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[bookmark: _Toc220761042]Introduction
This report discusses some of the human resource issues of Tesco PLC in the UK. It discusses the pressure placed on the HR teams and departmental managers due to technological development, talent acquisition and retention, and diversity, equity and inclusion (DEI). The report also assesses modern HR practices that can help in developing the workforce and improving performance. This can be associated with the learning module outcomes as it is concerned with the creation of individuals and teams, the enhancement of performance management, and the sustainable performance of business. The report centres on technological development, talent attraction and maintenance, and DEI.
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Figure 1: Tesco UK (Tesco PLC, 2025)
[bookmark: _Toc220761043]Discussion of Major HR Considerations
[bookmark: _Toc220761044]Keeping Pace with Technological Improvement
Tesco has a retail environment which is highly dynamic in terms of technology. Tesco has also implemented the use of digital resources like self-checkout systems, online ordering systems, delivery tracking systems, and online stock control to ensure that it remains competitive. The technologies make things faster, minimise mistakes and enhance customer service (Tesco PLC, 2025). Nevertheless, they also cause pressure to the HR department since employees need to acquire new systems within a short time. Most positions in the store have become computerised to a very low level, where scanning systems, handheld devices to check stock and assisting customers at the self-service checkouts are part of the job (GlobalData, 2024). The employees also need to adhere to automated procedures and barcodes at the distribution centres to be effective. One of the problems is that some employees will feel nervous or be resistant to those changes, particularly the older employees or new hires with little experience. In case training is poor, employees would be likely to make errors that would lead to complaints, delays, and loss of money. Thus, HR should make sure that the technological change is facilitated due to appropriate training, effective communication, and continuous learning opportunities.
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Figure 2: Tesco Adds Scan-Free Self-Checkout Systems (GlobalData, 2024)
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One of the major problems faced by Tesco is talent acquisition and retention since the UK retail industry is highly labour-intensive and competitive in the labour market. Most of the Tesco jobs, like those of customer assistants, warehouse operatives and delivery drivers, involve physical exertion, shift work, and working on weekends. This may complicate the recruitment process, particularly where the candidates are seeking less challenging employment or more flexible work arrangements (Tesco PLC, 2023). Tesco has to compete with other supermarkets and service companies that pay and offer similar benefits. The frontline employees are likely to be stressed during peak trading times like evenings, weekends, and seasons, and this makes retention difficult. Low motivation and early resignations may be caused by high workloads, customer pressure, and repetitive tasks. Tesco would incur renewed recruitment and training expenses and unstable staff when the turnover rate is high. This impacts the quality of services, output, and morale of employees. In the case of Tesco, the compensation, good support by the managers, flexible working where feasible, and career advancement opportunities are the main attractions to attract and retain the appropriate workers.
[bookmark: _Toc220761046]Diversity, Equity and Inclusion
The aspect of diversity, equity and inclusion (DEI) is a significant HR consideration at Tesco as the business organisation has a high number of employees who are diverse and represent various groups within the UK. Tesco teams consist of individuals of various ages, genders, ethnicities, religions, and abilities. Employees in retail outlets deal with customers and co-workers daily, and hence, they need to be included and treated with respect. The HR has to make sure that recruitment and selection are equitable and do not harm any group. This involves the employment of unambiguous job qualifications, interview guides, and equal opportunities when hiring (Martin, 2024). Pay and promotion processes also require equity. When employees believe that development opportunities are not fair, they will lose confidence in the management and become disengaged. The other issue is how to make sure that disabled employees of workers with special needs are accommodated with reasonable arrangements, e.g. flexible shifts, a safe working environment or assistive equipment. Tesco should also avoid discrimination, bullying, and harassment by having powerful policies and reporting systems in place. A powerful DEI culture enhances teamwork, minimises conflict, and fosters business performance in the long run.
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[bookmark: _Toc220761048]Technological Advancement Practices
As a way of adapting to the change in technology, Tesco can apply e-learning and electronic onboarding to train new and current employees. The usefulness of online learning modules is that the staff can get training at any time, which is convenient in retail work with shifts. The advantage of this approach is that the training can be reused in numerous stores in the long term (Bottesch et al., 2025). Nonetheless, it might not suit workers who are more practical in their learning, and employees who do not have high confidence in technology. Another method that Tesco can employ is blended learning, in which workers are required to take brief online courses and subsequently learn to apply the knowledge on the shop floor under the supervision of a manager. This method enhances the quality of learning since it makes knowledge related to actual work (Akdur, Aydin and Akdur, 2024). Tesco can also use ongoing reskilling programmes, particularly in positions associated with self-checkout services, e-stocking systems and e-delivery services. Time is the key shortcoming, as the staff must be covered during busy shifts to train. Moreover, Tesco will be able to use HR analytics and workforce planning to forecast the skill shortages and plan training effectively. 
[bookmark: _Toc220761049]Practices for Talent Acquisition and Retention
Tesco is able to reinforce the recruitment through enhancing employer branding and employee value proposition (EVP). An obvious EVP emphasising flexible working, stable jobs and professional growth can capture long-term career candidates (Rachmad, 2025). This comes in handy in a competitive labour market. The branding should, however, be similar to the actual employee experience, and failure to do so results in recruits exiting in haste. To enhance retention, Tesco will be able to use flexible scheduling models, including providing predictable rotas and facilitating shift swaps. This may enhance work satisfaction, particularly for students and parents. One of the drawbacks is that complete flexibility is hard in the retail industry since stores have to satisfy customer demand. Internal promotion channels that Tesco can use to create retention involve helping the customer assistants to become team leaders. This gives motivation to staff since they are able to perceive the future growth. Moreover, motivation can be enhanced through reward and recognition techniques including complimenting good performance and giving bonuses or additional perks (Bratton et al., 2021). Wellbeing support programmes are also available to Tesco to minimise the stress and promote attendance. Such practices are apt, but they need regular managerial effort.
