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In today’s world, where labour market trends are rapidly changing, companies are required to ensure not only efficiency of work but also its quality. In this context, Human Resource Management (HRM) plays an important role, helping organisations adapt to new conditions.
UK-based companies are increasingly facing challenges such as the implementation of new technologies in the workplace, rising ethical standards, and the need to ensure diversity, equity, and inclusion. In addition, a significant issue remains the gap between employee expectations and the reality of working conditions.
This report focuses on the UK company Tesco, which is one of the leading retailers in the grocery sector. The main aim of this report is to analyse the key problems faced by the HR department and to examine contemporary approaches to addressing them.
Tesco operates in a highly competitive environment, where both customer service quality and employee capability are essential for success. Therefore, the HR department must respond quickly to emerging challenges, including technological changes, talent attraction and retention, as well as the implementation of equality and inclusion practices.


1.0. [bookmark: _Toc228485721]Explanation of key factors: technological advancement, talent acquisition and retention, and DEI
In today’s fast-changing labour market, organisations are increasingly expected to maintain both high efficiency and high-quality work. Human Resource Management (HRM) plays a central role in helping companies adapt to these changes by managing people effectively and aligning workforce strategies with organisational goals. In the case of large UK retailers such as Tesco, HR departments face several important challenges related to technology, talent, and diversity.


[bookmark: _Toc228485722]1.1.Meeting up with technological Advancement 
Technological advancement represents a major challenge for Human Resource Management in organisations such as Tesco. The rapid integration of digital technologies, including artificial intelligence (AI), automation, machine learning, big data analytics, and cloud computing, has significantly transformed traditional HR practices. These innovations improve efficiency across key HR functions such as recruitment, training, performance management, and employee engagement, while also enabling faster and more data-driven decision-making (Alghabari et al., 2024; Al-Qasem et al., 2025).
As a result, HR professionals are increasingly shifting from administrative roles to more strategic responsibilities, including workforce planning and talent management. This transformation highlights the growing importance of Strategic Human Resource Management (SHRM) in maintaining organisational competitiveness in the digital era (Nastase et al., 2025).
However, the adoption of new technologies also presents several challenges. Employees may resist change due to a lack of digital skills, while the introduction of advanced systems can contribute to “technostress,” including anxiety, uncertainty, and burnout (Sarkar et al., 2025). These issues can negatively impact employee wellbeing and productivity if not properly addressed.
To overcome these challenges, organisations must promote a culture of continuous learning and invest in reskilling initiatives. Additionally, effective digital leadership and organisational support are essential to ensure successful technology integration (Vasundhara et al., 2025). Ethical considerations, such as data privacy and the responsible use of AI, must also be carefully managed to maintain trust and ensure a human-centred approach to HRM.


[bookmark: _Toc228485723]1.2. Talent Acquisition and retention 
Talent acquisition and retention are key parts of Human Resource Management and have a strong impact on organisational performance. For companies such as Tesco, these factors are especially important because they need to maintain a stable and skilled workforce in a highly competitive environment.
Talent management is a strategic approach that combines recruitment, employee development, and retention. It views employees as a key organisational asset. When managed effectively, it improves hiring quality, employee motivation, and reduces turnover, but it requires strong leadership support and clear HR strategies (Christensen Hughes Hughes et al., 2008).
Employee recognition is an important factor in retention. When employees feel valued, they are more satisfied and more likely to stay in the organisation (Shehreen et al., 2024). Technology also plays a major role, as artificial intelligence and data analytics help HR teams make faster and more accurate decisions, especially in recruitment and workforce planning (Wenting Li et al., 2024; Tuchmanu et al., 2024). However, there are risks such as algorithmic bias and data privacy concerns that need to be managed carefully.
Leadership style is another key factor. Supportive and people-focused leaders improve employee motivation and loyalty, which helps reduce turnover (Zhang et al., 2015). Overall, talent acquisition and retention depend on a combination of HR strategy, technology, employee recognition, and effective leadership working together.


