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Introduction 
Human Resource Management (HRM) plays a crucial role in helping companies achieve a lasting competitive advantage within an increasingly complex and dynamic business landscape. As companies adapt to technological innovations, economic instability, and shifting workforce expectations, HR departments are expected to create strategic policies and practices that enhance organizational performance while fostering employee well-being and the business's long-term sustainability. Contemporary HR goes beyond administrative duties; it has evolved into a strategic partner that plays an essential role in organizational success through efficient people management, talent development, and the promotion of a healthy organizational culture.
The retail sector has undergone significant changes in recent years, driven by digitalization, automation, shifting consumer attitudes, and intensifying competition for skilled labor. At the same time, companies face growing pressure to create diverse, fair, and inclusive workplaces capable of attracting, motivating, and retaining talent from varied backgrounds. Consequently, human resources professionals must balance operational efficiency with employee growth, organizational transformation, and ethical approaches to hiring and workforce management.
Tesco PLC, a leading UK retail corporation, serves as a fitting example for analyzing these current human resources challenges. As a major supermarket chain with a vast and diverse workforce, Tesco continuously invests in digital technology, workforce development, and diversity initiatives, all while navigating labor shortages and evolving consumer demands. This landscape presents both opportunities and challenges for the company's human resources function.
The aim of this report is to critically analyze the key current human resources challenges facing Tesco PLC, with a specific focus on adapting to technological innovations, attracting talent, and fostering diversity, equity, and inclusion. The document examines various modern HR approaches capable of addressing these challenges, including digital HR management systems, workforce data analytics, strategic workforce planning, employee engagement strategies, and inclusive recruitment methods. Finally, it provides a critical analysis of the role of department managers in the successful implementation of these approaches—through effective leadership, communication, performance assessment, and the cultivation of an inclusive organizational culture—before offering practical recommendations to enhance the effectiveness of the HR department and support Tesco’s long-term organizational success.






Explanation of Key Factors
Adapting to Technological Advancements
[bookmark: _Int_aNMlkzho]The retail sector has been transformed by rapid technological advancements. Tesco has been progressively incorporating automation, self-service technologies, data analytics, and digital platforms to improve its operational efficiency. However, technological transformations pose challenges to employees who must constantly acquire new skills and adapt to changes in work processes. (Armstrong and Taylor, 2023; Bratton and Gold, 2023).
 According to Armstrong and Taylor (2023), technological progress demands that companies invest in continuous learning and professional retraining to preserve workforce efficiency. Employees lacking digital skills may demonstrate less engagement and resistance to change. Furthermore, a poorly executed digital transformation can have a negative impact on both productivity and customer satisfaction.
By investing in digital technologies, Tesco is able to improve decision-making and operational efficiency, which contributes to its long-term competitiveness and sustainability.
Talent Attraction and Retention
Competition for professionals has grown in the British job market. Tesco has difficulty attracting and retaining employees due to labor shortages, rising employee expectations, and increasing competition from other retailers.
Organizational performance is strongly affected by talent management. High employee turnover leads to increased recruitment and training costs, loss of knowledge, and decreased productivity (CIPD, 2024). Increasingly, employees seek opportunities for professional growth, flexible working hours, and supportive work environments.
Herzberg's Two-Factor Theory proposes that employee motivation and retention are affected by both intrinsic and extrinsic factors. Therefore, to maintain employee commitment, companies need to provide opportunities for professional growth, recognition, and competitive rewards. (Bratton and Gold, 2023; Robbins and Judge, 2023).
Diversity, Equity and Inclusion
Companies have begun to consider Diversity, Equity, and Inclusion as strategic priorities. Tesco has a diverse workforce and serves clients from various social and cultural backgrounds. Innovative EI practices foster innovation, employee well-being, and the company's image.
 According to Shore et al. (2018), inclusive work environments increase employee engagement and creativity, as people feel appreciated and respected. However, organizational culture can be harmed by challenges such as implicit bias, inequality in career opportunities, and discrimination.
A lack of incentives for inclusion can lead to demotivation, higher employee turnover, and reduced rewards. Therefore, Tesco needs to ensure equal opportunities and promote an inclusive culture that supports social responsibility and long-term sustainability.


