[image: Discover University of Wales Trinity Saint David]



Developing & Managing Individuals and Teams; LCLM5002

Component 2 – Individual Report – Tesco PLC

Vasile Daniel Remus Stanica
2424143




[image: ]






Table of Contents
The Introduction	3
The Explanation of Key Factors	3
Adapting to technological advancements	3
Organisational Performance	3
Employee Engagement	4
Sustainability	4
Talent acquisition & retention	4
Organisational Performance	4
Employee Engagement	5
Sustainability	5
Diversity, Equity & Inclusion (DEI)	5
Organisational Performance	5
Employee Engagement	6
Sustainability	6
The Evaluation of Contemporary HR Practices	6
Digital HR systems and workforce analysis	6
Employer branding and strategic workforce planning	7
Employee engagement and retention strategies	7
Inclusive recruitment practices	8
DEI policies and leadership development initiatives	8
The Critical Evaluation of Managerial Implementation	9
Leadership accountability	9
Communication strategies	9
Monitoring and performance measurement	10
Organisational culture	10
Barriers to implementation and how they can be overcome	11
The Recommendations	11
The Conclusion	12
The Reference List	12










[bookmark: _Toc235439656]The Introduction 
Tesco PLC has been chosen to serve as the UK-based company for the in-depth analysis of the key contemporary HR challenges within the organisation. The reason why is important to tackle these issues as soon as they arise is to avoid any legal implication that may come as a negative and to ensure a smooth business operation in this rapid and continuous technological change (Portfolio HR & Reward, 2026). 

Tesco PLC is one of the largest retailers in the UK, if not the largest. It houses over 340,000 employees and is loved by people thanks to its affordable prices, timely home delivery and Tesco Club Card which enables users to save a little extra – it is worth noting that all these developments are a result of the changes in technology and allowing Tesco to implement it (Tesco Plc, 2026).

Therefore, this report will actively and deeply look into the technological advancement and its implications, as well as the importance of talent acquisition and retention practices and diversity, equity and inclusion in Tesco. The contemporary HR practice, such as inclusive recruitment or employer branding will also be discussed, among others. 

[bookmark: _Toc235439657]The Explanation of Key Factors 
[bookmark: _Toc235439658]Adapting to technological advancements 
The developments of the technology in the past year is very impressive, especially for the Human Resource departments within the retail sector. The reason for this is because many of the operations are going from manual processing to AI-driven machines and systems, changing how Tesco performs its daily tasks (Ward Hadaway, 2026). In addition to this, employees need continuous training to ensure that they keep up with all the changes and feel confident on their feet. 

[bookmark: _Toc235439659]Organisational Performance 
This technology helps Tesco’s organisational performance, on a positive note, by offering faster and more accurate decision-making process, as well as increased productivity and increased customer service. It can diminish some operational costs on the long-term, such as lowering the inventory losses by having AI weight-based scales that check the products in real time (Hargreaves, 2025).

[bookmark: _Toc235439660]Employee Engagement 
In plus, adopting to technological advancement is also impacting Tesco employees and their engagement, which is not always positive. While on the beneficial side of things the employees can have improved communication and opportunity to flexible working and career development, they may also express fear of job loss due to the AI ability to do some of the employees’ work, especially on the admin side. They may also fear they lack the needed skills and be resistant to change (EBM, 2026).

[bookmark: _Toc235439661]Sustainability 
Furthermore, considering Tesco’s sustainability and long-term goals, adopting to the technological advancements may actually help its innovation, competitiveness and continuous learning. Here it is worth mentioning Tess, the AI-powered chatbot used between Tesco employees. This helps to quickly respond to some of their questions, including offering reliable information regarding its systems and HR practices (Clustre, 2026).


[bookmark: _Toc235439662]Talent acquisition & retention 
Talent acquisition and retention has its own challenges, such as the consistently growing labour shortages and competition between employers, as well as increased difficulty to attract experienced employees that have the needed skill to add value to the company. Thinking about this, it is equally important to retain the experienced staff and ensure that they are offered a competitive position within the company. 

[bookmark: _Toc235439663]Organisational Performance 
The organisational performance is directly impacted by this, either on a positive way or negative. When it comes to the positive side of things, a good strategic recruitment and retention can translate to increased productivity and performance, as well as enhanced customer satisfaction (NWG, 2026). 

[bookmark: _Toc235439664]Employee Engagement 
However, having poor recruitment and little to no retention will result in more customer complaints which will damage the reputation of the business, leading to lower profits, as well as to a high turnover that will impact the organisational efficiency – this is both in terms of money and time, as well as resulting in staff burnout and little motivation remaining due to all the workload needed to be picked up by the other members of the staff (Jafferi, 2025). Subsequently, on a positive note when it comes to the impact on the people engagement, using strategic retention can lead to higher motivation and greater commitment, ultimately raising the performance levels. 

[bookmark: _Toc235439665]Sustainability 
On the long run, this can help to retain talented people that really care and invest in the company. This can also help to better manage the cash flow and save time in the recruitment process. 

