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[bookmark: _Toc224063130]Introduction
Human Resource Management (HRM) is a critical organisational function that focuses on managing employees effectively in order to achieve organisational objectives and maintain competitive advantage. Modern organisations operate in highly dynamic environments characterised by rapid technological developments, increasing competition for skilled employees and growing expectations for inclusive workplaces. These developments create significant challenges for HR departments, requiring organisations to adopt strategic approaches to workforce management, talent development and employee engagement (Armstrong and Taylor, 2023).
Tesco plc is one of the largest retail companies in the United Kingdom and operates a large network of supermarkets, distribution centres and online retail services. The organisation employs hundreds of thousands of employees across different operational areas, which makes effective human resource management essential for maintaining organisational performance and service quality (Tesco, 2024). Tesco has increasingly focused on digital innovation, workforce development and inclusive employment practices in order to remain competitive within the retail sector (CIPD, 2023).
This report examines three key HR challenges affecting Tesco: meeting technological advancement, talent acquisition and retention, and diversity, equity and inclusion (DEI). The report also evaluates contemporary HR practices used to address these challenges and critically assesses how departmental managers ensure these practices are implemented effectively.
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Organisations increasingly adopt contemporary human resource management practices to address modern workforce challenges such as technological advancement, talent acquisition and retention, and diversity, equity and inclusion (DEI). In large organisations such as Tesco, these practices are essential for improving organisational performance, supporting employee development and ensuring long-term sustainability. Evaluating these HR practices helps to understand how effectively they address the challenges identified in the previous section.
One important contemporary HR practice used to address technological advancement is the implementation of Human Resource Information Systems (HRIS). HRIS refers to digital platforms that allow organisations to manage employee data, recruitment processes, payroll systems and performance management electronically. According to Strohmeier (2020), digital HR systems enable organisations to improve efficiency, reduce administrative workload and support data-driven decision making. In organisations like Tesco, HRIS allows managers to coordinate workforce planning across multiple stores and locations while also improving communication between departments. Digital HR platforms also support online recruitment processes, which help organisations reach a larger pool of potential candidates. However, the successful implementation of HRIS requires investment in training and infrastructure. Employees must develop digital competencies to use these systems effectively, and organisations must ensure that data security and privacy regulations are properly maintained.
Another contemporary HR practice related to technological advancement is the use of digital learning and development programmes. Online training platforms and e-learning systems allow employees to develop new skills and adapt to changing workplace technologies. Armstrong and Taylor (2023) emphasise that continuous learning is essential for organisations seeking to remain competitive in environments characterised by rapid technological change. Tesco has invested in digital learning platforms that allow employees to access training materials, leadership development programmes and professional development resources. These systems provide flexibility for employees who can complete training modules remotely while balancing work responsibilities. Although digital training systems provide many benefits, organisations must ensure that employees remain motivated to participate in training programmes and that learning outcomes are effectively monitored.
To address challenges related to talent acquisition and retention, organisations implement a range of contemporary HR practices focused on attracting and retaining skilled employees. One widely used approach is employer branding. Employer branding refers to the process of promoting an organisation as an attractive place to work in order to attract talented candidates. According to Backhaus and Tikoo (2004), organisations with strong employer brands are more likely to attract high-quality applicants and reduce recruitment costs. Tesco promotes its employer brand through career development opportunities, employee benefits and training programmes designed to support employee progression within the company. By communicating these opportunities through recruitment campaigns and corporate communication channels, Tesco can attract candidates who are aligned with its organisational values.
Employee development programmes are also widely used as a strategy for improving retention. Organisations that provide opportunities for career progression, skills development and leadership training are more likely to retain employees who seek long-term professional growth. Guest (2017) argues that investment in employee development contributes to higher levels of job satisfaction and organisational commitment. Tesco provides training programmes, leadership development initiatives and internal promotion opportunities that allow employees to advance within the organisation. These initiatives encourage employees to remain with the company while also supporting the development of future leaders. Nevertheless, organisations must ensure that development programmes are accessible to all employees and that opportunities are distributed fairly across departments.
Flexible working practices have also become increasingly important in modern HR management. Flexible work arrangements, including flexible scheduling and remote work opportunities, can improve employee work-life balance and increase job satisfaction. According to CIPD (2023), organisations that provide flexible working arrangements often experience higher employee engagement and lower turnover rates. Within Tesco, flexible working practices can be particularly valuable in supporting employees who work in retail environments with varying schedules. However, implementing flexible work arrangements in operational settings such as retail stores can be challenging because customer service requirements must still be maintained.
Diversity, equity and inclusion initiatives represent another important contemporary HR practice. Organisations increasingly recognise that diverse and inclusive workplaces contribute to improved creativity, innovation and organisational performance. Shore et al. (2018) highlight that inclusive HR practices create environments where employees from different backgrounds feel valued and respected. Tesco has introduced diversity initiatives that focus on equal opportunity employment, inclusive recruitment processes and leadership development programmes designed to support underrepresented groups within the workforce. These initiatives can strengthen organisational culture and improve employee engagement.
Despite the benefits of DEI initiatives, organisations must ensure that diversity policies are supported by practical actions rather than remaining symbolic commitments. Effective diversity management requires ongoing monitoring, employee training and leadership support to ensure that inclusive practices are embedded within organisational culture. HR departments therefore play a critical role in developing policies, monitoring diversity outcomes and promoting inclusive leadership behaviours across the organisation.
