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Introduction
Human Resource Management (HRM) has become a strategic function that contributes directly to organisational performance rather than simply managing recruitment and administrative activities. In a highly competitive business environment, organisations must respond to rapid technological developments, increasing competition for skilled employees and growing expectations for diversity, equity and inclusion (DEI). These challenges influence employee engagement, productivity and long-term organisational sustainability, making effective HR practices essential for business success (Armstrong and Taylor, 2023).
This report examines Tesco plc, the UK's largest supermarket retailer and one of the country's biggest private-sector employers. Tesco operates in an industry characterised by digital innovation, changing consumer behaviour and intense competition from retailers such as Aldi, Lidl and Sainsbury's. As a result, the organisation must continually adapt its HR strategies to attract and retain talented employees while fostering an inclusive and innovative workplace.
The report first explains three key HR challenges currently affecting Tesco: adapting to technological advancements, talent acquisition and retention, and diversity, equity and inclusion. It then critically evaluates contemporary HR practices that address these challenges before assessing how departmental managers can implement these practices effectively. Finally, practical recommendations are presented to support Tesco's future organisational performance and sustainable growth.

1. Key Contemporary HR Challenges
1.1 Adapting to Technological Advancements
Technological innovation has transformed the retail industry over the past decade. Digital technologies such as artificial intelligence (AI), automation, self-service checkouts, online shopping platforms and workforce analytics have changed the way retailers operate and how employees perform their daily roles. While these developments create opportunities for greater efficiency and improved customer experience, they also introduce significant HR challenges relating to employee skills, organisational change and workforce adaptability (CIPD, 2024).
Tesco has invested heavily in digital transformation through initiatives such as online grocery services, automated stock management systems, electronic shelf-edge pricing and data-driven customer loyalty programmes. These innovations improve operational efficiency and enable the organisation to respond more effectively to changing consumer expectations. However, successful digital transformation depends not only on technology but also on employees' willingness and ability to use it effectively.
One major challenge is the emergence of digital skills gaps. Employees who have worked in traditional retail environments may lack confidence when using new technologies, increasing the need for continuous learning and development. If organisations fail to provide adequate training, technological change can create uncertainty, reduce employee confidence and increase resistance to organisational change (World Economic Forum, 2023).
Furthermore, automation often creates concerns about job security. Employees may perceive technological innovation as a threat to employment rather than an opportunity for development. According to Psychological Contract Theory, employees expect organisations to provide support and opportunities for growth in return for commitment and performance. When these expectations are not met, trust and engagement may decline, resulting in lower productivity and increased labour turnover (Armstrong and Taylor, 2023).
For Tesco, the challenge is therefore not simply introducing new technology but managing the human impact of digital transformation. HR must ensure employees receive continuous training, effective communication and support throughout the change process. This approach enables technology to enhance organisational performance while maintaining employee engagement and wellbeing.

1.2 Talent Acquisition and Retention
The second major challenge facing Tesco is attracting and retaining talented employees in an increasingly competitive labour market. The UK retail sector has experienced significant recruitment difficulties due to labour shortages, changing employee expectations and increasing competition from organisations offering flexible working arrangements and enhanced employee benefits (CIPD, 2024).
Traditionally, retail employment was viewed as providing temporary or entry-level careers. However, modern employees increasingly expect opportunities for professional development, career progression, competitive rewards and a healthy work-life balance. Organisations that fail to meet these expectations risk losing experienced employees to competitors offering more attractive employment conditions.
For Tesco, high employee turnover creates substantial financial and operational challenges. Recruiting, selecting and training new employees requires considerable investment while reducing service quality during periods of staff shortages. Experienced employees possess valuable organisational knowledge that contributes to customer satisfaction and operational efficiency. Consequently, retaining skilled employees is often more cost-effective than replacing them.
The Resource-Based View (RBV) suggests that employees represent valuable organisational resources capable of creating sustainable competitive advantage when their knowledge and skills are effectively developed (Barney, 1991). From this perspective, Tesco's workforce should be regarded as a strategic asset rather than simply an operational cost.
Employee engagement also plays an important role in retention. Research consistently demonstrates that employees who feel recognised, supported and provided with opportunities for career development are more likely to remain committed to their organisation (Guest, 2017). HR therefore has a responsibility to design reward systems, learning opportunities and wellbeing initiatives that strengthen employee commitment while reducing voluntary turnover.
Overall, talent acquisition and retention remain strategic priorities because organisational success depends upon maintaining a motivated, skilled and committed workforce capable of adapting to changing business demands.

