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[bookmark: _Toc225765260]1. Introduction
Tesco is a giant retail organisation based in the United Kingdom and has thousands of shops with more than 300,000 employees spread all over the world. It is also a major participant in the UK grocery and supply chain industry (Smith, 2023). The following report seeks to explore some of the critical human resource issues Tesco has experienced, such as technological advancement, talent management and acquisition and retention, and diversity, equity and inclusion (DEI). The report also determines the HR practices that deal with these issues and evaluates how managers can make sure that these practices are implemented.
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[bookmark: _Toc225765262]2.1 Technological Advancement
Technological development is one of the key contributors of HR practice in Tesco. The retail industry is seeing a heavy digitalization with automation and artificial intelligence (AI), self-checkout lanes, and data analytics among other applications to enhance efficiency and the customer experience. These advancements necessitate workers to be learned, digitally and technically, and the needs of the traditional workforce have been changed. According to Szczesniak (2025), these changes introduce communication and adaptation hurdles in big multinational organisations such as Tesco. Resistance to change may occur as employees may not be able to adapt to new technologies. Also, the demands of continuous reskilling and upskilling are increasing to keep staff competent and productive. Nevertheless, the adoption of new technologies is associated with its own difficulties, as improved costs are the high cost of training, implementing the system, and employee job security may be under threat. HR departments should thus find the balance between technological innovation and employee stability, and make sure that employees are assisted during the change of digital solutions and that the performance of the organisation remains stable.
[bookmark: _Toc225765263]2.2 Talent Acquisition and Retention
The competitiveness of the UK retail labour market is a significant issue to Tesco as talent acquisition and retention are a top priority. In frontline positions, retail organisations experience high turnover of employees and this enhances the cost of recruiting and training. As Ajibola (2022) explains, the challenge in retaining a stable and qualified workforce is a continuous problem in key retail outlets, such as Tesco. In order to appeal and keep employees, Tesco needs to come up with a good employer brand and employee value proposition. Competitive remuneration, career development, and good working conditions are some of the factors that should be considered in employee decisions. Moreover, work-life balance has gained more significance particularly after an employee expectation shift following the changes in the global workforce. Although these have been done, there are still issues of limited career progression in certain jobs, job insecurity, and heavy work environments. The HR should be able to keep innovating recruitment strategies and retention policies in order to maintain long-term employee engagement and organisational success.
[bookmark: _Toc225765264]2.3 Diversity, Equity and Inclusion (DEI)
The concepts of diversity, equity and inclusion (DEI) are very important aspects of proper HR management in big companies like Tesco. Diversity in workforce promotes creativity, innovation and decision making as a result of bringing on board varied opinions. Similar to the situation in the UK, organisations have to adhere to the legal frameworks that support equality and discourage workplace discrimination. As Akakpo and Edwin-Akakpo (2026) note, the issue of gender inequality and representations gap is still a major challenge in the retail sector. Tesco, as most organisations, has to deal with inequities in positions of leadership, and equal opportunities at all levels of employment. Moreover, cultural diversity management in a huge employee base may remain complicated, especially when considering the inclusion of communication and even treatment. Some of the challenges might include implicit bias, unequal career promotion, and underrepresentation in high-level jobs. Hence, the HR practices should be directed at building an inclusive organisational culture, fairness, and equality in order to create sustainable business performance.
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[bookmark: _Toc225765266]3.1 Addressing Technological Advancement
To minimise the technological development, organisations like Tesco are adopting more digital training programmemes, including e-learning platforms and Learning Management Systems (LMS). These mechanisms help maintain the constant learning process and enable the employees to acquire the digital competencies needed in the fast-changing retailing environment. Evans (2022) stresses that evidence-based HR practices promote organised training programs that contribute to the flexibility of employees and performance of organisations. Also, HR analytics became one of the most important modern practices. Through labour force analysis, Tesco would be able to determine the skills gaps, future work force requirements and enhance decision making. Flexible work roles, cross-functional teams, and other agile workforce strategies also play an additional role in accelerating the responsiveness of organisations to changes in technology. Nevertheless, the practices have their limitations too. It is possible that digital training is not applicable to all employees, especially those with lower digital literacy, which will somehow cause disparity in the development of skills. HR analytics can also imply some doubts about the privacy of data and the ethical application of employee information. Moreover, agile working designs may cause role confusion and work stress. Thus, although the mentioned HR practices are effective and contribute to technological progress, they have to be carefully implemented, supported by employees and ethical concerns.
[bookmark: _Toc225765267]3.2 Resolving the Issue of Talent Acquisition and Retention
Employer branding, flexible working arrangements, and reward management systems are some of the current HR practices directed at enhancing the talent acquisition and retention process. The employer brand provides Tesco with a chance to position itself as a favourable employer within a highly competitive labour market. The flexibility of working, including the flexibility of shifts, leads to a better work-life correction, which positively affects the level of employee satisfaction and retention. Chimakati and Kelemba (2023) postulated that when the HR practices are aligned with the organisational objectives, it will result in sustainable performance. The financial incentives and non-financial recognition as reward management systems are relevant in motivating employees and minimizing the turnover. Also, career development plans, like training courses and succession plan, assist employees in projecting a long term career advancement within the organisation. These practices are associated with challenges although they are beneficial. Employer branding is an investment that needs to be sustained and it may not necessarily lead to retention. Flexible working is not easy to be applied in all the retail positions, especially in those that involve the customer. Moreover, reward systems can cause perceived disparities among the workers. This means that these HR practices are effective but they have to be managed strategically so as to be sustainable in the long run and to be fair.