Evaluation of Contemporary HR Practices
Workforce Analytics and Digital Human Resource Systems
 Digital human resource systems enhance the recruitment process, performance management, and workforce planning. By analyzing the workforce, Tesco can identify skills gaps and anticipate future labor demands.
 Artificial intelligence and human resource analytics improve effectiveness and the decision-making process. However, excessive use of technology can lead to issues related to privacy and algorithmic life (Stone et al., 2020). Thus, technological systems should complement, rather than replace human judgment.
Employer Branding and Strategic Workforce Planning
 Employer branding helps companies attract high-level candidates. Tesco stands out as an employer by offering training opportunities and benefits to its employees.
 Workforce planning allows companies to anticipate staffing needs and address future skills shortages. However, the effectiveness of workforce planning can be compromised by inaccuracies in economic fluctuations and uncertainties.
Tactics for Engaging and Retaining Employees
 Employee satisfaction and retention are enhanced by employee engagement initiatives, flexible work schedules, recognition programs, and learning opportunities.
 According to Kahn (1990), engaged employees exhibit greater commitment and performance. Productivity can increase, and turnover can decrease with Tesco's investment in training and well-being programs. However, these actions require considerable financial investment and cannot meet all employee expectations.
Covering Recruitment and Diversity, Equity, and Inclusion (DEI) Policies
 Adopting recruitment policies contributes to reducing discrimination and fostering diversity within the workforce. Tesco can adopt fair recruitment processes, leadership training programs, and create support groups for its employees.
 DEI initiatives drive innovation and strengthen organizational trust. However, DEI programs may encounter resistance from employees and managers who see them as harmful or complicated to implement. Success depends on leadership engagement and company culture.
Critical Evaluation of Managerial Implementation
To ensure the successful implementation of HR practices, departmental managers play an essential role. Leadership responsibility is fundamental, as leaders influence the attitudes and behaviors of employees. Transformational leadership promotes employee engagement and facilitates organizational transformation (Northouse, 2022).
To explain organizational changes and reduce resistance, effective communication strategies are necessary. Managers need to offer transparent information, encourage feedback, and include employees in decision-making processes. Trust and engagement increase with two-way communication.
Performance evaluation is also crucial. Managers should use key performance indicators, such as employee turnover rates, engagement rates, diversity of metrics, and productivity levels, to monitor the effectiveness of HR initiatives. Constant evaluation allows for continuous improvement.
The success of HR practices is also influenced by organizational culture. A culture that encourages learning, inclusion, and innovation contributes to employee engagement and company performance. Managers need to exemplify the behaviors they want to see and establish psychologically safe environments where employees feel respected and valued.
Implementation can be hampered by a number of obstacles. Resistance to change, limited financial resources, and a lack of managerial skills can compromise effectiveness. Employees may fear technological transformations or misunderstand diversity initiatives. Furthermore, some managers may not be up to date on contemporary HR practices.
 These obstacles can be overcome through leadership training, employee engagement, effective communication, and continuous learning. Kotter's change model highlights the importance of generating a sense of urgency, gaining support, and integrating transformations into the organization's culture (Kotter, 2018). Thus, to achieve lasting organizational change, management involvement and proactive leadership are fundamental.








Conclusion
Tesco operates in a highly competitive and constantly changing business environment, where efficient human resource management is fundamental to long-term success. This report showed that the organization faces three major current human resource challenges: adapting to technological innovations, attracting and retaining competent professionals, and fostering diversity, equity, and inclusion (DEI). These challenges directly affect the company's performance, employee engagement, customer satisfaction, and business sustainability.
The analysis revealed that implementing modern HR practices, such as digital human resources systems, workforce analytics, strategic planning, employee engagement programs, and inclusive recruitment strategies, can significantly enhance Tesco's ability to meet these challenges. However, while these practices offer beneficial advantages, they require ongoing investment, effective leadership, and a robust organizational culture to achieve lasting results.
The analysis showed that adopting contemporary HR practices, such as digital human resources systems, workforce analytics, strategic planning, employee engagement programs, and inclusive recruitment strategies, can significantly improve Tesco's ability to address these challenges. However, while these practices offer significant benefits, they require ongoing investment, effective leadership, and a robust organizational culture to achieve lasting results.



 












RECOMENDATION
Tesco needs to implement a series of strategic initiatives and practices to effectively address current human resources challenges. Firstly, the company must persist in investing in digital skills training and continuous professional development to ensure employees can adapt to new technologies and changing business demands. Workforce capacity will be enhanced, productivity will increase, and resistance to technological change is reduced through regular training programs.
 Secondly, Tesco needs to strengthen its employer brand, highlighting opportunities for professional growth, attractive benefits, and a healthy organizational culture. This, along with strategic workforce planning, will help attract high-level candidates and increase employee retention in an increasingly competitive job market.
Thirdly, the company needs to expand flexible work arrangements, employee wellness programs, and recognition initiatives to improve job satisfaction, employee engagement, and work-life balance. These actions reduce turnover, boost morale, and contribute to more effective organizational performance.
Tesco should also continue to enhance its diversity, equity, and inclusion (DEI) strategy by adopting inclusive recruitment and promotion practices, providing training on unconscious biases, and expanding diversity in leadership positions. These actions contribute to the development of a more inclusive organizational culture, promoting innovation, and consolidating the company's image as a leading employer.
Furthermore, it is crucial that department managers receive ongoing training in leadership and change management to equip them with the skills to effectively implement HR strategies, manage organizational transformations, and support employees throughout the change process.
 Tesco needs to increase its use of workforce analytics and key performance indicators (KPIs) to track recruitment, retention, employee engagement, diversity outcomes, and training effectiveness. Regular evaluation will enable evidence-based decision-making, continuous improvement, and better alignment between HR practices and the organization's long-term strategic objectives.
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