Developing and Managing Individuals and Teams: HR Challenges and Practices at Tesco plc
1. Introduction
It is beyond any doubt that Human Resource Management (HRM) is an aspect of glue which bridges the gap between the capability of a workforce and the organisational strategy particularly in sectors which are very dynamic and competitive sectors such as the retail sector in UK. As one of the biggest UK-based supermarket chains, Tesco plc provides a case study that is laden with an in-depth analysis of how the HR departments reacted strategically to technological growth, talent management, diversity, equity, and inclusion (DEI). It is not one thing alone because they are mutually dependent forces, and to a large extent, determine organizational performance and long-run survival (Armstrong, 2020).
Digitization in retailing via automation, big data analysis and e-commerce have therefore, actually led to a qualitative leap in the demands of skills in the energy force. Recruitment and retention are becoming more difficult, particularly in front-line jobs which are highly volatile, due to the war of talent and changing expectations of employees (CIPD, 2013). Ethical arguments and creative discussion of the organisational legitimacy started to combine (Shore et al., 2018) when companies started experiencing the accumulation of pressure with regard to their regard to DEI.
This report is a critical analysis of 3 significant HR issues impacting Tesco in technological adaptation, talent acquisition and retention and DEI. The thesis examined the available HR practices that dealt with these issues and how the management in departments could implement it effectively and swiftly. The report is analytical in nature, the practices in Tesco are drawn against the industry trends and an evaluation of the strengths and weaknesses is made. In conclusion, what is claimed here is that, regardless of Tesco having done all it can in advance to modernize its HR practices, it depends on whether it will be effectively executed on the managerial level.

2. Factors Affecting HR at Tesco 
2.1 Technological Advancement
The rapid global spread of technology in retail operations is one of the greatest influences of HR in Tesco. By minimizing the repetitive labour through self-checkout and AI-controlled inventory management, and big data analytics, automation technologies have transformed job description by cutting it down and increasing the demand to use digital skills (Brynjolfsson and McAfee, 2017).
This presents a strange dilemma to Tesco. Technology enhances productivity and reduces operational costs, on the one hand, and requires reskilling of the workforce at any given time, on the other. Store maintenance workers, among others, should no longer be occupied with handwork alone, they now must interact with computers as well. Such transition may cause resistance through a subset of employees who may lack digital skills, thus decreasing worker participation and productivity (Brougham and Haar, 2018).
Tesco appears to be more progressive than its competitors like Sainsbury in planning the process of digital transformation; it has already implemented digitalization initiatives in its online grocery store and automation. However, in the rapidly evolving environment, the shortage of skills has been observed, and strategic planning of the workforce is demanded. It is not the implementation of technology alone that will matter, but the application of technology by the personnel- i.e. that, skills training will be enforced and investment in HR would have to be done on a massive basis.

2.2 Talent Acquisition and Retention
Employee turnover in the entry level jobs in the UK retail sector is high. There exists a disconnect where the business must cope with issues as it attempts to recruit and maintain workforce employees when low pay, workload, and lack of career advancement are self-destructive in Tesco, according to its position in this sector (CIPD, 2022). 
Moreover, COVID-19 might deepen the shortage in the labour market, introducing a new host of problems to Tesco in the present day. As an instance, to manage the increased online shopping, the company promptly hired temporary workers. As it turns out, this type of staff has been hard to keep after the pandemic, which aligns with the overall industry predicaments.
Though, when compared, Aldi has used to pay higher wages and fewer positions whereas Tesco relied largely on generous employment with flexible contracts. Even though there was a little flexibility in the practice in terms of operations, there is a possibility that employee loyalty and retention could be relegated. Studies propose that workers will tend to remain in organisations when they leave clear career growth paths open and their work is meaningful to them (Herzberg, 1968).
The cost-concentration and employee happiness balancing to undertake in Tesco will then be less perplexing to do. Failure to address retention concerns may lead to high recruitment cost, poor service delivery and a non-favorable climatic adverse cultural set up.

2.3 Diversity, Equity and Inclusion (DEI)
With the increasing emergence of diversity, equity and inclusion are the burning issues on the list of the organisations which grapple with the challenge of maintaining compliance in regulation, managing the expectations and demands of the society, and as a method of enhancing innovation (Shore et al., 2018). In the case relevant to Tesco, it is in the reputable major markets of labor and has a multicultural group of customers with DEI being structural to the policy of retaining employees.
Although numerous attempts have been undertaken by Tesco to offset the inequality differences, the fact remains that the real search to find equity is much more overt. It somewhat interferes with promotion of various groups in the said leadership positions in that retail sector.
As an HR aspect, DEI is both a compliance matter and a cultural shift to where, instead of segregating some groups over others, it opens its doors to all. Inclusion in the facilitating force of receiving any benefits of diversity engagements. Tesco can be compared to the companies such as Unilever, but in the comparison of the organisations, DEI is more of a working and less of a strategies organisation to the processes globally.
Even the principal issue is to go beyond a mere mirage that relies on variety to provide inclusion ethos in the organizations.

