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Introduction 

Human Resource Management is key in helping organizations adapt to technology, economic, and social changes (Armstrong & Taylor, 2020). The United Kingdom’s retail industry is significantly changed due to digitalization, increased competition in the labor market, and the need for equality in the workplace. These developments have created unique challenges for organizations such as Tesco plc, which is a leading retailer in the United Kingdom.
The report has identified three major challenges for Tesco plc in relation to human resource management. They include technology advancement, attracting and retaining the best human resources, and diversity, equity, and inclusion. It evaluates the current human resource practices and how they can be effectively implemented.

1. Explanation of Specific HR Factors 
1.1 Meeting Technological Advancement
Technological advancement is one of the defining factors in the modern retail market. This is particularly evident in Tesco, which has expanded its online grocery services, introduced self-checkout systems, and invested in automated systems for managing stock. These factors necessitate that employees get used to new technological systems. Strategic HRM theory highlights the importance of matching employee skills with organizational strategy (Boxall & Purcell, 2016). In this respect, technological advancement in the modern market places a significant HR obligation on ensuring that employees have technological skills.
Workforce reskilling has thus become the need of the hour as technology systems increasingly replace human interventions. Training and development thus emerge as a vital factor for the continued productivity and competitiveness of the workforce (Noe et al., 2017).
In cases where the workforce perceives that the technological system compromises their job security without providing adequate training and development support, the response is expected to be negative. The theory of psychological contracts suggests that the workforce expects the organization to invest in training and development in return for commitment and productivity (Rousseau, 1995).

1.2 Talent Acquisition and Retention
The UK retail industry has high employee turnover and competition for human resources. Moreover, Tesco has to compete with other major retail organizations such as Sainsbury’s and Asda. As such, it becomes imperative for the company to address human resource issues as a priority.
Employer branding is an essential driver of human resource acquisition. A robust employer value proposition (EVP) makes an organization more attractive to potential employees. The EVP impacts employee decision-making (Backhaus & Tikoo, 2004). Nowadays, employees are more inclined to seek organizations that provide opportunities for growth, security, and meaningful jobs. If Tesco does not differentiate itself as a better employer than other organizations in these areas, it will be at risk of losing talented employees to other organizations.
The motivation theory is used to examine the factors affecting the retention of employees in Tesco. Herzberg’s Two-Factor Theory states that intrinsic factors such as recognition, growth opportunity, and achievement are major contributors to the satisfaction of employees. Extrinsic factors such as salary and working conditions are considered hygiene factors (Herzberg, Mausner, & Snyderman, 1959).Employee engagement also plays an essential role in employee retention. Engaged employees are more productive and tend to have lower employee turnover intentions (MacLeod & Clarke, 2009). In the retail industry, where employee interaction with clients is paramount, employee disengagement will be detrimental to the company.
Changing workforce expectations, particularly among younger employees, have increased demand for flexibility and work–life balance, although this can be challenging within retail shift structures.

1.3 Diversity, Equity and Inclusion (DEI)
Diversity, Equity, and Inclusion is not just an obligation but also an opportunity for the organization. For instance, United Kingdom-based organizations are required by the Equality Act 2010 to avoid discrimination against employees based on different characteristics. Adhering to this law is therefore vital for the organization as it seeks to avoid legal and reputational risks. On the other hand, research has shown that organizations that succeed in diversity management are more likely to benefit the business by increasing innovation and effective decision-making (Shen et al., 2009).
In conclusion, the management of diversity, equity, and inclusion in Tesco involves legal requirements, representation, the development of an inclusive culture, and equitable growth opportunities.

2. Evaluation of Contemporary HR Practices 
2.1 Addressing Technological Advancement
Digital learning platforms represent one of the modern approaches to reskilling employees. E-learning and blended learning approaches can facilitate training in various store locations, thus minimizing logistical expenses (Noe et al., 2017).
Human resource analytics form one of the foundations for evidence-based human resource planning. Through the analysis of turnover rates, performance, and training, human resources can identify gaps and forecast future requirements (CIPD, 2024). This helps to achieve a better fit between people management and organizational aims.
2.2 Addressing Talent Acquisition and Retention
Structured recruitment processes have been shown to improve the fairness and predictive validity of selection decisions (Armstrong & Taylor, 2020).
Continuous performance management systems have been shown to replace traditional annual appraisal systems (Aguinis, 2019).
Employer branding strategies have been shown to improve the effectiveness of recruitment strategies (Backhaus & Tikoo, 2004).
Flexible working can improve retention, although implementation is more difficult in retail environments.

