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[bookmark: _Toc225280429]Introduction 
Human Resource Management (HRM) plays a vital role in supporting organisational performance by developing employees, improving productivity and ensuring effective workforce management. In modern organisations, HR departments face several challenges such as technological changes, competition for skilled employees and the need to create inclusive workplaces. Effective HR strategies help organisations attract talented employees, improve motivation and maintain a productive workforce (Armstrong and Taylor, 2023). Employee development and performance management are therefore essential for achieving long-term organisational success.
This report focuses on Tesco, one of the largest retailers in the United Kingdom. Tesco operates in a highly competitive and technology-driven industry where managing employees effectively is critical. The report will explain key HR challenges including technological advancement, talent acquisition and retention, and diversity, equity and inclusion (DEI). It will then evaluate contemporary HR practices used to address these challenges and critically examine the role of departmental managers in ensuring effective implementation.
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Technological advancement is one of the most significant challenges facing modern organisations. Digital transformation has changed how businesses operate, communicate with customers and manage employees. Many organisations now use digital platforms, data systems and automated technologies to improve efficiency and productivity. As a result, HR departments must ensure that employees have the necessary digital skills to work effectively in a technology-driven environment (Armstrong and Taylor, 2023).
Employee training and development are therefore essential for helping staff adapt to technological changes. HR development focuses on improving employees’ knowledge, skills and competencies through learning and development programmes. According to Stewart and Brown (2020), continuous learning helps organisations remain competitive by enabling employees to adapt to new technologies and changing work practices.
In the case of Tesco, digital transformation has become an important part of business strategy. Tesco uses online shopping platforms, digital inventory systems and self-checkout technologies in its stores. These technological innovations improve customer service but also require employees to develop digital competencies. HR strategies therefore include training programmes and organisational learning initiatives to help employees understand and use these technologies effectively. Through continuous training and development, organisations can ensure that employees remain productive and capable of adapting to technological change.

[bookmark: _Toc225280432]Talent Acquisition and Retention 
Another important HR challenge for organisations is attracting and retaining talented employees. Talent acquisition refers to the process of identifying, recruiting and selecting suitable candidates for job roles. Effective recruitment strategies help organisations find employees with the skills and competencies needed to achieve organisational goals (CIPD, 2022). Recruitment processes often include job analysis, advertising vacancies, interviewing candidates and selecting the most appropriate applicants.
However, recruiting talented employees is only one part of workforce management. Organisations must also focus on retaining employees to reduce turnover and maintain organisational stability. High employee turnover can increase recruitment costs and disrupt productivity. As a result, organisations need strategies that improve employee motivation and engagement.
Motivation theories explain why employees remain committed to their work. For example, Herzberg’s motivation theory suggests that recognition, achievement and career development opportunities can increase job satisfaction and employee motivation (Daft, 2021). Organisations therefore provide career development programmes, training opportunities and reward systems to encourage employees to stay.
In Tesco, HR practices include graduate schemes, training programmes and internal promotion opportunities. These initiatives support career development and improve employee engagement. By investing in employee development and motivation, organisations can attract talented workers and retain them for the long term. In the UK, talent shortages have become a growing challenge for organisations. According to CIPD (2023), many UK employers report difficulties in recruiting skilled employees, particularly in retail and customer service sectors. This highlights the importance of effective talent acquisition and retention strategies. Organisations such as Tesco must therefore focus on employee development, flexible working and career progression to attract and retain skilled workers.