1.3 Diversity, Equity and Inclusion (DEI)
Diversity, Equity and Inclusion (DEI) has become a central element of strategic HRM because organisations increasingly recognise that inclusive workplaces improve innovation, employee engagement and organisational reputation. Tesco employs a highly diverse workforce representing different cultures, ages, genders, ethnicities, abilities and experiences. Managing this diversity effectively is therefore essential for maintaining positive employee relations and delivering high-quality customer service.
Diversity refers to workforce representation, equity focuses on fair access to opportunities, while inclusion involves creating an environment where employees feel respected, valued and able to contribute fully (CIPD, 2024). Although these concepts are closely connected, organisations frequently achieve diversity without creating genuine inclusion. Recruiting employees from different backgrounds alone is insufficient if workplace culture does not support equal participation and career progression.
Tesco has introduced several initiatives aimed at promoting inclusion, including equal pay commitments, disability confidence programmes, employee diversity networks and leadership targets to improve representation. These initiatives contribute to legal compliance under the Equality Act 2010 while strengthening Tesco's employer brand and ability to attract talented applicants.
Despite these positive developments, implementing DEI effectively remains challenging. Unconscious bias may influence recruitment, promotion and performance evaluation even when formal equality policies exist. Additionally, some employees may misunderstand diversity initiatives if organisational communication is poor, potentially creating resistance rather than support.
The Harvard Model of HRM argues that organisational success depends upon balancing business objectives with employee wellbeing and stakeholder interests (Beer et al., 1984). Applying this model suggests that Tesco should view DEI not simply as a compliance requirement but as a strategic investment that strengthens innovation, collaboration and organisational performance.
In conclusion, adapting to technological change, attracting and retaining skilled employees and promoting diversity, equity and inclusion are interconnected HR challenges. Tesco's ability to address these issues effectively will significantly influence employee engagement, customer satisfaction and long-term organisational sustainability.
2. Evaluation of Contemporary HR Practices
Tesco has introduced several contemporary Human Resource (HR) practices to address the challenges associated with technological advancement, talent acquisition and retention, and diversity, equity and inclusion (DEI). While these practices have contributed to organisational performance, their effectiveness depends on how well they are integrated into the organisation's overall business strategy. This section critically evaluates these practices by considering both their strengths and potential limitations.
2.1 Digital HR Systems and Workforce Analytics
Digital HR systems have become an essential component of modern people management. Tesco has invested significantly in digital technologies that support recruitment, workforce scheduling, performance management, online learning and employee communication. According to Armstrong and Taylor (2023), digital HR enables organisations to improve efficiency while providing managers with accurate workforce information for strategic decision-making.
One of the main advantages of digital HR systems is the use of workforce analytics. By analysing employee data such as labour turnover, absenteeism, training completion rates and productivity levels, Tesco can identify workforce trends and make evidence-based HR decisions. For example, if workforce analytics indicate increasing employee turnover within a particular region, HR managers can investigate the underlying causes and introduce targeted interventions before the problem affects organisational performance.
Tesco also uses digital learning platforms that allow employees to complete mandatory training and develop new skills at their own pace. This flexibility is particularly valuable in retail because employees often work different shifts across multiple locations. Continuous learning supports organisational agility by ensuring employees possess the digital capabilities required to adapt to technological change (CIPD, 2024).
Despite these benefits, digital HR systems are not without limitations. An over-reliance on quantitative data may result in managers focusing on performance indicators while overlooking employee wellbeing or individual circumstances. Furthermore, increased digital monitoring may create concerns about employee privacy and trust if organisations fail to communicate clearly how workforce data are collected and used.
From a critical perspective, technology should support—not replace—effective leadership. While workforce analytics improve decision-making, managers must continue to use professional judgement, empathy and interpersonal communication when managing employees. Therefore, Tesco's investment in digital HR is most effective when technological tools complement rather than substitute human management practices.