[bookmark: _Toc228485724]1.3. Diversity, Equity and Inclusion (DEI)
Diversity, equity and inclusion (DEI) in Human Resource Management refers to strategic efforts to create a fair and inclusive workplace where employees from different backgrounds have equal opportunities. This includes valuing differences in gender, age, ethnicity, education, and other personal characteristics. For organisations such as Tesco, DEI is important because it helps build a more stable and supportive working environment and can reduce employee turnover.
HR managers play a key role in implementing DEI strategies. This includes introducing training programmes on unconscious bias, promoting inclusive leadership, and encouraging cultural awareness among employees. Strong support from senior management is also essential, as it ensures that DEI values are applied consistently across the organisation (White-Phillips, 2024).
Another important element of DEI is the use of Human Resource Information Systems (HRIS). These systems help organisations collect and analyse data about workforce diversity, such as gender, age, and ethnicity. This allows HR teams to identify inequalities and improve recruitment and selection processes (Shamila, 2025). However, organisations must also consider issues such as data privacy, accuracy, and possible algorithmic bias.
Overall, DEI requires a combination of leadership commitment, training, and data-driven HR systems to create an inclusive and fair workplace culture.


[bookmark: _Toc228485725]2.0. Evaluation of contemporary HR practices to address each factor 
To deal with challenges related to technological advancement, talent management, and Diversity, Equity and Inclusion (DEI), organisations such as Tesco are increasingly using modern HR practices. These practices are aimed at improving efficiency, supporting employees, and making HR processes more effective overall.


[bookmark: _Toc228485726]2.1.HR practices addressing technological advancement
One of the main modern HR practices is the use of digital technologies such as artificial intelligence (AI), automation, cloud-based HR systems, and data analytics. These tools are widely used in recruitment, training, and performance management because they make processes faster and more efficient. For example, AI recruitment systems can quickly scan CVs and identify suitable candidates, which saves time compared to traditional methods (Alghabari et al., 2024; Al-Qasem et al., 2025).
HR analytics is also widely used because it helps organisations make decisions based on real data. By analysing workforce information, HR departments can understand trends, predict staffing needs, and improve workforce planning. This shows how HR is becoming more strategic and less administrative (Nastase et al., 2025).
Another important practice is digital training and reskilling programmes. These are important because employees need to adapt to new systems and technologies. Without proper training, employees may feel stressed or overwhelmed by change, which can reduce productivity and motivation (Sarkar et al., 2025). Therefore, continuous learning is essential for successful digital transformation.


[bookmark: _Toc228485727]2.2. HR practices addressing talent acquisition and retention
To improve talent acquisition and retention, organisations use integrated talent management strategies that combine recruitment, development, and retention. This helps companies see employees as valuable assets rather than just resources (Christensen Hughes et al., 2008).
Employee recognition is one of the most effective practices in this area. When employees feel appreciated, they are more satisfied and more likely to stay in the organisation (Shehreen et al., 2024). This can include rewards, feedback, and career development opportunities.
Technology also plays a big role in talent management. AI and data analytics are used to improve recruitment decisions, reduce hiring time, and predict future workforce needs (Wenting Li et al., 2024; Tuchmanu et al., 2024). However, these tools must be used carefully because there is a risk of bias in algorithms and concerns about data privacy.
Leadership development is another important practice. Organisations invest in training managers so they can communicate better, motivate employees, and support their teams. Good leadership increases employee engagement and reduces turnover (Zhang et al., 2015). However, if leadership styles are inconsistent across departments, it can reduce the effectiveness of HR strategies.