[bookmark: _Toc225280433]Diversity, Equity and Inclusion 
Diversity, equity and inclusion (DEI) have become important priorities in modern HR management. Diversity refers to the presence of employees from different backgrounds, cultures, genders and abilities within an organisation. Equity focuses on fairness and equal treatment for all employees, while inclusion ensures that individuals feel respected and valued in the workplace (Roberson, 2019).
Creating a diverse workforce provides several benefits for organisations. Research shows that organisations with diverse teams often demonstrate higher levels of creativity, innovation and problem-solving because employees contribute different perspectives and ideas (Shore et al., 2022). As a result, many organisations aim to develop inclusive workplace cultures that support collaboration and equality.
Equal opportunities are also essential for ensuring fairness in recruitment and career development. HR departments implement inclusive policies to prevent discrimination and promote diversity in the workforce. These policies may include fair recruitment practices, equal pay initiatives and diversity training programmes.
Tesco has introduced several initiatives to promote diversity and inclusion within its workforce. The company supports equal opportunities for employees from different backgrounds and provides training programmes that encourage inclusive behaviour. Such initiatives help create a positive organisational culture where employees feel respected and valued. By promoting diversity and inclusion, organisations can improve employee engagement and strengthen organisational performance. Tesco has implemented several policies to support diversity and inclusion, including flexible working arrangements, equal pay commitments and inclusive leadership training. For example, Tesco promotes gender equality through leadership development programmes and supports employees from diverse backgrounds through colleague networks. These initiatives help create a fair workplace and improve employee engagement and organisational performance (Tesco PLC, 2023).
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Digital training and development have become important HR practices for helping employees adapt to technological changes in modern organisations. Many companies now use online learning platforms, e-learning modules and virtual training programmes to develop employees’ digital skills. These platforms allow employees to access learning materials anytime and anywhere, making training more flexible and accessible (Stewart and Brown, 2020).
Digital skills training is particularly important in organisations that rely on technology to deliver services and improve productivity. For example, Tesco provides digital training programmes to help employees use technologies such as online ordering systems, data management tools and self-checkout machines. These training programmes help employees perform their roles more effectively and adapt to technological developments in the retail industry.
One major advantage of digital training is cost efficiency. Organisations can train large numbers of employees without the expense of traditional classroom training. Online learning also supports continuous professional development and organisational learning. However, digital training also has limitations. Some employees may lack digital confidence or motivation to complete online courses. 



Table 1:Contemporary HR Practices at Tesco (Based on discussion)
	HR Practice
	Purpose
	Example at Tesco

	Digital Training
	Improve digital skills
	Online learning platforms

	Performance Management
	Improve employee productivity
	Regular performance reviews

	Reward & Recognition
	Increase motivation
	Bonuses and recognition schemes


 
In addition, digital learning may reduce opportunities for face-to-face interaction and collaboration among employees. Therefore, organisations should combine digital training with mentoring and practical learning opportunities to maximise its effectiveness.
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Performance management systems are widely used by organisations to improve employee productivity and align individual performance with organisational goals. Performance appraisal is one of the most common practices used to evaluate employees’ work performance. Through performance appraisals, managers review employees’ achievements, identify development needs and provide feedback on performance (Armstrong and Taylor, 2023).
Modern organisations are increasingly moving towards continuous performance management rather than relying solely on annual performance reviews. Continuous feedback systems involve regular meetings between managers and employees to discuss progress, set goals and address challenges. This approach helps employees understand expectations and improve their performance over time.
Another important tool used in performance management is the Balanced Scorecard. The Balanced Scorecard evaluates organisational performance from several perspectives, including financial results, customer satisfaction, internal processes and learning and development. This approach helps organisations connect employee performance with strategic business objectives (Kaplan and Norton, 2020).
Despite these advantages, performance management systems can sometimes create stress for employees if targets are unrealistic or poorly communicated. Managers must therefore ensure that performance goals are clear, achievable and linked to organisational objectives. When implemented effectively, performance management systems can improve accountability, productivity and employee development.

[bookmark: _Toc225280437]Reward and Recognition Systems 
Reward and recognition systems are important HR practices used to motivate employees and encourage high performance. Financial rewards such as salaries, bonuses and performance-related pay are commonly used to recognise employees’ contributions. These incentives can increase motivation by linking performance with financial benefits (Armstrong and Taylor, 2023).
However, financial rewards alone may not be sufficient to maintain employee motivation. Recognition programmes are increasingly used by organisations to acknowledge employees’ achievements and contributions. Recognition may include awards, public appreciation, career development opportunities or additional responsibilities. Such initiatives help employees feel valued and appreciated within the organisation.
Motivation theories provide insight into the importance of rewards. For example, Herzberg’s two-factor theory suggests that recognition, achievement and career development act as motivators that increase job satisfaction and performance (Daft, 2021). Organisations that combine financial rewards with recognition programmes are therefore more likely to improve employee engagement.
In organisations such as Tesco, reward strategies include employee benefits, performance bonuses and recognition schemes that celebrate outstanding performance. While reward systems can improve motivation, organisations must ensure fairness and transparency in reward distribution. If employees perceive rewards as unfair, it may reduce motivation and lead to dissatisfaction. Therefore, effective reward management requires clear policies and equal opportunities for all employees.

