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2.0Explanation of Key Factors 
Tesco PLC is one of the Uk’s largest supermarket retailers, employing more than 330,000 people across stores, distribution centres and offices. As the retail industry changes rapidly, Tesco faces several human resource (HR) challenges that affect its performance and long-term success. Three of the most important challenges are adapting to technological advancements, attracting and retaining talented employees, and promoting diversity, equity and inclusion (DEI). These factors are closely connected because they influence employee performance, customer satisfaction and organisational sustainability (Tesco plc, 2024). 
2.1 Adapting to Technological Advancements 
The first challenge is adapting to technological advancement. Technology has changed the retail industry significantly through self- service checkouts, online shopping, automated warehouse, artificial intelligence and digital payment systems. Tesco has invested heavily in digital technology to improve customers service and increase efficiency. However, introducing new technology also create challenge for employees. Workers need regular training to learn new systems and develop digital skills. Some employees may feel worried that technology could replace their jobs, which may reduce motivation and increase resistance to change. According to Armstrong and Taylor (2023), organisations must continuously invest in employee learning and development to ensure staff can successfully adapt to technological change. Therefore, Tesco must balance technological innovation with employee support and training to maintain productivity.
2.2 Talent Acquisitions and Retention 
Another important HR challenge is talent acquisition and employee retention. The retail industry has become highly completive, making it difficult to attract and keep skilled employees. Tesco competes with companies such as Aldi, Lidl, Amazon and Sainsbury’s for talented workers. Employees increasingly expect competitive salaries, flexible working arrangement, career development opportunities and a positive working environment. If Tesco cannot meet these expectations, employees may leave for competitor, increasing recruitment costs and reducing organisational performance. High staff turnover can also affect customers service because experienced employees are replaced by new staff who require training. According to Breaugh (2017), organisations that develop strong employer branding and effective recruitment strategies are more successful at attracting high- quality candidates. Tesco therefore needs to. Invest in employee’s development, reward systems and career progression to improve retention and maintain a skilled workforce. 


2.3 Diversity, Equity and Inclusion (DEI) 
The third key challenge is diversity, equity and inclusion (DEI). Modern organisations are expected to create workplace where employees from different background feel respected, valued and treated fairly. A diverse workforce improves creativity, innovation and decision- making because employees bring different ideas and experiences. Inclusive workplaces also improve employee engagement and reduce discrimination. However, managing diversity require effective HR policies, equal opportunities and inclusive leadership. Tesco has introduced several initiatives to promote equality and inclusion across its workforce, but maintaining an inclusive culture requires continuous monitoring and management commitment (Tesco plc, 2024). Mullins and McLean (2019) argue that organisations with inclusive cultures are more likely to improve employee satisfaction and organisational performance.
2.4 Summary 
Overall, adapting to technology, attracting and retaining talented employees, and promoting diversity, equity and inclusion are major HR challenges for Tesco. Successfully managing these issues helps improve employee engagement, organisational performance and long-term sustainability. By investing in technology, supporting employee development and creating an inclusive workplace, Tesco an remain competitive within the UK retail industry. 

3.0 Evolution of Contemporary HR Practices
3.1 Digital HR Systems and Workforce Analytics 
Tesco has invested in digital HR systems to improve recruitment, employee management and workforce planning. Digital HR tools allow managers to store employee information, monitor attendance, analyse workforce data and identify future staffing needs. These systems also make recruitment faster by allowing candidates to apply online and complete assessments digitally (Tesco plc, 2024). 

The main strength of digital HR systems is that they improve efficiency and support better decision-making. HR manager can use workforce analytics to identify skill shortages, monitor employee performance and predict future labour demand. This helps Tesco respond quickly to changes in customer demand and business operation (CIPD, 2024). 

However, digital HR systems also have limitations. They require significant investment, regular maintenance and employee training. Some employees may struggle to use new technology, while concerns about data privacy and cybersecurity must also be carefully managed. Therefore, Tesco must balance technological innovation with appropriate staff support and data protection measures. 

3.2 Employer Branding and Strategic Workforce Planning 
Employer branding is an important HR practice that helps Tesco attract talented employee in a competitive labour market. Tesco promotes itself as an organisation that values career development, flexible working, diversity and employee wellbeing. This positive image encourages skilled candidates to apply for vaccines (Tesco Careers, 2025).
Strategic workforce planning also helps Tesco identify future staffing requirements based on business growth, technological change and customer demand. Planning ahead allows the organisation with the appropriate skills while reducing labour shortages. 
Although employer branding improve recruitment, it may not always match employees actual experiences. If working conditions or career opportunities do not meet expectations, employee satisfaction and retention may decline. Therefore, Tesco must ensure that its employer brand reflects the real workplace experience.

