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[bookmark: _Toc237659051]1. Introduction
Human Resource Management (HRM) helps businesses respond successfully to changes in the current business environment. Rapid technological advancement, rising competition for qualified employees, and increased expectations around diversity, equality, and inclusion (DEI) are posing major challenges for large organisations. Effective HR strategies are thus critical not only for managing employees but also for boosting organisational performance, employee engagement and long-term sustainability. 
This paper is focused on Tesco PLC, one of the leading retail businesses established in the UK, with more than 340.000 associates working across its operations (Tesco PLC, 2026). The volume and complexity of its workforce provide a good background for assessing contemporary HR concerns. The paper discusses three main variables affecting the organisation: response to technology changes, talent acquisition and retention, as well as diversity, equity and inclusion. 
It then goes on to look at existing HR strategies that can address these issues and critically assess the role of departmental managers in their effective and timely implementation. Finally, practical ideas are given to assist Tesco in establishing a more agile, engaged and inclusive staff.
[bookmark: _Toc237659052]2. Key Organisational Factors Explained
[bookmark: _Toc237659053]2.1 Transforming with the Technological Changes
A major HR problem for Tesco is rapid technological progress, especially since digitalisation, artificial intelligence (AI), automation and data analytics are transforming the retail business. Technology is increasingly changing not just the operational procedures but also the skills and duties imposed on employees. Research shows that artificial intelligence can be used to support HR functions such as recruitment, employee development and workforce management. However, to ensure successful adoption, organisations need to develop appropriate employee capabilities and manage the interaction between people and technology (Budhwar et al. 2023).
Technological development for Tesco leads to an increasing requirement for employees with digital and analytical abilities, but also a need for existing colleagues to continuously adapt to new systems and working habits. This can lead to skills gaps and resistance to change, particularly if employees feel their jobs are at risk from automation. 

Prikshat et al (2023) suggest that AI-enabled HRM can help to achieve organisational outcomes, but organisations need to build the essential competences to attain these benefits. So, the HR function at Tesco has an essential role to play in supporting reskilling, upskilling and continual learning. If Tesco cannot effectively manage technological change, this could decrease employee confidence and engagement and restrict its capacity to stay competitive. In contrast, a flexible and technologically competent staff may enhance productivity, decision-making and customer service, which in turn contributes to be organization’s long-term viability.
[bookmark: _Toc237659054]2.2 Talent Acquisition and Retention
Tesco also has substantial issues in talent acquisition and retention. Given the size and diversity of its workforce, the organisation must recruit and keep staff across shops, distribution, technology and managerial activities. Organisations are vying for talented employees and need to provide more than just competitive pay. Employees are increasingly looking at career development opportunities, flexibility, organisational culture and the overall employment experience when opting to join or stay with an employer. 
Effective personnel management is intimately linked to organisational performance as excessive employee turnover can increase recruitment and training expenses and disrupt productivity and quality of service. At the same time, maintaining experienced employees helps businesses retain information and grow their future leaders. In addition to the above, contemporary HR research also shows that technological advancements are progressively influencing the acquisition, development, and retention of employees, and hence HR strategies should incorporate human and technological skills (Malik et. al., 2023).
With such a large staff, employee experience is a special priority at Tesco. The organisation has previously taken steps to promote flexibility and develop employees. In 2025/26, 82% of colleagues said they could work flexibly, which was ten percentage points above the worldwide retail norm (Tesco PLC, 2026). But keeping employees committed is an ongoing investment in professional advancement, recognition and meaningful growth opportunities. Therefore, effective talent acquisition and retention may improve employee engagement, minimise turnover and ensure that Tesco has the workforce skills needed for future growth.



[bookmark: _Toc237659055]2.3 Diversity, Equity & Inclusion (DEI)
Another key HR objective for Tesco is Diversity, Equity and Inclusion (DEI). A diverse workforce is a workforce of individuals with different backgrounds, identities, experiences and perspectives: equality is providing fair access to opportunities and resources. Inclusion is the creation of an environment where employees feel appreciated, valued and able to contribute.
DEI can improve organisational performance by broadening the talent pool and supporting diverse perspectives in organisational decision-making. But variety alone is not enough to bring about favourable results. Organisations need to build an inclusive culture and to ensure that procedures around recruiting, promotion, development and leadership give equitable opportunity to different groups of employees.