2.2 Employer Branding and Strategic Workforce Planning
Employer branding has become increasingly important as organisations compete to attract highly skilled employees. Employer branding refers to the reputation of an organisation as a place to work and influences how potential employees perceive career opportunities within the business (Backhaus and Tikoo, 2004). Tesco has strengthened its employer brand by promoting career progression, apprenticeships, employee wellbeing initiatives, flexible working opportunities and sustainability commitments.
A strong employer brand provides several strategic advantages. Firstly, it increases the number and quality of job applicants, reducing recruitment costs and improving selection outcomes. Secondly, organisations with positive reputations are more likely to attract candidates whose values align with organisational culture, improving long-term retention. Tesco's commitment to employee development and internal promotion supports this objective by demonstrating that long-term career progression is achievable within the organisation.
Strategic workforce planning complements employer branding by ensuring that recruitment aligns with future business requirements rather than simply filling immediate vacancies. Tesco uses workforce planning to forecast staffing requirements based on customer demand, technological developments and organisational growth. This proactive approach helps minimise labour shortages while ensuring employees possess the skills required for future operational needs.
However, employer branding also has potential weaknesses. If employee experiences differ significantly from the organisation's external image, trust may decline and turnover may increase. For example, promoting flexible working arrangements while operational pressures limit flexibility could create dissatisfaction among employees. Therefore, organisations must ensure that their employer brand accurately reflects everyday workplace reality.
Additionally, workforce planning has become increasingly complex because economic uncertainty, technological disruption and changing employee expectations make future labour demands difficult to predict. Tesco must therefore review workforce plans regularly to ensure they remain aligned with changing business conditions.
Overall, employer branding and workforce planning strengthen Tesco's competitive position within the labour market. However, their long-term effectiveness depends on maintaining consistency between organisational promises and employee experiences.

2.3 Employee Engagement and Retention Strategies
Employee engagement is widely recognised as a key determinant of organisational success because engaged employees demonstrate higher levels of motivation, commitment and discretionary effort (Kahn, 1990). Tesco has implemented several engagement initiatives, including recognition programmes, career development opportunities, wellbeing support, colleague feedback surveys and internal promotion pathways.
One of Tesco's greatest strengths is its commitment to employee development. Providing learning opportunities and career progression encourages employees to remain within the organisation while developing valuable organisational knowledge. This approach aligns with the Resource-Based View, which argues that organisations achieve sustainable competitive advantage through developing unique employee capabilities (Barney, 1991).
Employee wellbeing has also become increasingly important following the COVID-19 pandemic. Tesco has expanded wellbeing support by promoting mental health awareness, flexible working where operationally possible and employee assistance programmes. These initiatives contribute to reduced absenteeism, improved morale and higher levels of organisational commitment (CIPD, 2024).
Regular employee surveys also enable Tesco to identify emerging concerns before they develop into larger organisational problems. Gathering employee feedback demonstrates that management values employee opinions and encourages greater participation in organisational decision-making.
Nevertheless, engagement strategies are not universally effective. Employees possess different values, motivations and career aspirations. While younger employees may prioritise career progression, experienced employees may value job security or work-life balance. Consequently, standardised engagement programmes may fail to address the diverse needs of Tesco's workforce.
Furthermore, engagement initiatives rely heavily on managerial behaviour. Even well-designed HR policies are unlikely to succeed if line managers fail to recognise employee contributions, communicate effectively or provide adequate support. Therefore, HR practices must be accompanied by strong leadership capability across all organisational levels.