3.3 Employee Engagement and Retention Strategies 
Employee engagement is essential for improving motivation, productivity and customer service. Tesco uses serval retention strategies, including training programmes, career development opportunities, employee recognition schemes and wellbeing initiatives. These practices help employees feel valued and encourage long-term commitment to the organisation (Armstrong and Taylor, 2023).

High engaged employees are generally more productive and less likely to leave the organisation, reducing recruitment and training costs. Career development opportunities also help Tesco prepare employees for future leadership position 

Despite these benefits, employee engagement programmes require continuous investment and management support. Some employees may still leave because of higher salaries offered by competitors or changing personal circumstances. Therefore, engagement strategies alone cannot completely eliminate employee turnover.

3.4 Inclusive Recruitment Practices 
Tesco is committed to equal opportunities and inclusive recruitment. The organisation aims to recruit people from different background, cultures, ages and abilities while ensuring that recruitment decisions are based on skills and experience rather than personal characteristics (CIPD, 2024).
Inclusive recruitment improves organisational diversity and increases access to a wider talent pool. A diverse workforce also brings different ideas, experiences and perspectives, which can improve innovation and decision-making. In addition, inclusive recruitment strengthens Tesco’s reputation as a responsible employer. 

However, implementing inclusive recruitment successfully requires continuous training for managers to reduce unconscious bias during recruitment and selection. Whiteout effective monitoring, diversity policies may not achieve their intended outcomes. 

3.5 Diversity, Equity and Inclusion (DEI) Policies and Leadership Development 
Tesco has introduced Diversity, Equity and Inclusion (DEI) policies to create a workplace where employees feel respected, supported and treated fairly. Leadership development programmes also encourage managers to promote inclusive behaviours and equal opportunities across the organisation (Tesco plc, 2024). 
Strong DEI practices improve employee engagement, teamwork and organisational culture. Employees who feel included are more likely to contribute ideas, remain committed and deliver high- quality customers service. Inclusive leadership also support innovation by encouraging different viewpoints. 
Nevertheless, DEI initiatives require ongoing commitment from senior leaders. If managers fail to apply policies consistently, employees may lose trust in the organisation. Regular training, communication an performance monitoring are therefore necessary to ensure the DEI policies remain effective. 

3.6 Summary 
Overall, Tesco has implemented several contemporary HR practices that support technological advancement, talent acquisition, employee retention and workplace diversity. Digital HR systems, employee branding, engagement strategies, inclusive recruitment and DEI policies all contribute to organisational performance. Although these practices offer significant benefits, they also present challenges such as implementation costs, training requirements and the need for continuous monitoring. Successfully managing these challenges will help Tesco remain competitive and achieve long-term business success. 

4.0 Critical Evaluation of Managerial Implementation 
4.1 Leadership Accountability 
Leadership accountability is essential for ensuring that contemporary HR practices are implemented successfully at Tesco. Departmental managers are responsible for putting HR policies into practice and ensuring that employees understand organisational goals. Managers should lead by example, support employees during change and encourage continuous learning. Strong leadership also helps create trust and motivates employees to adapt to new technology and working methods (Armstrong and Taylor, 2023). Bratton and Gold (2023) also argue that effective leadership improves employee commitment and organisational performance. 

However, if managers fail to support HR initiatives or apply policies consistently, employees may lose confidence in the organisation. This can reduce employee engagement and make it more difficult to achieve business objectives. Therefore, leadership accountability is critical to the success of HR practices.

4.2 Communication Strategies 
Effective communication helps employees understand organisational changes and reduces uncertainty during periods of transformation. Tesco mangers should communicate clearly about new technologies, recruitment policies and diversity initiatives. Regular team meetings, emails, online platforms and employee feedback sessions can help ensure that everyone receives accurate information. 

Good communication also allows employees to express concerns and provide suggestions. This improves employee involvement and encourage a positive working environment. However, poor communication can create confusion, increase resistance to change and reduce employee morale. Managers should therefore ensure that communication is regular, honest and easy to understand (CIPD, 2024). 