[bookmark: _Toc225280438]Critical Evaluation of Managers’ Role 
Departmental managers play a key role in ensuring that Human Resource (HR) practices are implemented effectively within organisations. While HR departments develop policies and strategies, managers are responsible for applying these practices in daily operations and supporting employees. Their role is therefore essential in translating HR strategies into practical actions that improve employee performance and organisational outcomes (Armstrong and Taylor, 2023).
One of the main responsibilities of managers is monitoring employee performance. Performance monitoring allows managers to assess whether employees are meeting organisational objectives and completing their tasks effectively. Performance management systems often include goal setting, regular performance reviews and monitoring employee progress. According to Armstrong and Taylor (2023), performance management helps organisations align individual performance with organisational goals. In companies such as Tesco, departmental managers regularly review employee performance to ensure high service standards and operational efficiency.
Another important role of managers is providing feedback to employees. Feedback allows employees to understand their strengths and areas for improvement. Continuous feedback systems encourage open communication between managers and employees, helping to improve performance and professional development (Aguinis, 2021). Regular meetings and performance discussions also help employees feel supported and valued within the organisation.
Managers are also responsible for motivating employees and maintaining engagement within their teams. Motivation is an important factor influencing employee productivity and job satisfaction. According to Daft (2021), managers must understand what motivates employees and provide appropriate rewards and recognition. Financial rewards, career development opportunities and recognition programmes can all increase employee motivation. In practice, managers may recognise employee achievements, encourage teamwork and provide development opportunities to maintain high levels of engagement.
Promoting an inclusive organisational culture is another important responsibility of managers. Inclusive leadership ensures that employees from different backgrounds feel respected and valued. Managers must support diversity and inclusion initiatives by encouraging equal opportunities and preventing discrimination in the workplace (Shore et al., 2022). For example, managers may ensure fair recruitment practices, support flexible working arrangements and encourage collaboration among employees.
However, managers may face several challenges when implementing HR practices. One common challenge is resistance to change. Employees may be reluctant to adopt new systems, technologies or policies introduced by HR departments. Managers must therefore demonstrate strong leadership skills to guide employees through organisational change and encourage acceptance of new practices (Yukl, 2020).
Leadership skills are particularly important because managers influence employee behaviour and organisational culture. Effective leaders communicate organisational goals clearly, support employee development and create a positive work environment. Communication skills are also essential for ensuring that employees understand HR policies and expectations. Clear communication helps reduce misunderstandings and ensures that employees follow organisational procedures effectively.
In conclusion, departmental managers play a crucial role in implementing HR practices and supporting organisational success. By monitoring performance, providing feedback, motivating employees and promoting inclusive cultures, managers ensure that HR strategies are effectively applied in the workplace. Despite the challenges they may face, strong leadership and communication skills enable managers to implement HR practices successfully and contribute to organisational performance.
[bookmark: _Toc225280439]Conclusion 
In conclusion, modern organisations face several important HR challenges, including technological advancement, talent acquisition and retention, and diversity, equity and inclusion. These challenges require effective HR strategies to ensure that employees have the skills, motivation and support needed to perform their roles successfully. Contemporary HR practices such as digital training, performance management systems and reward programmes help organisations improve employee performance and engagement. However, the success of these practices largely depends on departmental managers. Managers play an essential role in monitoring performance, providing feedback, motivating employees and promoting inclusive workplace cultures. Therefore, strong management and effective HR practices are both necessary to support organisational performance and long-term business success.
[bookmark: _Toc225280440]Recommendations 
Organisations should strengthen digital training programmes to help employees develop the skills needed to adapt to technological changes. They should also improve diversity and inclusion policies to ensure equal opportunities for all employees. In addition, organisations should develop better performance management systems with regular feedback and recognition to improve employee motivation and overall performance.
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