2.4 Inclusive Recruitment Practices and DEI Leadership
Inclusive recruitment is an increasingly important HR practice because diverse organisations benefit from broader perspectives, improved creativity and stronger decision-making. Tesco has introduced several initiatives designed to improve diversity, including inclusive recruitment procedures, employee diversity networks, leadership development programmes and commitments to increasing representation across leadership positions.
These initiatives support compliance with the Equality Act 2010 while strengthening Tesco's organisational reputation. A diverse workforce also enables Tesco to better understand the needs of its diverse customer base, improving service quality and enhancing customer satisfaction.
One significant strength of inclusive recruitment is that it expands the available talent pool. By removing unnecessary barriers within recruitment and selection processes, Tesco increases opportunities to recruit individuals from a wider range of backgrounds and experiences. Research indicates that diverse teams often generate more innovative solutions because they bring different perspectives to organisational decision-making (Robbins and Judge, 2023).
However, achieving diversity does not automatically create inclusion. Employees may still experience barriers to progression if unconscious bias influences promotion decisions or workplace relationships. Consequently, diversity initiatives must be supported by inclusive leadership behaviours, continuous training and regular monitoring of equality outcomes.
A further criticism is that some organisations prioritise numerical diversity targets without addressing organisational culture. While representation is important, sustainable inclusion requires employees to feel genuinely respected, listened to and able to contribute regardless of their background.
Overall, Tesco's DEI initiatives demonstrate a proactive approach to responsible people management. Their long-term effectiveness, however, depends on embedding inclusion into everyday leadership practices rather than treating diversity as a standalone HR initiative.
In summary, Tesco's contemporary HR practices provide a strong foundation for responding to technological change, talent shortages and diversity challenges. However, sustained success requires continuous evaluation, effective leadership and alignment between HR strategy and organisational objectives. As the external business environment continues to evolve, Tesco must remain flexible and committed to improving its people management practices.
3. Critical Evaluation of Managerial Implementation
While contemporary HR practices provide Tesco with the tools to respond to technological change, talent shortages and diversity challenges, their success depends largely on how effectively they are implemented by departmental managers. Line managers are responsible for translating HR policies into everyday workplace practices, making them central to employee experience and organisational performance. As Armstrong and Taylor (2023) argue, HR strategies only create value when they are consistently implemented by managers across all levels of the organisation. Therefore, leadership accountability, communication, performance monitoring, organisational culture and the ability to overcome implementation barriers are essential for ensuring that Tesco's HR practices achieve their intended objectives.
3.1 Leadership Accountability
Leadership accountability is fundamental to successful HR implementation because employees often judge organisational commitment through the behaviour of their immediate managers rather than through written policies. Departmental managers must therefore act as role models by demonstrating fairness, professionalism and commitment to Tesco's values.
For example, Tesco's Diversity, Equity and Inclusion (DEI) strategy will only be effective if managers consistently apply fair recruitment, promotion and performance management practices. Managers should ensure employment decisions are based on skills, experience and performance rather than unconscious bias. In addition, they should challenge discriminatory behaviour promptly and create an environment where employees feel respected regardless of their background.
Leadership accountability is equally important during technological change. The introduction of new digital systems may create uncertainty among employees, particularly those with limited digital experience. Managers who provide coaching, encourage learning and recognise employee progress are more likely to reduce resistance to change and increase employee confidence. This reflects the principles of Transformational Leadership Theory, which suggests that leaders who inspire, support and motivate employees are more successful in implementing organisational change (Bass and Avolio, 1994).
However, leadership accountability can be weakened when managers are evaluated solely on operational outcomes such as sales performance or productivity. Tesco should therefore incorporate employee engagement, staff development, diversity outcomes and retention rates into managerial performance reviews. Doing so would reinforce the importance of people management alongside financial performance.