4.3 Monitoring and Performance Measurement 
Managers should regularly monitor HR practices to ensure they are achieving the expected results. Tesco can measure employee turnover, recruitment time, training completion, employee engagement and customers satisfaction to evaluate HR performance. Workforce analytics also helps managers identify areas that need improvement. According to Cascio and Aguinis (2019), analysing workforce data enables organisations to make evidence-based HR decisions and improve overall performance. 
Regular performance reviews allow managers to respond quickly to problems and make informed decisions. However, relying only on performance data may overlook employee wellbeing or individual circumstances. Therefore, managers should combine performance measures with employee feedback to gain a more complete understating of organisational performance. 
4.4 Organisational Culture 
A positive organisational culture supports the successful implementation of HR practices. Tesco promotes values such as teamwork, respect inclusion and customer service. Managers play an important role in maintaining these values by encouraging collaboration, recognising employee achievements and treating employees fairly. 

A strong organisational culture increases employee commitment and supports innovation. Employees are more willing to accept change when they feel respected and valued. However, changing organisational culture takes time and requires continuous commitment from managers and senior leaders. Without consistent leadership, culture change may not be successful. 


4.5 Barriers to Implementation and Solutions 
Tesco may face several barriers when implementing contemporary HR practices. Employees may resist technological changes because they are unfamiliar with new systems or fear that automation will affect their jobs. Budget limitations, skill shortages and time constraints may also slow implementation. 

Managers can overcome these barriers by providing regular training, explaining the benefits of changes and involving employees in decision- making. Continuous support, effective communication and leadership commitment can reduce resistance and improve employee confidence. Tesco should also regularly review HR policies and collect employee feedback to identify areas for improvements.
4.6 Summary  
Overall, successful implementation of contemporary HR practices depends on effective leadership, clear communication, regular performance monitoring and a positive organisational culture. Although barriers such as resistance to change and limited resources may occur, Tesco managers can overcome these challenges through training, employee involvement and continuous evaluation. By implementing these strategies effectively, Tesco can improve employee performance, strengthen organisational resilience and maintain long-term business success. 
5.0 Conclusion and Recommendations 
5.1 Conclusion 
This report has examined the key HR challenges and contemporary HR practices used by Tesco PLC. The findings show that adapting to technological advancements, attracting and retaining talented employees, and promoting diversity, equity and inclusion are essential for organisational success. 
Tesco has responded to these challenges by investing in digital HR systems, workforce planning, employee engagement programmes and inclusive recruitment practices. These initiatives have improved recruitment practices. Theses initiatives have improved recruitment efficiency, employee development and organisational performance.
However, their success depends on effective leadership, clear communication and continuous monitoring. Overall, contemporary HR practices help Tesco remain competitive in the changing retail industry, but continuous improvements are necessary to meet future workforce needs and support long-term business success. 

5.2 Recommendations 
Based on the findings of this report, several recommendations can help Tesco strengthen its HR practices. First, Tesco should continue investing in digital technology while providing regular training so employees, can confidently use new systems. Second, the company should improve career development opportunities and employee recognition programmes to increase motivation and reduce staff turnover. Third, Tesco should continue promoting regular training for mangers and ensuring fair recruitment and promotion processes. Finally, Tesco should use workforce analytics and employee feedback to monitor HR performance and identify areas for improvement. These recommendations will help Tesco attract talented employees, improve employees satisfaction and support sustainable organisational growth.

Reference 
· Armstrong, M. and Taylor, S. (2023) Armstrong’s Handbook of Human Resource Management Practice. 16th edn. London: Kogan Page.
· Breaugh, J.A (2017) Talent Acquisition: A Guide to Understanding and Managing the Recruitment Process. SHRM Foundation. 
· Chartered Institute of Personal and Development (CIPD) (2024) People Profession Survey 2024. Available at: https://www.cipd.org.uk (Accessed:24 July 2026).
· Mullins, L.J. and McLean, J. (2019) Management and Organisational Behaviour. 12th edn. Harlow: Peason. 
· Tesco plc (2024) Annual Report and Financial Statement 2024. Available at: https://www.tescoplc.com (Accessed: 24 July 2026). 
· Tesco Careers (2025) Careers at Tesco. Available at: https://www.tesco-careers.com (Accessed: 24 July 2026).
· Cascio, W.F. and Aguinis, H. (2019) Applied Psychology in Talent Management. 18th edn. Thousand Oaks, CA: Sage.
· Bratton, J. and Gold, J. (2023) Human Resource Management: Theory and Practice.8th  edn. London: Red Globe Press. 



2

image1.png
Prifysgol Cymru

Y Drindod Dewi Sant
University of Wales
Trinity Saint David