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Figure 3: Internal Communication System (Tesco PLC, 2025)
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Tesco can apply systematic recruitment strategies to minimise bias and enhance DEI. To illustrate, using objective scoring points according to the job requirement can be utilised in the HR department to ensure that there is fairness and minimisation of discrimination during the hiring process (Alsalamah and Callinan, 2021). Tesco is also able to employ different hiring panels to ensure that hiring decisions are not based on the assumptions of a single individual. It, however, needs planning since managers might not have much time and availability. Another course that Tesco could offer is the DEI training and inclusive development of leadership among managers. This will assist the leaders in knowing how to assist various employees and how to address unfair behaviour. The shortcoming is that training will not ensure behaviour change without managers being held responsible. Equally, pay monitoring should also be applied by Tesco to make sure that there is a fair attitude with regard to gender as well as other categories. This generates confidence and minimises legal and reputational risks. Moreover, a safe reporting system and employee networks enable employees to express their concerns and be heard (Reiche, Harzing and Tenzer, 2022). These activities enhance work culture, collaboration and participation. On the whole, the practices of DEI can assist Tesco in building a respectful atmosphere that facilitates sustainable performance.
[bookmark: _Toc220761051]Critical Evaluation
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The departmental managers are key in ensuring that HR practices are adopted within a short period. The HR departments can formulate powerful policies; however, the managers determine what occurs daily in stores and distribution centres (CIPD, 2024). The introduction of new digital training systems or new recruitment rules could be used as an example because Tesco will not see any improvements until its managers embrace and implement them each time. The behaviour, priorities and decisions of managers shape the culture of the team. When a manager procrastinates, the employees tend to do the same thing sluggishly, thereby slowing down urgency. This is a significant risk in case Tesco requires a rapid increase in service quality, workforce stability and compliance. As such, the HR actions should not be handled by managers as optional activities. The feeling of urgency can be developed by the managers who demonstrate their commitment, lead by example and clarify that new practices have direct impacts on store performance and customer results (Armstrong and Taylor, 2023).
[bookmark: _Toc220761053]Performance Control
By reciprocating the performance management with HR practices, managers can reinforce implementation. This is expected explicitly and quantifiably. As an example, SMART goals that can be used by managers include the completion of digital onboarding in a specific number of days, early turnover, or customer satisfaction (Yoon, Han and Chae, 2024). Clear goals allow one to monitor the progress and hold teams accountable. KPIs should also be applied by managers in which HR practice is linked with business outcomes. As an illustration, the percentage of training completion can indicate the development of skills by the staff. The turnover rates indicate the success of retention strategies. Service training is manifested by the level of customer feedback and complaints. Check-ins and coaching regularly enable the managers to discover obstacles early. In the absence of feedback, the employees can end up repeating errors or lose confidence (Taylor, 2021). This will work well since the HR practices become part of an everyday working performance rather than isolated jobs. The weakness, however, is that the managers might be preoccupied with numbers and disregard the well-being of the staff. To prevent this, there should be support and development actions in the performance discussions.
[bookmark: _Toc220761054]Monitoring and Action
Effective monitoring systems are necessary as an urgent measure. Store-level dashboards can assist managers in monitoring the process of recruitment, training, and employee absence. This offers decision-making that is evidence-based and prevents delays brought about by assumptions. Audits, including the verification of recruitment documentation and DEI reporting, should also be supported by managers to ensure that nothing is unfair or unlawful (Boxall and Purcell, 2022). In case problems are discovered, solutions must be put in place as soon as possible. Some of the methods that managers can apply to enhance urgency include rewards like awarding teams that finish training on time or those that experience better retention. Meanwhile, some form of repercussions should exist in case of neglecting the pressing priorities, which can be formal performance talks. One of the threats is that the managers might experience work overload and consider HR as an additional burden. To minimise this, Tesco will have to offer straightforward systems, distinct roles and an HR advisor backing.
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Communication is necessary since the employees might be afraid of change when it is imposed. Indicatively, the employees can be intimidated by the technology or feel offended by new regulations. Managers need to articulate the objective of the changes and how they will benefit employees, customers and the organisation. Staff tend to cooperate when they are made aware of why. The managers also need to consult with employees in terms of feedback, peer support, and discussions. This increases the degree of trust as well as reducing resistance. Thus, the integration of direction, support, and accountability in a balanced manner by managers results in an urgent implementation (Armstrong and Taylor, 2023).
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· Build a digital career ladder between store and warehouse employees, blended learning and training.
· Retention can be improved by increasing the internal progression mechanisms and periodic performance feedback.
· Use structured interviews along with a scoring questionnaire to enhance the fairness and job-fit in recruitment.
· Quarterly DEI checking, comprising equal payment checks and impartial direction coaching, is also to be introduced.
· Monitor the progress with HR KPIs, including rates of turnover, training completion, and customer feedback rates.
[bookmark: _Toc220761057]Conclusion
The key HR issues faced by Tesco are related to technology-related, employee attraction and retention, and DEI. These problems may impact the quality of service, staff stability, and sustainability. These issues can be minimised through the present-day HR practices, including blended learning, robust employer branding, flexible timetables, structured recruitment, and DEI monitoring. These practices should be enacted urgently by the departmental managers using clear targets, performance monitoring and effective communication. With these actions properly managed, Tesco will be able to create value and attain sustainable business performance.
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