This issue is particularly pertinent to Tesco as they have over 340.000 associates. In 2025/26.85% of colleagues at Tesco said they felt they could be themselves at work without fear of condemnation. The company has also reached 35% female representation in leaders and has set additional targets for female representation in senior roles (Tesco PLC, 2026). Such advances are progress but also point to a continuing need for management attention.
The methods of effective DEI can increase the sense of belonging, engagement and organisational commitment among employees. In contrast, perceived discrimination, inequality in career chances or exclusion can result in loss of employee trust and a damaged organisational reputation. Thus, DEI should be treated as a continuous strategic HR obligation, not a compliance issue.
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[bookmark: _Toc237659057]3.1 Digital HR Systems & Workforce Analytics
Tesco can address technological transformation through digital HR systems and workforce analytics to consolidate data on recruitment, training and performance. This can improve evidence-based decision-making and support the identification of skills gaps and future labour needs. According to Ruiz et al. (2024), digital HR strategies can positively impact organisational performance through the integration of HR activities with technology.
But digitisation also necessitates that employees and supervisors have sufficient digital capabilities. Over-reliance on algorithms may compromise human judgement, and mass gathering of employee data raises privacy and surveillance problems. Tesco needs to blend digital resources with management judgement, clear data policies and constant training.
[bookmark: _Toc237659058]3.2 Employer Branding, Workforce Planning and Retention
Tesco can improve talent acquisition and retention through employer branding, smart workforce planning and employee development. An employer brand coupled with a positive culture and career development possibilities can increase organisational appeal and aid retention (Goyal and Kaur,2023). Tesco may use labour planning to forecast future skills shortages but promote flexibility, internal progression and development.
But if the reality of working life does not match what is promised in recruitment, then employer branding will not work. Training costs time and money and does not ensure retention. Tesco needs to integrate employer branding with realistic career paths, competitive rewards and regular employee feedback.
[bookmark: _Toc237659059]3.3 DEI Development and Inclusive Hiring
Inclusive recruitment, mentoring and leadership development may support Tesco with its DEI goals by extending its talent pool and boosting career options. Hebl and King (2024) highlight the need for equitable and inclusive employee attraction in the development of workforce diversity. Mentoring, employee networks and psychological safety can also improve employees’ inclusion and development (Hebl and King, 2024).
 But DEI rules aren’t enough to effect real change in an organisation. So, Tesco should monitor recruitment, promotion, retention and employee experience outcomes and hold managers accountable to advance. This would help to guarantee DEI becomes part of everyday organisational practice rather than just a symbolic initiative.
[bookmark: _Toc237659060]4. Evaluation of the Management Implementation
Departmental managers are crucial to the swift and effective implementation of modern HR practices within Tesco. Manager accountability is especially critical because they are responsible for translating HR regulations into the day-to-day experiences of employees. Hewett et al. (2024) demonstrate that managers’ sense of HR responsibility and HR competence enhance the probability of their consistent practice implementation. 
Tesco consequently must clarify managerial roles and provide targeted training to ensure managers grasp digital HR, talent management and DEI requirements. Good communication is also vital. Managers should provide opportunities for employees to address concerns about technology change or new DEI projects and explain why the changes are essential. This can help lessen resistance and build greater employee involvement. But communication also is not enough if the corporate culture does not support the practice being promoted.
Therefore, implementation should be assessed by measurable measures such as employee turnover, engagement and involvement in training, workforce diversity and the rate of internal promotion. Managers can be held accountable for progress; HR can provide coaching and assess results. Barriers such as aversion to change, limited managerial capabilities and time pressures should be addressed through training, employee involvement and regular feedback. This blended strategy would assist Tesco to establish HR practices consistently rather than as short-term initiatives.
[bookmark: _Toc237659061]5. Conclusions
Technological progress, personnel attraction and retention, and DEI have emerged as the key HR problems for Tesco in this report. Contemporary HR methods, including digital HR platforms, workforce analytics, strategic talent management and inclusive recruitment, can enhance organisational performance and employee engagement. But success depends on continued managerial execution, adequate skills of employees and an inclusive organisational culture. So, managers are crucial in transforming HR strategies into practical realities in the workplace.
[bookmark: _Toc237659062]6. Recommendations.
Tesco should continue investing in digital HR solutions and provide the right digital training to employees and managers. The organisation should increase retention with defined career paths, flexible working and targeted growth opportunities. Inclusive recruitment should include mentoring and leadership development to boost representation at the senior levels. Finally, Tesco needs to develop measurable HR indicators for employee turnover, engagement, internal promotion and workforce diversity and hold departmental managers accountable for implementation and continuing progress. 
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