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Introduction
The purpose of this report is to examine Human resource challenges facing Tesco, this is one of the UK’s largest retailers. Operating within a competitive retail environment, Tesco must continue to adapt its HR strategies to respond to technological advancements, attract and retain talented employees and promote diversity, equality, and inclusion. These challenges have become significant as organisations seek to improve organisational performance whilst responding to changing employee expectations and labor market conditions. 
Human Resource Management plays a strategic role in ensuring that organisations develop and maintain a productive, motivated, and inclusive workforce. According to Armstrong and Taylor (2023), Effective Human Resource management contributes directly to organisational performance by aligning workforce capabilities with business objectives. In today's business environment, technological innovations, demographic change, and increased competition for skilled labour require organisations to adopt contemporary HR practices that promote organisational resilience and sustainable growth. 
This report explains three key HR challenges currently affecting Tesco before critically evaluating contemporary HR practices used to address these challenges. The report then analyses how department managers can ensure these tactics are effectively implemented before concluding with practical recommendations for future improvement.

1. Explanation of key Contemporary HR factors
1.1 Adapting to Technological Advancements
Rapid technological advancement has fundamentally transformed HR management within the retail sector. Digital Technologies such as artificial intelligence, workforce analytics, cloud-based HR systems, and automation have improved operational efficiency while changing the skills required of employees. For Tesco, digital transformation has supported online/grocery services, automated stock management, electronics scheduling and self-service HR platforms. These developments enable greater efficiency but simultaneously require employees to develop new digital competencies. (Tesco, 2025) (Tesco, 2026). 
According to Armstrong and Taylor (2023), technological innovation enables HR departments to automate administrative tasks, allowing HR professionals to focus on strategic activities including workforce planning and employee development. However, technological changes may also generate employee anxiety, resistance to change and skills shortage if organisations fail to provide adequate training. Tesco has investigated significantly in digital transformation to improve customer experience and operational efficiency through automation and workforce technology. While these investments enhance productivity, they require continuous reskilling of employees to ensure. Staff remain competent in increasingly technology- driven roles. Tesco's reporting highlights continued investments in digital capability and organisational transformation. (Tesco, 2025) (Tesco,2026).
The resource-based view (Barney, 1991) argues that organisational success depends upon valuable, rare, and difficult to imitate resources, including employee knowledge and skills. Consequently, organisations that successfully develop employee’s digital capabilities gain a competitive advantage. Failure to adapt to technological change may reduce productivity, increase operational cost, and weaken long term organisational sustainability. 
1.2 Talent Acquisition and Retention 
Attracting and retaining talented employees has become one of the most significant HR challenges within the UK retail industry. labour shortage, changing employee expectations, increased competition for skilled workers and post pandemic labour market changes have intensified recruitment difficulties. Retail organisations frequently experience high employee turnover, increasing recruitment costs and disrupting operational continuity.
Tesco employs hundreds of thousands of colleagues across the uk and internationally, making effective talent management essential for maintaining customer service quality. The organisation competes with other retailers for employees while responding to growing employee expectations regarding flexible working arrangements, career development opportunities, well-being support and competitive reward packages. (Tesco, 2026) (Tesco, 20205). The psychological contract theory suggests employees develop unwritten expectations regarding career progression, support and fair treatment ( Rousseau, 1995). When these expectations are fulfilled, employees demonstrate greater organisational commitment, higher motivation and improved performance. Psychological contracts may increase absenteeism, reduce employee engagement and contribute to higher turnover. 
Employee retention directly affects organisational performance because experienced employees possess valuable organisational knowledge and customer service skills. High turn over increases recruitment expenditure, training costs and productivity losses. Tesco must continue developing strategies that improve employee engagement whilst strengthening its employer brand. 

1.3 Diversity, Equality and Inclusion ( DEI)
Diversity, Equality and inclusion have become a strategic priority for modern organisations seeking to improve innovation, employee well being and organisational reputation. Diversity refers to workforce differences including gender, ethnicity, disability, age and cultural background. Equity focuses on ensuring fair opportunities, while inclusion ensures employees feel respected, valued and able to contribute fully regardless of personal characteristics.
Tesco has developed a comprehensive DEI strategy centered on creating an inclusive workplace through commitments including “Inclusion for all”, “Flexibility for all”, : Accessible first”, “ Transform recruitment” and “ Developing careers”. The company also reports high levels of employee perception regarding workplace inclusion and has received external recognition for its inclusive employment practices. (Tesco, 2025) (Tesco career, no date). Research by the chartered institute of personnel and development ( CIPD,2024) argues that diverse organisations benefit from improved creativity, stronger decisions making and greater employee engagement because diverse perspectives contribute to innovation and problem solving. Furthermore, inclusive workplaces strengthen organisational reputation, enabling employers to attract a wider pool of talented candidates. 