[bookmark: _Toc235439666]Diversity, Equity & Inclusion (DEI)
Tesco aims to provide, as they advertise, that “Everyone’s Welcome.” This stands as Tesco’s corporate philosophy and focuses on having a diverse and inclusive workforce that provides equity for all. Offering inclusion for all advertises Tesco as a business that looks beyond the looks of people, as well as their ethnicity, gender or age. They value people, including employees, as they are, by promoting a company-wide culture accommodating flexible working schedule. 

[bookmark: _Toc235439667]Organisational Performance
For example, Tesco aims to have a 42% female representation at senior management levels by 2028 and is currently targeting 19& ethnically diverse representation among top global leaders by 2028 (Tesco Plc, 2026). Considering this, Tesco can improve its creativity and innovation, as well as to better understand its customers. On the other side, this can lead to communication gaps between employees, and it may be difficult for Tesco to manage so many different expectations from a wider and more diverse pool of talent (Orgvue, 2026). While things may get complication, it is more likely than not that the benefits are more than there are challenges. 

[bookmark: _Toc235439668]Employee Engagement 
Having this may result in the employees having greater confidence and feeling more respected. Having clear DEI practicalities can reduce turnover and increase collaboration. Inclusion can be more important than diversity because employees need to feel that they belong there, in order to fulfil their primary needs, such as safety, according to Maslow’s Hierarchy of needs (Cherry, 2026).
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[bookmark: _Toc235439669]Sustainability 
DEI can lead to Tesco’s branding for celebrating diversity, equity and inclusion, as well as to lead to corporate reputation and a higher return of people wanting a job there, leading to a higher pool of talent to recruit from (IPD, 2026).

[bookmark: _Toc235439670]The Evaluation of Contemporary HR Practices 
[bookmark: _Toc235439671]	Digital HR systems and workforce analysis 
There are lots of digital HR systems to help with the daily tasks and analysis, such as Workday, Oracle or even HRIS. All these have the same purpose – to help improve the HR duties or organisational duties, such as recruitment, payroll, training and overall performance. 

By embracing this Tesco can actually record more strategic recruitment that is eventually capable of retaining the employees, as well as to monitor easier the performance of the employees, having everything down on the system. The employee record are safely stored and also accessible on their end, using the needed platforms (Moss, 2026).

However, these HR systems have its own flaws, including a high cost for implementation and cybersecurity concerns. While this can improve Tesco’s efficiency, people are still needed to manage the conflicts and made judgement-based decisions. 

[bookmark: _Toc235439672]	Employer branding and strategic workforce planning 
Tesco promotes its employer branding through a lot of ways, including advertising its career development, graduate schemes, wellbeing support and several employee benefits, including discounts and rewards. Tesco focuses on Employee Value Proposition, saying that “Tesco’s tomorrow, made by you.” (Tesco, 2026).

This type of advertising attracts candidates and actually improves reputation by giving people the impression that Tesco takes care of people, but this alone may not be sufficient for retaining the talent and it also always reflect the reality – Tesco cannot afford to do false advertising just to attract candidates as they will face poot retaining scores. This can also lead to poor reviews leading to bad reputation (DRP, 2026).

[bookmark: _Toc235439673]	Employee engagement and retention strategies 
This is very important for Tesco as it helps he organisation retain people – this has many benefits in itself, including working with people that genuinely care about the organisation. To reach this level, Tesco can actively ask for employees’ opinion on how things are, offer benefits and actually pair a new member with an experienced one to answer any question they may have – this can be translated to the newly recruited talent that experienced employees actually like working there. 

This can lead to stronger levels of retaining talent and also to increase employee engagement by actively listening to them and offering rewards. However, this may have its own limitations as well, because lots of money should be invested alongside time. In addition to this, some employees may just want to take advantage of the rewards Tesco offer and leave the company after a short notice (ACCA, 2026).




[bookmark: _Toc235439674]	Inclusive recruitment practices 
This can have several parts and approaches, with one of them being the usage of gender-neutral language and actually asking the employees how they want to be referred to, rather than labelling them. Another useful practice would be to allow employees or candidates to have the needed format for accessibility, including larger texts, sign language and avoidance of jargons. 

This helps people to feel that they are appreciated for how they truly are and that they should not be facing discrimination. This may offer people the belonging and safety fulfilment, as cited above from Maslow’s Theory, which represents a success for the Tesco company and DEI celebration. However, the limiting factors remain the funds needed to be allocated to ensure these practices, as well as failure to comply with every person’s requirements (Johns, 2024).

[bookmark: _Toc235439675]DEI policies and leadership development initiatives 
Come to think from the previous point made, it is important to know how to correctly navigate bias or imbalances. Therefore, blind recruitment using anonymisation and removing names may be a good idea for Tesco. This is particularly helpful during the initial screening where the HR looks for the right candidate testing capabilities, rather than by the looks or degrees – if degrees aren’t relevant for the job position. 

As a strength, this can lead to more people applying for the job, as well as to increased engagement with the public. Another point to think about is the training offered by the managers to the new talent – often having just the initial one off time training is not enough for them to understand what’s the job like and here is where Tesco may lose talent and can be considered a limiting factor. 