3. Evaluation of Contemporary HR Practices
3.1 Addressing Technological Advancement
With the question of technology changes, Tesco has implemented courses of learning and mentoring which focus on the digital transformation of skills. In an organisational set up, employees are exposed to new systems through e-learning methods and on the job training. These methods are mostly consistent with the concept of learning organisations (Senge, 2006).
But on the theory front, although it would appear to be good, the results of the approach would depend on the involvement of workers themselves. Digital training may not be entirely accessible or even as approachable by everybody: the older generation or a digitally unfriendly group of workers would be a large exception. On the other hand, Amazon spends much on organized upskilling efforts like career choice, resulting in consequent high advancement on paths to progression.
Therefore, though it may be applied on a small scale due to economic reasons, the program can be still deprived of any serious depth with the aim of the needed organizational workforce change. Similarly, a somewhat individual and a well-organized training strategy might contribute to the effectiveness remarkably.
 
The practices in talent acquisition and retention are examined in 3.2.
 
According to Tesco, to boost the retention it focuses on the flexible working programmes, employee benefits, and promotional opportunities within Tesco. Flexible shifts enable an employee to work at their own time, juggling between work and family, which is quite appealing in retail environment.
Moreover, Tesco also invests in the employer branding and online recruitment websites, as a means of obtaining the right people on a voluntary basis. These are logical current Human Resources trends and desire of employee experience. (CIPD, 2023) 
Nevertheless, one particular form of flexibility may fall short of addressing more entrenched grievances, including job satisfaction and lack of career advancement.
Their competitor, Lidl, has a more remuneration-comprehensive model towards compensation and job delivery. Lidl set-up, as stated by staff members, is seen as competitive: higher pay and clear career prospects. Furthermore, over-dependence on part-time employment can undermine job loyalty.
This indicates that they will be trying to meet the immediate needs and will not in any way refer to the most burning issue, which is long-term retention.

3.3 DEI Practices
Some of the practice of policies that Tesco has put in place includes unconscious bias training, and the ongoing struggle to achieve diversity targets. These initiatives accommodate the requirement to establish a more positive job setting and enhance representation. This type of practice is also essentially best HR practice, but its efficacy has been called into question. Research conducted has demonstrated that diversity trainings are not very effective unless supported by structural change (Dobbin and Kalev, 2016).
The Tesco interventions are disjointed, as opposed to the fully integrated DEI programs. Therefore, planning of DEI policies may not give results without operation accountability tools.
Therefore, Tesco could be on the frontline in enforcing the principles of DEI; however, the issue is to incorporate these beneficial measures in its organizational culture and management.

4. Role of Managers in Ensuring Implementation
In fact, it is department managers who can best offer parking of HR policies into practice. Programs will always be under jeopardy even in situations where HR strategy is meticulously developed and managerial implementation is wanting.
. The initial aspect of the technology struggle qualifies the consideration of the CIOs as opportunists. Training should not be merely facilitation as it also has to be associated with the development of positive attitudes related to change. The managers could also assist in building trust, effective communication, and showing tangible value of new systems (Kotter, 2012).
Therefore, the managers play a major role in talent management both on the employee engagement and retention due to their leadership styles. It has been exhibited that transformational leadership based on the raise of motivation and assistance to staff members has an advantage to job satisfaction and decreased employee turnover (Bass and Riggio 2006). Store managers at Tesco focus more on employee development activities with higher probabilities to retain employees compared to operationally oriented ones.
In the real sense, the effectiveness of the managers was varying in magnitude among departments. Poor uniformity in leadership practice may result in debasing HR programs. It recommends that the management training has to be standardized throughout.
Thirdly, DEI efforts rest in the hands of managers who must have a greatness that is tangible. There is a sense of inclusion within the team and therefore, the way the manager conducts themselves will have an impact on the way subordinates look into equity and a sense of belonging to the team. Therefore, managers should be responsible enough to report discrediting practices, foster optimal decision-making processes, thereby playing a role in granting equal development opportunities to all.
Nevertheless, there are restrictions. It is observed that there are operational pressures which must take away the HR functions of the managers. Lack of organisational support and accountability could result in unequal and loose implementation procedures. Therefore, organisations must make efforts in ensuring that the alignment between the managerial performance measures and the HR outcomes is realised to create urgency.

5. Conclusion and Recommendations
To sum up, Tesco has high HR issues concerning technological progress, human capital management, and DEI, which are expected to be common in the UK retail industry. Although the company has adopted a variety of modern HR practices, they must be effective, but this depends on the systematic and strategic application.
The study shows that the technology adaptation strategy of Tesco is still rather developed, but it needs more systemic and all-encompassing training programmes. Talent acquisition and retention strategies will not only fulfill the short-term workforce demand but will not effectively solve long-term engagement challenges. In the same vein, DEI efforts are superficial and do not extend to the organisational level.
Most importantly, departmental managers can play a significant role to see to it that these practices are put in place effectively. In the absence of a robust managerial leadership, Hr strategies may end up being mere rhetoric and not influences.
 
Recommendations
 
Tesco will need to become more strategic in its approach to workforce development, through investing in some form of structured digital upskilling programmes that are specific to various categories of employees. This would improve the aspect of technological adaptability and lessen the reluctance to change.
Talent management wise, the company must work on career advancement opportunities and on competitiveness of the salary to reinforce retention. It could be insightful to benchmark against competitors like Aldi.
In the case of DEI, Tesco ought to go beyond policy-oriented solutions and create a culture of inclusion within the organisation through leadership responsibility and tangible results.
Lastly, the organisation should also increase the capability of its managers by specifically training them and harmonizing performance measures, with HR goals, to provide a consistent implementation process.
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