2.3 Addressing DEI

Anonymized recruitment and the use of diverse interviewing panels can help to eliminate bias in selection decisions (Dobbin & Kalev, 2016). Inclusion training can help to raise awareness of discriminatory behaviors, but to have a lasting effect, engagement is necessary. Employee voice The promotion of a culture of increased psychological safety and inclusiveness may be supported (Nishii & Mayer, 2009). Diversity metrics aid in the monitoring and ensuring of accountability and transparency in progression and reward mechanisms. However, the credibility of DEI initiatives may not be realized unless they are integrated with the overall performance evaluation mechanisms. Cultural change requires reinforcement at all organizational levels, including leaders and managers.
Therefore, to ensure that HR strategies are effective in addressing the key organizational issues that Tesco is facing, it is critical to link the issues identified with HR practices and their operationalization. The discussion that follows illustrates how technological advancement, talent acquisition and retention, and DEI issues can be addressed through HR practices and their operationalization in the context of Tesco.










Alignment of HR Issues, Practices and Implementation at Tesco

	Issue Identified
	HR Practice
	Implementation at Tesco

	Employees at Tesco lack digital competencies that can help them use new technology, including self-scanning, automated inventory management systems, and online shopping. This results in inefficiencies in the business and resistance to new technology.
	Digital training initiatives and employee reskilling strategies involving e-learning and blended learning technologies.
	Tesco Human Resources can provide structured digital training programs for employees through in-house e-learning platforms. The digital training programs can include information about self-checkout systems, digital inventory systems, and information security. The store managers can schedule the digital training programs within the employees’ shift schedules using HR analytics.

	Technological changes may lead to employee anxiety about their job security, thus causing low employee engagement and resistance to change in the organization.
	Change management initiatives and associated change management communications.
	The managers at Tesco should also conduct team briefings to discuss the importance of the technology upgrade. Human Resources should provide change management workshops and ensure employee participation in feedback sessions before the introduction of new technology.

	Higher employee turnover rates in the retail sector make it difficult for Tesco to maintain high-quality services from experienced employees.
	Employer branding strategies and employee career development initiatives.
	[bookmark: _Int_XDPMfDTt]One possible improvement for Tesco’s Employer Value Proposition is emphasizing the opportunities for internal promotions and career progression in their recruitment campaigns. Mentoring and training workshops could help employees develop their long-term career prospects within the organization..

	The employees in customer-handling positions might experience perceived underappreciation, which can affect their motivation and increase the risk of turnover.
	Continuous performance management and employee recognition schemes.
	Tesco management must conduct performance check-ins once a month instead of once a year. To increase motivation levels, recognition programs such as Employee of the Month and customer service recognition must be implemented.

	The recruitment and promotional practices might have unconscious bias, which can 
limit the employees' potential for  meritocratic progression.
	Anonymous recruitment processes and employee selection processes.
	For instance, Tesco Human Resource can use blind CV selection by removing personal information, including names and gender, during the initial stages of the selection process. To improve the fairness of selection decisions, structured competency-based interviews and the use of diverse intervie panels can be considered.



Such alignment ensures HR practices address technology change, employee retention and inclusion.

3. Critical Evaluation of Managerial Implementation 

The departmental managers play a critical role in the implementation of human resource policies. This is in line with the strategic human resource management (SHRM) perspective, which emphasizes the role of departmental managers in the implementation of human resource strategies (Armstrong & Taylor, 2020). In the absence of the engagement of departmental managers, human resource policies may remain at the theoretical level.
has the task of communicating the need for digital transformation and encouraging employees to take part in the training program. This can be done by clearly explaining the benefits of the program, which will reduce employees' resistance to change (Noe et al., 2017).
The impact of inclusive leadership styles should also be considered, as it has a significant impact on the work environment. A departmental manager who demonstrates behaviors that show fairness, openness, and respect will be able to create an environment where employees feel appreciated (Nishii & Mayer, 2009). This has significant implications for DEI initiatives and turnover rates.
However, departmental managers might be distracted by other issues, like achieving sales targets or dealing with staff shortages. In this case, it is essential to have enough training for the departmental managers to enhance their capabilities in managing employees.
The success of HR initiatives will depend on the alignment of HR strategies, departmental manager accountability, and organizational culture. When departmental managers are involved in HR initiatives, they will be able to implement HR strategies in practice, not just in theory.









Conclusion and Recommendations 
Tesco faces interrelated human resource issues related to technology advancements, talent management, and diversity, equity, and inclusion (DEI). Digitalization requires ongoing reskilling and change management. In a competitive environment, employer branding, recruitment, and engagement are critical. DEI involves compliance and opportunities for organizational performance improvement.
Effective solutions to current human resource issues include current human resource practices such as digital learning, HR analytics, structured recruitment, ongoing performance management, and inclusive leadership development. However, the success of these solutions depends on managerial consistency and accountability.
Based on the analysis, the following recommendations are made:
1. Create a structured digital reskilling process using workforce analytics.
2. Improve employer branding through transparent career paths and growth opportunities.
3. Incorporate DEI metrics into managerial performance reviews.
4. Create an inclusive leadership and change management program for departmental managers.
5. Create ongoing systems to monitor and measure the performance of the HR department.
Through an integrated approach to human resources, Tesco can improve performance while developing individuals and teams.
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