3.2 Communication Strategies
Effective communication is another critical factor influencing successful implementation. Organisational change often fails because employees do not fully understand why changes are being introduced or how they will affect their roles (Kotter, 1996). Managers therefore have a responsibility to communicate HR initiatives clearly, consistently and transparently.
At Tesco, communication should extend beyond simply informing employees about new policies. Managers should explain the reasons for technological investment, changes in recruitment practices or new wellbeing initiatives, demonstrating how these changes benefit both employees and the organisation. Providing opportunities for employees to ask questions and express concerns helps reduce uncertainty and increases trust.
Two-way communication is particularly valuable because it allows managers to gather feedback from frontline employees who experience operational challenges first-hand. Regular team meetings, one-to-one discussions, employee surveys and digital communication platforms enable managers to identify concerns early and respond before they affect morale or productivity.
Nevertheless, communication alone cannot guarantee successful implementation. Messages must remain consistent across all departments. If employees receive conflicting information from different managers, confidence in organisational leadership may decline. Tesco should therefore provide managers with clear implementation guidelines and communication training to ensure consistency throughout the organisation.

3.3 Monitoring and Performance Measurement
Monitoring implementation is essential for determining whether HR practices achieve their intended outcomes. Without regular evaluation, Tesco cannot identify whether investments in technology, employee development or DEI initiatives are improving organisational performance.
Managers should use a balanced combination of quantitative and qualitative performance measures. Key Performance Indicators (KPIs) such as employee turnover, absenteeism, customer satisfaction, training completion rates and employee engagement scores provide measurable evidence of organisational progress. Workforce analytics can also help identify departments requiring additional HR support.
However, relying exclusively on numerical indicators presents limitations. Statistics may identify problems but rarely explain why they occur. For example, rising labour turnover may result from ineffective leadership, excessive workload or limited career opportunities. Managers should therefore combine performance data with employee interviews, focus groups and regular feedback sessions to gain a more comprehensive understanding of workplace experiences.
The Balanced Scorecard approach supports this perspective by encouraging organisations to evaluate financial, customer, internal process and learning outcomes rather than relying solely on financial performance (Kaplan and Norton, 1996). Applying this framework would enable Tesco to measure the wider impact of HR practices on organisational success.

3.4 Organisational Culture
Organisational culture plays a decisive role in determining whether HR practices become embedded within everyday behaviour. Policies promoting learning, wellbeing or inclusion will have limited impact if employees experience inconsistent managerial behaviour or feel uncomfortable expressing concerns.
Managers influence organisational culture through their daily interactions with employees. Demonstrating respect, recognising good performance, encouraging teamwork and supporting continuous learning all contribute to a positive workplace environment. Such behaviours strengthen psychological safety, enabling employees to share ideas, report concerns and contribute to organisational improvement without fear of negative consequences.
Developing a strong learning culture is particularly important because Tesco operates within a rapidly changing retail environment. Encouraging continuous professional development enables employees to adapt more effectively to technological innovation while supporting long-term organisational competitiveness.
Similarly, inclusive leadership strengthens employee engagement by ensuring that all employees feel valued regardless of age, ethnicity, gender, disability or background. Research by CIPD (2024) indicates that inclusive workplaces experience higher employee satisfaction, stronger collaboration and improved innovation because employees feel able to contribute their ideas confidently.

