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[bookmark: _Toc225771091]1.0 Introduction
Tesco is one of the largest retailers in the UK with an employee base of more than 300,000 in various operating situations; hence, it is a serious case to be studied concerning the modern HR issues. The large-scale and labour-intensive characteristics of retail operations create stress between the efficiency-driven technological change and the necessity of human-centric management of the workforce. The advanced digitalisation, as well as automation and data-based decision-making, introduces the capability gap and increases demands on the flexibility of the workforce (Almond et al. 2024). At the same time, the consistent labour shortage in the UK retail sector only exacerbates talent acquisition and retention issues, especially with frontline jobs with a high turnover rate and low flexibility (CIPD, 2023). Moreover, the concept of Diversity, Equity and Inclusion (DEI) has been strategically prioritised, yet structural disparities and an uneven application by the managers still constrain its performance.
The present report provides a critical analysis of these interrelated challenges, exploring the essential factors, considering modern HR practices, and learning how these are implemented successfully by departmental managers. The analysis is evidence-based and critical, embracing real-world organisational practices with recent academic works.
[bookmark: _Toc225771092]2.0 Key HR Challenges in Contemporary Organisations
Human resources departments are significant in assisting the organisation in responding to the contemporary challenges of the workplace. The UK retail sector is experiencing mounting pressure on Tesco to ensure technological change, seek and retain talent, and bring about diversity and inclusion. These factors are crucial for organising performance and ensuring a competitive edge within an organisation.
Meeting Technological Advancement
Bissola, Imperatori and Bagnoli (2024) affirmed that technological transformation has greatly transformed the human resource management practices in present organisations. Tesco has rapidly implemented digital technologies such as an automated inventory system, self-check-out machines and supply chain management based on data. The technological innovations put a burden on the HR departments to make sure that the employees have the required digital skills in order to use new systems successfully.
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Figure 1.1: Key HR factors influencing Tesco
(Source: Narin 2024)
In Tesco, some of the HR activities that are affected by the technological advancement include training, performance management and workforce planning. As an example, the employees of Tesco who have to work in the store have to get accustomed to digital technologies like handheld devices to manage stock and provide customers with services. Aydin, and Karaarslan (2024), also discussed that organisations that incorporate the use of artificial intelligence and digital technologies should also reformulate the structure of employee training programmes, as they help digitally train their employees.
The major technology issues facing Tesco are:
· Making sure that employees are sufficiently digitally skilled.
· Giving consistent training and development.
· Handling resistance towards technological change among employees.
HR managers should assist the employees in learning via organised learning programmes, as retail employees will initially not be comfortable using digital tools. Continuous training is also useful as Tesco keeps its operations up-to-date, and the workers are comfortable with new technologies.
Talent Retention and Acquisition
Talent acquisition and retention are crucial in having a productive workforce. As Cooke, Dickmann and Parry (2023) emphasised, organisations need to entice talented employees and, at the same time, retain workers, which should be achieved through formulating strategic HR policies that facilitate staff satisfaction and retention. Tesco is in a very competitive retail business, where high employee turnover would make it difficult to attract talented employees.
The HR department of Tesco thus concentrates on a few strategies of enhancing recruitment and retention:
· Postgraduate development schemes.
· Career development and training of the employees.
· Good remuneration and perks
Tesco has elaborate plans for recruitment to acquire personnel with high levels of customer care skills and leadership prospects. Also, the employees can be developed in the form of internal training programmes that allow them to attain supervisor or manager roles. This is necessary in career development to enhance employee adherence and reduce turnover.
Moreover, Jeronimo, Henriques and Lacerda (2024) noted that one of the reasons organisations, which invest in employee development, may discover better employee engagement and performance is the fact that employee engagement may also be enhanced and improved. In the case of Tesco, training and development opportunities will motivate employees to stay within Tesco and enhance their professionalisation.
Tolerance, Equity and Inclusion (DEI)
The contemporary organisations have made diversity, equity and inclusion issues a priority. According to Ahmed, Majeed and Asim (2023), inclusive workplace policies can assist organisations to increase employee satisfaction and organisational performance. As stated in the text, Tesco has a diverse workforce in the UK, and equal opportunities and fair employment should be encouraged by the HR departments.
The diversity programs at Tesco are aimed at establishing a whole workforce that allows employees of various backgrounds to feel respected and valued. Tesco has diversity policies that promote equality among different genders, ethnicities, and ages. Kesharwani (2025) asserted that inclusive HR policies enable organisations to boost the cooperation and innovativeness of employees.