[bookmark: _Toc225765268]3.3 Addressing DEI
In order to deal with diversity, equity and inclusion (DEI), organisations engage in various practices, including inclusive recruitment, diversity training, equal opportunity policy, and employee resource group. The goals of these efforts are to establish a workplace that is fair and inclusive and embraces diversity and equitable treatment of all employees. The recent HR practices acknowledge that DEI is becoming an important source of innovation and performance in organisations (Ali et al. 2023). Effective recruitment practices ensure that the workforce is diverse and therefore inclusive of practices will reduce bias in hiring. Diversity training programmes create awareness of unconscious bias and promote inclusion behaviours in the employees. Employee resource groups can give the underrepresented employees a platform to exchange experiences and support each other which contributes to better engagement and belonging. Nevertheless, these practices may not be effective when they are not integrated into the organisational culture. Diversity training can be of short-term effects without long-term change of behaviour. Equal opportunity policies can be formal and not practical. Also, change resistance and unconscious bias may exist in organisations. Thus, DEI programs are necessary, but their effectiveness relies on their frequent use, the dedication of the leaders, and continuous measurement.
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[bookmark: _Toc225765270]4.1 Ensuring Urgent Implementation
The departmental managers are very instrumental in the proper and efficient execution of HR practices in organisations like Tesco. Operational leaders need to be in charge of converting strategic HR policies into reality. Kilonzi et al. (2023) emphasize that the strategy execution and the performance of an organisation depend largely on managerial roles. Managerial leadership in HR practices is one of the major roles of the managers. This entails putting clear expectations, showing organisational goal commitment, and motivating employees. In this process, effective communication strategies are necessary since they assist managers to communicate the purpose and benefits of HR initiatives, and make them less resistant to change. According to Tapala (2025), middle-level leaders are significant in ensuring that strategies of an organisation are perceived and realised at departmental levels. Monitoring the performance of employees and checking their adherence to HR policies is also in the role of managers. They can be able to monitor progress, recognize areas with skills lacking and give feedback to employees through performance management systems. By aligning HR practices to business objectives, the initiatives will be directly related to success in organisations. Moreover, the managers should be able to create a conducive working environment where they encourage employee involvement and flexibility. Through this, they are able to make sure that the HR practices are carried out efficiently and appropriately in a timely manner which also results in the overall organisational performance and competitiveness.
[bookmark: _Toc225765271]4.2 Critical Evaluation
Although they are central to the implementation process, the departmental managers are confronted with a number of challenges in ensuring that the HR practices are implemented effectively. Such barriers could include lack of training, change resistance, and decision making authority which can lead to successful implementation. Kravariti et al. (2023) say that talent management and employee development are impossible without managerial support, but it does not necessarily receive sufficient support. The leadership style plays an important role in implementing success. Transformational leadership that is based on the need to inspire and motivate employees is best in instigating change and encouraging engagement. When managers embrace this, there are more chances that they will overcome resistance and motivate employees to accept new HR initiatives. Key performance indicators (KPIs) are also accountability mechanisms that are very important in the implementation of HR practices. Nicolas-Agustin et al. (2022) emphasize the role of aligning the HR practices with the digital transformation strategies in meeting organisational objectives. In reality, however, managers might be unable to juggle between HR and operational requirements. At the case of Tesco, the retail environment may be hectic, and thus the time and resources used to implement HR may be limited. The pressure of high workloads and performance can diminish the long-term HR strategy among managers. Hence, managers are needed, but organisational support, training, and clear accountability structures are needed to make the implementation effective.
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To sum up, modern HR practices are crucial in solving organisational issues such as technological development, talent management, and diversity, equity and inclusion. Proper execution of the practices improves the performance of the employees and the competitiveness of the organisation. As Ahmed et al. (2023) emphasise, the HR practice is a major factor in the organisational success and sustainability. Considering the case of Tesco, it is crucial to align HR strategies to business goals in order to sustain a long-term growth. All in all, organisations need to take integrated and responsive HR strategies in order to effectively react to changing needs and requirements in the workplaces so as to guarantee sustainable performance.



[bookmark: _Toc225765273]6. Recommendations
Tesco needs to invest in ongoing digital training to enhance ongoing workforce correspondence to technological developments to enhance HR effectiveness. The retention can be enhanced through increasing employee engagement strategies, recognition programmes, and feedback systems. Moreover, enhancing the policy on DEI by undertaking periodic monitoring and accountability will enhance inclusivity. According to the views of Hughes (2025), a rise in the diversity of leadership increases organisational success. Moreover, HR practices will be in place by enhancing managerial accountability using clear KPIs. Lastly, embracing the concept of HR decision-making based on facts will facilitate Tesco to proactively address the workforce issues and sustainability in business conduct.
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