Through the implementation of contemporary HR practices such as digital HR systems, employee development programmes, employer branding strategies, flexible working arrangements and diversity initiatives, organisations like Tesco can respond effectively to modern workforce challenges. These practices support organisational adaptability while also improving employee satisfaction, engagement and long-term organisational performance.
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Departmental managers play a crucial role in ensuring that human resource practices are implemented effectively within organisations. While HR departments are responsible for designing policies and strategies, managers at departmental level are responsible for translating these policies into daily workplace practices. Their role is particularly important in large organisations such as Tesco, where managers supervise employees across multiple departments and operational environments. Effective managerial involvement ensures that HR practices addressing technological advancement, talent acquisition and retention, and diversity, equity and inclusion are applied consistently across the organisation.
One of the key responsibilities of departmental managers is supporting organisational change associated with technological advancement. The introduction of new digital systems, automation tools and online retail technologies requires employees to adapt to new ways of working. Managers therefore play an important role in guiding employees through these transitions by providing clear communication and practical support. According to Kotter (1996), successful organisational change requires leadership that encourages employee engagement and reduces resistance to change. Managers must ensure that employees understand the benefits of new technologies and how these systems contribute to improved efficiency and customer service. At Tesco, managers may support employees by organising training sessions, encouraging participation in digital learning programmes and monitoring employee progress when new technologies are introduced.
Another important responsibility of departmental managers is supporting effective talent management practices. Recruitment and retention strategies developed by HR departments can only be successful if managers actively support them at operational level. Managers are often involved in recruitment decisions, employee development and performance management processes. According to Armstrong and Taylor (2023), line managers play a key role in identifying employee potential, providing feedback and supporting professional development. At Tesco, managers supervise employees directly and therefore have a strong influence on employee engagement and job satisfaction. By providing constructive feedback, recognising employee achievements and encouraging career development, managers can improve employee motivation and reduce staff turnover.
Performance management is also a central managerial responsibility that contributes to the effective implementation of HR practices. Performance management systems are designed to evaluate employee performance, identify development needs and ensure that employees contribute effectively to organisational objectives. Managers are responsible for monitoring employee performance, conducting performance reviews and setting individual performance targets. Aguinis (2019) argues that effective performance management systems help organisations align employee performance with strategic goals while also supporting employee development. In the case of Tesco, departmental managers can ensure that employees understand performance expectations and receive regular feedback regarding their progress. This process helps employees improve their skills and maintain high levels of productivity.
Departmental managers also play a key role in promoting diversity, equity and inclusion within the workplace. While HR departments may develop diversity policies, managers are responsible for ensuring that these policies are implemented fairly in everyday workplace interactions. Inclusive leadership practices encourage managers to treat employees fairly, respect individual differences and promote equal opportunities for career development. According to Shore et al. (2018), inclusive leadership contributes to improved employee engagement and organisational performance. Managers must therefore ensure that recruitment decisions, promotion opportunities and training programmes are accessible to all employees regardless of their background.
Creating an inclusive workplace environment also requires managers to address potential discrimination or bias that may occur within teams. Managers must ensure that employees feel respected and supported regardless of their gender, ethnicity, age or other personal characteristics. This may involve encouraging open communication, addressing conflicts within teams and ensuring that organisational policies related to equality and diversity are consistently applied. By demonstrating inclusive leadership behaviours, managers can strengthen organisational culture and support positive working relationships between employees.
Another important responsibility of departmental managers is ensuring that HR policies are implemented with urgency and consistency. Organisations may develop well-designed HR strategies, but their effectiveness depends on how they are applied within daily operations. Managers must therefore monitor whether HR practices are being followed correctly and address any challenges that may arise during implementation. For example, managers may track employee participation in training programmes, review recruitment processes or evaluate employee feedback regarding workplace practices. Through active involvement in HR processes, managers can identify potential issues early and work with HR departments to develop solutions.
Managers also contribute to organisational communication by acting as a link between senior management, HR departments and employees. Clear communication ensures that employees understand organisational policies and expectations. Managers must therefore communicate HR initiatives clearly and encourage employees to participate in training programmes, diversity initiatives and performance management processes. Effective communication can also help build trust between employees and management, which is essential for successful HR implementation.
Through leadership, communication and performance management responsibilities, departmental managers ensure that HR practices are applied effectively within organisations such as Tesco. Their role in supporting technological adaptation, managing employee performance and promoting inclusive workplace cultures is essential for achieving organisational objectives and improving employee engagement.


[bookmark: _Toc224063133]Conclusion and Recommendations
Human resource management is essential for organisational performance, particularly in large organisations such as Tesco where managing a large workforce requires effective strategies and leadership. This report examined three key HR challenges affecting Tesco: technological advancement, talent acquisition and retention, and diversity, equity and inclusion (DEI). The analysis showed that digital transformation, workforce competition and the need for inclusive workplaces are major factors influencing HR practices in modern organisations. Contemporary HR practices such as digital HR systems, employee development programmes, flexible working arrangements and diversity initiatives help organisations respond to these challenges. However, the successful implementation of these practices depends strongly on departmental managers who are responsible for supporting employees, monitoring performance and promoting inclusive workplace cultures.
Several recommendations can strengthen HR management within Tesco. The organisation should continue investing in digital training programmes, strengthen talent development initiatives and expand diversity and inclusion policies. In addition, departmental managers should receive further leadership training to ensure that HR practices are implemented consistently across all organisational levels.
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