dashboard covering turnover, skills, recruitment, engagement, internal mobility and DEI, while maintaining strong data-protection and ethical controls.
3. Strengthen internal talent pipelines through structured career pathways, succession planning, mentoring and opportunities for employees to move into emerging technology and management roles.
4. Make managers accountable for people outcomes by incorporating retention, engagement, development and inclusion measures into managerial performance objectives.
5. Strengthen inclusive recruitment through structured interviews, consistent scoring, accessible recruitment processes and monitoring of diversity at every recruitment stage.
6. Measure employee experience as well as representation, using engagement surveys, employee voice and progression data to establish whether Tesco's "Everyone's Welcome" culture is experienced consistently across the organisation.
These recommendations would enable Tesco to connect technological transformation with employee development while strengthening its ability to attract, retain and develop a diverse workforce.
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