Key DEI initiatives at Tesco are:
· Equal opportunity recruitment.
· Diversity training programmes.
· Minority employee support groups.
These initiatives enable Tesco to develop a favourable organisational culture while adhering to UK equality laws. Tesco can also enhance the engagement of employees and a favourable working environment by encouraging inclusive practices.
[bookmark: _Toc225771093]3.0 Evaluation of Contemporary HR Practices
[bookmark: _Toc225771094]3.1 Technological Advancement: Digital HR Systems and AI-Driven Recruitment
The use of digital HR tools and AI-driven recruitment solutions has also influenced workforce management at Tesco significantly. The effectiveness of making decisions can be improved through modern HR analytics systems, enabling the planning of human resources in real-time, predicting turnover, and tracking performance. The AI-based recruitment programs also facilitate the screening selection of the shortlisted applicants, thus saving time-to-hire and operational costs. According to empirical evidence, the accuracy of recruitment and the increase of organisational responsiveness with the introduction of AI have been proven in large-scale retailers (Almond et al. 2024).
Nonetheless, these are not always effective practices. A major weakness is algorithmic bias, especially when the past supports the existing disparities. In the context of Tesco, where employee diversity can represent various demographic groups, discriminative algorithms can automatically discriminate against underrepresented groups. Additionally, over-automation may lead to diminished human discretion in the evaluation of cultural fit, which is vital in customer-facing jobs. By comparison to conventional methods of recruitment, AI systems are more effective but less malleable in situations of delicate decision making. The quality of data, as well as ethical governance and human constant supervision, is then what determines their usefulness.
[bookmark: _Toc225771095]3.2 Talent Acquisition and Retention: Flexible Working and EVP
A robust Employee Value proposition (EVP) and flexible working environments have become leading approaches to solving labour crunches and recruitment issues. Tesco has progressively implemented hybrid scheduling, flexibility in part-time employment, and internal mobility programmes to be in line with changing employee expectations. It has been established that flexible working helps to increase the engagement of employees and reduce their turnover intentions, particularly within the service industries (Ismail et al. 2023).
The EVP framework, which consists of career development, rewards and organisational culture further supports the strengthening of employer branding. Long-term retention of employees in Tesco is enabled by investment in training programmes and career development paths by emphasizing on intrinsic motivation. However, these practices are contextually limited. During retail operations, the flexibility is inhibited by operational requirements like store hours and staffing requirements (Ružić et al. 2023). As a result, the advantages of flexible labour are not equally shared among frontline staff and corporate personnel, and it may create a sense of inequity.
Integrated EVP strategies are more durable than monetary rewards. Nevertheless, the efficacy of EVP requires extensive organisational credibility; a lack of concord between heralded and attained employee experience may undermine trust. Thus, both the flexibility of working and EVP are superior to the traditional ways of retention; however, their success depends on the operational feasibility, flexibility depending on the role, and frequency.
[bookmark: _Toc225771096]3.3 Diversity, Equity and Inclusion (DEI): Inclusive Leadership and Equitable HR Practices
Some of the new HR practices that can eliminate DEI problems include inclusive leadership, bias training and equitable reward systems. Tesco has adopted leadership development programmes to instil inclusive behaviours and unconscious bias in managerial decision-making. Research indicates that inclusive leadership plays a positive role in increasing the performance of a team and innovation due to the provision of psychological safety (Nishii et al. 2022).
Discriminatory practices are widely reduced by the use of bias training programmes, but their long-term impact remains subject to controversy. There is evidence that training interventions that are applied one-offely are unlikely to lead to sustainable change in behaviour unless they are embedded within organisational systems (Roberson et al. 2024). In the case of Tesco, integrating DEI into the performance metrics and accountability structures is more effective than isolated training programs.
Enhanced reward systems through a clear pay structure, inclusion of KPIs based on diversity, and also benefit DEI goals. Structural interventions are more effective in dealing with systemic inequalities compared with symbolic diversity programs. These practices might face opposition by middle management, however, because they are seen as a threat to the status quo or heavy administrative overhead.
Altogether, DEI practices should be considered as interrelated instead of single-dimensional. The company will depend on the leadership commitment, organisational culture and match-up of HR policies to the quantifiable outcomes.