[bookmark: _Toc228485728]2.3. HR practices addressing DEI
To support Diversity, Equity and Inclusion (DEI), organisations introduce structured HR policies, training programmes, and data-based systems. One common practice is unconscious bias training, which helps employees and managers recognise and reduce unfair behaviour in the workplace (White-Phillips, 2024).
HR Information Systems (HRIS) are also very important in DEI management. They allow organisations to collect and analyse data about employee diversity, such as gender, age, and ethnicity. This helps HR teams identify gaps and improve recruitment and promotion processes (Shamila, 2025). However, issues like data privacy, accuracy, and algorithmic bias still need to be managed carefully.
Inclusive leadership training is also widely used. It helps managers develop awareness, cultural understanding, and fair decision-making skills. Strong leadership support is very important for building an inclusive workplace culture (Tucker, 2023). In addition, continuous learning and employee engagement activities help strengthen inclusion across the organisation (Wavre et al., 2024).
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3. Critical evaluation of the role of departmental managers in implementing contemporary HR practices 
Departmental managers play a very important role in ensuring that HR strategies actually work in practice. While HR departments design policies and frameworks, it is line managers who implement them in day-to-day team operations. In organisations such as Tesco, this role is especially important due to the large workforce and complex operational structure.
One of the main responsibilities of managers is supporting the implementation of new technologies. As companies increasingly use artificial intelligence, HR analytics, and automated systems, managers need to help employees adapt to these changes. This includes explaining new processes, supporting training, and reducing resistance to change. However, in practice, some managers may lack sufficient digital skills themselves, which can slow down implementation and reduce the effectiveness of technological transformation (Alghabari et al., 2024; Al-Qasem et al., 2025).
Another key area is talent management. Managers have a direct impact on employee motivation and retention because they interact with staff on a daily basis. When managers provide regular feedback, recognise achievements, and support employee development, staff are more likely to stay engaged and committed. However, inconsistent management styles across departments can lead to unequal employee experiences and reduce the overall effectiveness of HR strategies (Shehreen et al., 2024; Zhang et al., 2015).
In relation to DEI, managers are responsible for ensuring fairness and inclusion within their teams. This includes following company policies, preventing discrimination, and promoting respectful workplace behaviour. However, DEI is not always prioritised equally, especially when managers focus more on operational targets such as productivity and sales performance (White-Phillips, 2024).
Accountability is another important issue. Managers are often evaluated mainly on business performance rather than HR-related outcomes. As a result, important areas such as employee wellbeing, retention, and inclusion may receive less attention. To address this, organisations should integrate HR objectives into managerial performance appraisal systems (Tucker, 2023).
Communication also plays a crucial role in successful implementation. Managers must clearly communicate HR policies, changes, and expectations to employees. Poor communication can lead to misunderstandings, low engagement, and resistance to change (Nastase et al., 2025).
Overall, departmental managers are essential for the successful implementation of contemporary HR practices. However, their effectiveness depends on proper training, strong leadership skills, organisational support, and clear accountability systems.
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4.0. Conclusion 
In conclusion, Human Resource Management in organisations such as Tesco is increasingly shaped by technological development, talent management needs, and growing DEI expectations. Modern HR practices such as AI-based recruitment, HR analytics, digital learning, and employee recognition systems have improved HR efficiency and decision-making quality. However, challenges still exist, including digital skill gaps, resistance to change, algorithmic bias, and inconsistent implementation at managerial level. Therefore, the effectiveness of HR practices does not depend only on technology, but also on leadership, training, and organisational support across departments.


[bookmark: _Toc228485731]5.0. Recommendations 
Organisations should invest in continuous digital training and reskilling for both employees and managers to reduce skill gaps and technostress. Talent retention strategies should be strengthened through consistent employee recognition and fair performance feedback across all departments. DEI practices should be integrated into managerial performance evaluations to ensure accountability and consistent implementation. In addition, HR analytics and AI systems should be regularly reviewed to minimise bias and protect employee data privacy. Finally, leadership development programmes for departmental managers are essential to improve communication, employee engagement, and the effective implementation of HR strategies across the organisation.
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