Implementing DEI initiatives presents several organisational challenges. Unconsciousness, resistance to organisational change, Insufficient leadership commitment and inadequate diversity monitoring may reduce the effectiveness of inclusion programmers. Therefore, successful DEI requires visible leadership commitment, continuous monitoring and integration into wider organisation strategy rather than isolated HR initiatives. Overall adapting to technological advancement, attracting and retaining talented employees, and promoting diversity, equality and inclusion are interrelated challenges that significantly influence Tesco's organisational performance, employee engagement and long term sustainability. addressing these issues strategically enables the organisation to strengthen competitiveness while maintaining a resilient and inclusive workforce. Organisations that invest in workforce capability and digital transformation are better positioned to respond to future labour market challenges.                   ( Deloitte, 20204)

2. Evaluation of contemporary HR Practices
To remain competitive in a rapidly changing business environment, Tesco has adopted several contemporary HR practices that support technological advancement, talent management and diversity, equality and inclusion. While these have strengthened organisational performance, their effectiveness depends on successful implementation, employee engagement and continuous evaluation. 
2.1 Digital HR systems and Workforce Analytics
Digital HR systems have become an essential component of modern human resource management. Tesco uses digital technologies to support workforce scheduling, online training, employee self service platforms and HR data management. These systems improve operational efficiency by reducing administrative tasks, allowing HR professionals to focus on strategic activities such as workforce planning and employee development ( Armstrong and Taylor, 2023). 
A significant advantage of work force analytics is its ability to support evidence based decision making. HR managers can analyse employee turnover, absenteeism, and performance data to identify trends and develop targeted interventions. This enables Tesco to allocate resources more effectively and respond quickly to workforce challenges. Furthermore, digital learning platforms allow employees to access training at continent times, supporting continuous professional development and improving digital capability.  However digital HR systems also present challenges. Excessive reliance on technology may reduce personal interaction between managers and employees, potentially affecting employee engagement and workplace relationships. In addition, the collection and storage of employee data raises concerns regarding privacy, cybersecurity and compliance with data protection legislation. Consequently, digital HR systems should complement rather than replace effective human management practices. Digital HR technologies can improve workforce productivity (SHRM,2023).
2.2 Employer Branding and Employee Retention Strategies
Employer branding is increasingly important in attracting and retaining talented employees within a competitive labour market. Tesco has developed an employer brand based on career development, flexible working, employee wellbeing and opportunities for progression. These initiatives strengthen the organisation's reputation as an employer of choice and contribute to high levels of employee commitment( Tesco, PLC, 2025) ( Financial fillings). Strategic workforce planning also supports long term organisational performance by ensuring the business has the appropriate skills to meet future demands. Tesco invests in apprenticeships, leadership development programmes and internal promotion opportunities, enabling employees to develop their careers while reducing reliance on external recruitment. According to the chartered institute of personnel and development (CIPD,2024), organisations that invest in learning and career development generally experience higher employee engagement and improved retention.
Despite these benefits , retention strategies have limitations. Providing competitive salaries, comprehensive training and wellbeing programmes requires significant financial investment. Furthermore, employee expectations continue to evolve, particularly regarding flexible working arrangements and work-life balance. If organisations fail to respond to these changing expectations, employee turnover may remain high despite investment in retention initiatives. Employee development and career progression are recognised as key factors influencing employee commitment and reducing turnover (Dessler,2020). Therefore, retention strategies require continuous review to ensure they remain aligned with workforce needs.
2.3 Inclusive Recruitment and Diversity, Equity and Inclusion
Tesco has embedded diversity, equity and inclusion within its wider business strategy through initiatives such as inclusive recruitment, leadership development, accessibility improvements and colleague networks. Its " everyone’s welcome “strategy aims to ensure employees feel respected, represented and able to reach their full potential, while managers receive training to support inclusive leadership (Tescodigitalcontent).
Inclusive recruitment practices broaden the talent pool by reducing barriers that may disadvantage underrepresented groups. Research indicates that diverse organisations benefit from greater innovation, improved decision making and enhanced organisational reputation because employees contribute a wider range of experiences and perspectives ( CIPD, 2024). Tesco continued recognition as a leading employer for gender equality demonstrates the positive impact of these initiatives. ( Financial filings).  Nevertheless, DEI initiatives are not without challenges. Diversity targets alone cannot create an inclusive organisational culture unless they are supported by genuine leadership commitment and accountability. Unconscious bias, resistance to organisational change and inconsistent managers practices may reduce the effectiveness of inclusion strategies. There is also a risk that employees perceive diversity initiatives as symbolic if measurable organisational outcomes are not achieved. 