3.5 Barriers to Implementation and Overcoming Them
Despite well-designed HR strategies, implementation may be hindered by several organisational barriers. Employee resistance to change remains one of the most significant challenges. Individuals may fear technological developments, increased performance monitoring or changes to established working practices. Managers should address these concerns through early consultation, transparent communication and practical training that builds employee confidence.
Resource constraints may also affect implementation. Investment in digital technologies, leadership development and DEI programmes requires considerable financial commitment. Although these initiatives involve short-term costs, evidence suggests they generate long-term benefits through improved productivity, stronger employee retention and enhanced organisational reputation (Armstrong and Taylor, 2023).
Another challenge is inconsistent managerial capability. Not all managers possess the leadership skills required to implement contemporary HR practices effectively. Tesco should therefore provide continuous management development focusing on coaching, change management, emotional intelligence and inclusive leadership.
Finally, organisational resistance can occur when employees remain attached to traditional ways of working. Managers can reduce this resistance by celebrating early successes, recognising employee achievements and demonstrating how HR initiatives improve both organisational performance and employee wellbeing.
Overall, successful implementation requires far more than introducing new HR policies. Departmental managers must demonstrate accountable leadership, communicate effectively, monitor organisational outcomes continuously and create an inclusive culture that supports learning and change. By embedding these behaviours into everyday management practice, Tesco can maximise the effectiveness of its HR strategy while strengthening employee engagement, organisational performance and long-term sustainability.
Conclusion
This report has examined the contemporary Human Resource (HR) challenges facing Tesco plc and evaluated how effective HR practices can strengthen organisational performance, employee engagement and long-term sustainability. The analysis identified three significant challenges: adapting to technological advancements, attracting and retaining talented employees, and promoting diversity, equity and inclusion (DEI). These challenges are interconnected because technological innovation requires employees with appropriate digital skills, talent retention supports operational stability, and inclusive workplaces encourage collaboration, innovation and higher levels of employee commitment.
The report demonstrated that Tesco has responded proactively through investments in digital HR systems, workforce analytics, employee development, employer branding and inclusive recruitment practices. These initiatives have improved operational efficiency, strengthened employee development and enhanced Tesco's reputation as an employer. However, the analysis also highlighted that the effectiveness of these HR practices depends on their successful implementation rather than their existence alone. Technology cannot replace effective leadership, employer branding must reflect employees' actual experiences, and DEI initiatives require an inclusive organisational culture to achieve meaningful outcomes.
Furthermore, the report critically evaluated the role of departmental managers in ensuring successful implementation. Leadership accountability, effective communication, continuous performance monitoring and a positive organisational culture were identified as essential factors in embedding HR strategies into everyday management practice. Managers who demonstrate inclusive leadership, support employee development and encourage open communication are more likely to build trust, reduce resistance to change and improve organisational performance.
Overall, Tesco is well positioned to respond to contemporary HR challenges. Nevertheless, maintaining competitive advantage will require continuous investment in people, technology and leadership capability. By aligning HR strategy with organisational objectives and adapting to changes in the external environment, Tesco can continue to improve employee wellbeing, customer satisfaction and sustainable business performance.

Recommendations
Based on the findings of this report, the following recommendations are proposed to strengthen Tesco's HR strategy:
1. Expand digital learning and reskilling programmes.
Tesco should provide continuous digital skills training to ensure employees can confidently adapt to emerging technologies. Annual digital competency reviews should be introduced to identify development needs and reduce future skills gaps.
2. Strengthen employee retention through personalised career development.
Managers should work with employees to create individual development plans, supported by mentoring, internal promotion opportunities and regular career discussions. This would improve engagement while reducing voluntary labour turnover.
3. Introduce people-focused managerial performance measures.
Departmental managers should be evaluated not only on operational performance but also on employee engagement, retention, diversity outcomes and team development. Linking these measures to performance reviews would increase leadership accountability.
4. Enhance employee wellbeing initiatives.
Tesco should continue investing in mental health support, flexible working arrangements where operationally possible, and employee assistance programmes to improve wellbeing, productivity and work-life balance.
5. Strengthen Diversity, Equity and Inclusion monitoring.
The organisation should regularly review recruitment, promotion and pay data to identify inequalities. Diversity objectives should be supported by regular unconscious bias training and transparent reporting of progress.
6. Improve communication during organisational change.
Managers should adopt structured communication plans that include regular team briefings, employee feedback sessions and follow-up reviews. Early engagement with employees will reduce resistance to change and improve implementation success.
Implementing these recommendations will enable Tesco to strengthen employee engagement, improve organisational resilience and maintain its competitive position within the UK retail sector.
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