[bookmark: _Toc225771097]4.0 Role of Departmental Managers in Implementation
The role of the departmental managers is important as they ensure that the modern HR practices are applied effectively in organisations. The role of managers in Tesco is to translate HR strategies into work in the workplace. In the absence of effective managerial leadership, HR programs involving the adoption of technology, talent management and diversity might fail to produce desired results.
Improving in Technological Implementation
Bissola, Imperatori and Bagnoli (2024) asserted that managers can be the main facilitators of adjusting their employees to the technological changes. The departmental managers in Tesco stores should also make sure their employees have the necessary training to work with digital systems like the stock management software and the self-service technologies.
Managers may facilitate the adoption of technology by taking up several steps:
· Training on new digital tools on-the-job.
· Tracking the technological advancements among staff.
· Stimulating staff to adopt technological aspects.
A weakness, however, is the fact that the employees might be opposed to technological change because of the fear of being laid off or due to their lack of understanding of digital systems. To mitigate resistance, organisations that implement advanced technologies should also pay attention to employee support and training, as Aydin, Karaarslan and Narin (2024) articulated. As such, Tesco managers should continue communicating openly with employees and assure them of technological changes.
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Figure 4.1: HR Strategy Implementation Framework
(Source: Parry 2023)
Enhancing Talent Management Practices
Managerial talent involvement is necessary in talent acquisition and retention strategies. It is noted by Cooke, Dickmann and Parry (2023) that managers are very crucial in motivating employees and providing career development in organisations. At Tesco, the departmental managers need to specialise in order to find talent with high potential and nurture them towards becoming professionals.
Talent management can be enhanced by the manager with:
· Holding frequent performance appraisals.
· Mentoring and coaching the workers.
· Facilitating in-house advancement.
The successful introduction of these practices, however, entails that managers reserve enough time and resources. Employee development programmes can prove not to be effective without the regular assistance of the managers. According to Jeronimo, Henriques and Lacerda (2024), the organisations would need to provide managers with an adequate preparation level to succeed with the HR initiatives, i.e. to ensure the skills training is done properly, in terms of leadership and people management.
Building a Diverse and Inclusion-Focused Culture
Managers are important in the development of an inclusive workplace culture. Ahmed, Majeed and Asim (2023) highlighted the importance of ensuring that diversity initiatives are effective, which means that inclusive behaviours should be encouraged by the leaders in the team. In Tesco, the departmental managers should treat the employees in a fair way without discrimination based on their background.
The managerial roles of importance are:
· Promoting respectful interpersonal communication at the level of teamwork.
· Combating discrimination or prejudice in real time.
· Funding diversity training
Moreover, Kesharwani (2025) stated that inclusive leadership practice assists organisations to enhance staff cooperation and participation. Nevertheless, there is a risk in diversity where managers are not aware of the issues or in cases when they do not apply equality policies at all times. This is why Tesco should offer leadership training to help the managers equip themselves with skills to handle different teams.
Overall Evaluation
In general, the departmental managers will play a critical role in ensuring the effective introduction of modernised HR practices in Tesco. Although the HR design policies and strategies are in place, managers ensure that there is implementation of the policies are implemented in daily work operations. Tesco managers should promote organisational performance and employee satisfaction by helping establish technological adaptation, supporting talent management, and promoting diversity. The success of these practices, however, is mostly based on managerial competence, training and commitment. It is thus the requirement of organisations to invest in leadership development programmes in order to make managers eligible to adopt HR strategies in a smooth and imminent way.
[bookmark: _Toc225771098]5.0 Conclusion and Recommendations
[bookmark: _Toc225771099]5.1 Conclusion
The results show that the HR issues at Tesco are mutually reinforcing. The productivity is limited by the inability to implement technology without proper staffing skills, whereas the effectiveness of flexible working to retain talent is constrained by the rigidity of retail practices. At the same time, DEI efforts are not consistent unless reinforced into operation systems. Modern HR practices prove their worth, though the results of their implementation differ depending on the depth and involvement of managers. There is evidence that digital HR tools enhance effectiveness at the cost of bias, and EVP strategies are destroyed by role-based disparities. Altogether, the success of HR strategy depends on the managerial implementation, but not the policy design.
[bookmark: _Toc225771100]5.2 Recommendations
Tesco must focus on specific digital upskilling in line with AI implementation to mitigate opposition (Roy, 2024). Frontline retention gaps need to be addressed through a differentiated EVP strategy. Moreover, the results of the DEI activities need to be linked to managerial performance measures to hold them accountable. The gap between the HR strategy and operational delivery needs to be narrowed by strengthening the store-level leadership capability.
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