Overall Tesco's contemporary HR practice demonstrates a strategic approach to addressing technological change, talent management and workplace inclusion. Although digital HR systems, employer branding and DEI initiatives provide significant organisational benefits, their long term effectiveness depends on continuous investment, effective leadership and regular evaluation. By  balancing technological innovation with employee wellbeing and inclusive workplace practices, Tesco is better positioned to achieve sustainable organisational performance in an increasingly competitive retail environment. 
3.Critical Evaluation of Managerial Implementation
The successful implementation of contemporary HR practices depends not only on HR professionals but also on departmental managers, who play a crucial role in translating organisational strategies into everyday workplace practices. At Tesco, managers are responsible for ensuring that initiatives relating to technological advancement, talent management and diversity, equity and inclusion ( DEI) are implemented consistently across all departments. Effective leadership, communication, performance monitoring and a positive organisational culture are essential for achieving these objectives. 
Leadership accountability is fundamental to the success of HR initiatives. Departmental managers must act as a role model by demonstrating commitment to organisational values and ensuring that HR policies are applied fairly and consistently. According to Armstrong and Taylor ( 2023)., leadership behavior directly influences employee engagement, organisational commitment and workplace culture. Managers who actively support digital transformation, employee development and inclusive practices are more likely to gain employee trust and encourage positive attitude towards organisational change. However, inconsistent leadership can undermine HR strategies and reduce employee confidence in management. Effective communication is equally important during periods of organisational change. Managers should clearly explain the purpose and benefits of new HR practices while providing employees with opportunities to raise concerns and contribute feedback. Kotter (1996) argues that successful change management depends upon creating a shared vision and maintaining open communication throughout the implementation process. For example when introducing new digital HR systems, Tesco Managers should provide practical training, regular updates and ongoing support to reduce employee resistance and improve confidence in using new technologies. Without effective communication, employees may misunderstand organisational changes, leading to reduced engagement and lower productivity.
Monitoring and performance measurement enable managers to evaluate whether HR practices are achieving their intended outcomes. Tesco managers can use key performance indicators ( KPIs), including employee turnover, absenteeism, engagement surgery results, diversity metrics and training completion rates, to assess organisational performances and identify areas requiring improvement. Workforce analytics also provide evidence based insight that support informed decision making and continuous improvement ( CIPS, 2024. However, managers should avoid focusing solely on quantitative measures, as employee satisfaction, teamwork and organisational culture cannot always be fully captured through numerical data alone. Creating a positive organisational culture is another essential responsibility of departmental managers. Shein (2017)suggests that leaders play a significant role in shaping organisational culture through their behaviors, values and decision making. Managers should encourage collaboration, respect and inclusion while ensuring employees feel psychologically safe to express ideas and concerns. A positive workplace culture strengthens employee engagement, improves retention and supports organisational performances. However cultural change requires long term commitment and may be indeed by resistance to change, inconsistent management practices or limited organisational resources. Despite the benefits of these HR practices, several barriers may prevent effective implementation. These include employee resistance to technological change, budget constraints, inadequate management training and inconsistent policy application across departments. Managers can overcome these barriers by providing continuous training, involving employees in decision making, recognising employee contributions and ensuring HR policies are implemented consistently. Regular evaluations and feedback also enables managers to identify challenges early and adapt strategies where necessary.
Overall department managers are critical to the successful implementations of Tesco's contemporary HR practices. Through accountable leadership, effective communication, robust performance monitoring and the development of inclusive organisational culture, managers can ensure that HR initiates contribute to improved employee engagement, organisational performance and long term business sustainability. Ulrich et al. (2017) argue that HR leaders and line managers must work collaboratively to implement organisational strategy and improve business performances.
Conclusion:
The analysis demonstrates that technological advancement, talent acquisition and retention, and diversity, equity and inclusion are closely interconnected challenges that require a strategic approach to human resource management. Tesco has introduced a range of contemporary HR practices, including digital HR systems, strategic workforce planning, employee development programmes and inclusive recruitment initiatives to respond to these challenges. While these practices have enhanced organizational efficiency, employee engagement and workplace inclusion, their long term success depends on effective leadership, continuous investment and consistent implementation across all departments. Departmental managers play a critical role in promoting organisational change, supporting employee and monitoring performance to ensure HR strategies deliver sustainable business outcomes. 




Recommendations:
Based on the findings of this report, the following recommendations are proposed:
1. Tesco should continue to invest in digital HR technologies while providing regular training to ensure employees have the skills required to adapt to technological change.
2.  The organisation should strengthen employee retention by expanding career development opportunities, enhancing wellbeing initiatives and regularly reviewing reward and recognition programmes to meet changing employee expectations.
3. Tesco should continue embedding diversity, equity and inclusion throughout the organisation by increasing leadership accountability, monitoring diversity outcomes and providing ongoing inclusive leadership training to all managers.    
Implementing these recommendations will strengthen Tesco's ability to attract and retain talented employees, improve organisational performances and maintain a competitive advantage within the UK retail sector.                             
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