[bookmark: _Toc235439676]The Critical Evaluation of Managerial Implementation 
It is very important to note that while the HR underwrites the practices and thinks what is best for the company in terms of retaining talent, inclusive recruitment and DEI implications, all the departments within Tesco are responsible for a sustainable practice and they are actually putting the practices in operation. All the departments, including finance, marketing, operation, legal play a significant role (Indeed, 2026).

[bookmark: _Toc235439677]	Leadership accountability 
The leaders, including Tesco’s, should always lead by example – the reason for this is because the managers of the departments are actually mirroring the behaviours of the employees and should embrace the HR initiatives. To do this, the employees need to see that the leaders implement this initiative. 

By doing this, the employees will become more appreciative of the practices, while for Tesco will translate into faster implementation and consistency. This may also increase the confidence of the employees. However, while this is effective, it remains dependant from a department to another, where the capability of the leaders differ in strength (CIPD, 2026) and HR department remains most powerful in embracing these practices. 

[bookmark: _Toc235439678]	Communication strategies 
The communication channels used are very important. The leaders or managers of Tesco should, at all times, clearly explain all the goals of the business, and set clear goals. They also need to ensure that the communication remains open on the other end as well and address any issue or concerns that the employees may have. Having a group chat and weekly meetings may be particularly helpful (Grupa Spotkanie, 2026).

This embraces trust, confidence and prevents ambiguity. It also helps employees to understand that they are not alone and that their opinion matter. However, on the other side, delayed communication may be a limiting factor, especially inter-departmental where it may become inconsistent.

[bookmark: _Toc235439679]	Monitoring and performance measurement 
It is the responsibility of the manager to ensure that employee engagement, training, targets, KPIs and absenteeism is monitored and taken care of. Actively monitoring staff’s progress via digital platforms or Excel sheets will help with accurate monitoring. By doing this, Tesco knows the engagement levels and performance of each employee, which can be used to further improve it. 

This can be used to actually think ahead and foresee some problems before occurring, helping to prevent them, as well as to make better decisions that are more likely to be successful. However, relying heavily on KPIs and not considering the human practicalities may not be very efficient because people can deal with several problems affecting their scores. Therefore, it is important to keep track of the performance levels, but also to consider the human factors for each individual (Kucher, 2023). 

[bookmark: _Toc235439680]	Organisational culture 
The organisational culture is equally important because it embraces change and innovation. By having a clear culture, Tesco benefits from employee support and increased ethical behaviour as people feel safe – as Tesco advertises, its culture is “open, dynamic, inclusive, where everyone’s supported and recognised.” (Tesco, 2026). It can also raise the inclusiveness levels and collaboration between all the department within the business, which ultimately translates to smooth operational practices, if the culture is positive and employees agree to it. 

While a negative company culture can make lead to employees to become resistant to change and low morale, motivation and overall drive, having a strong and positive culture is viewed as an asset that helps Tesco to effectively operate (CIPD, 2026).

[bookmark: _Toc235439681]	Barriers to implementation and how they can be overcome 
Several barriers to the implementation of HR practices can occur at any time – this is the reason why Tesco leaders must always be prepared to take action. Some barriers may be as follows: 
· Employees being resistant to change: this is normal and should usually be solved with appropriate training, webinars and Q&A sessions. 
· Limited funds: nowadays it can be expensive to adopt a new practice. A solution to this issue would be to invest wisely and secure funds from partners or banks. 
· Poor communication: this can be solved by implementing weekly meetings, Q&A sessions and 1 to 1 meetings with the employees.
While the list of barriers and solution is not exhausted, one of the most common barriers is known as the employee resistance to change, along poor communication. There are several approaches to combat this issue, particularly resisting to change, by offering coaching and mentoring, providing regular feedback and allowing the employees to make mistakes in order to learn from them (WH, 2026).

Therefore, it is important to note that while the barriers cannot be entirely eliminated, they can be diminished by taking the correct approach, which more often than not refers to keeping an open communication and effective leadership. Considering the success of Tesco, it appears to effectively conduct the needed research and implement the HR practices, while collaborating with all business departments country-wide. 

[bookmark: _Toc235439682]The Recommendations 
1. It is recommended to continue with the effective and open communication between employees, departments and managers, in order to sustain Tesco’s business practices. This is likely to help Tesco’s branding.
2. It is recommended to put more accent and embrace digital learning and skills, including investing in training programmes and allowing greater access to learning platforms. This is likely to boost employee confidence and productivity. 
3. It is recommended to revise Tesco’s organisational culture and ensure that all employees feel safe, secure and included, with no discriminatory factors. This can increase employee retention. 





[bookmark: _Toc235439683]The Conclusion 
In conclusion, it is important to understand the implications, benefits and limitations that come with the HR practices, especially in today’s dynamic business environment. While Tesco has a long-standing success, it is recommended to continue with the sustainable practices to ensure that the business operates effectively, provides support to its employees, delivers the clients’ needs and makes a difference in the world. 
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