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Addressing Key Human Resource Challenges in Tesco plc



Introduction

Human Resource Management (HRM) is very important in helping organisations stay competitive, especially in fast-changing industries like retail. In the UK, companies such as Tesco plc are facing increasing pressure due to new technology, changing employee expectations, and the need to promote fairness and inclusion in the workplace (CIPD, 2023).

This report looks at three main HR challenges: keeping up with technology, attracting and retaining employees, and improving Diversity, Equity and Inclusion (DEI). It explains the key factors behind these challenges and discusses modern HR practices that can help. It also looks at the role of managers in making sure these practices are put into action quickly and effectively. It analyses the underlying factors contributing to these challenges and evaluates contemporary HR practices that may address them. It analyses the underlying factors contributing to these challenges and evaluates contemporary HR practices that may address them. And so, the report examines the role of departmental managers in ensuring the effective and timely implementation of such practices. The discussion aims to demonstrate how HR strategies can contribute to organisational performance and long-term sustainability.

This report critically explores three key HR challenges faced by Tesco plc: adapting to technological advancement, attracting and retaining talent, and promoting Diversity, Equity and Inclusion (DEI). 



1. Factors Affecting HR Challenges 



Technological Advancement


Technology is changing the way businesses operate, especially in retail. Tesco uses systems like self-checkouts and online shopping platforms. However, one major issue is the skills gap, where employees may not have the digital skills needed to use new systems (World Economic Forum, 2023). Many employees may lack the necessary digital competencies, creating a need for continuous training and development.
Technological innovation will always continue to reshape the retail industry, requiring organisations to adapt rapidly in order to remain competitive. 
Additionally, technological change can generate employee resistance to change, particularly where there is uncertainty regarding job security. Employees may feel worried about losing their jobs or struggling with new technology (Kotter, 2012). This can affect motivation and performance. Automation, for instance, may be perceived as a threat to traditional roles, which can negatively impact morale and engagement. Another contributing factor is the financial investment required, as technological implementation often involves substantial costs related not only to infrastructure but also to workforce development and support. There are costs involved, as companies need to invest in both technology and staff training.



Talent Acquisition and Retention


Tesco also faces challenges in attracting and keeping employees. The UK job market is competitive, and workers now expect more than just a salary. They want flexibility, career development, and a good work-life balance (CIPD, 2022).
High staff turnover is common in retail due to long hours and limited progression opportunities (Taylor, 2021). In addition, a company’s reputation is very important. A strong brand can attract talent, while a weak one can make recruitment difficult (Backhaus and Tikoo, 2004).
Attracting and retaining skilled employees remains a significant challenge for Tesco plc, particularly within a competitive UK labour market. One key factor is the changing expectations of employees, with greater emphasis placed on flexible working arrangements, career progression, and overall job satisfaction. Traditional employment models are increasingly viewed as insufficient, particularly by younger generations entering the workforce.

Retention is further influenced by working conditions and organisational culture. The retail sector is often characterised by high employee turnover, which can be attributed to factors such as low pay, limited advancement opportunities, and demanding work environments. Moreover, the organisation’s employer brand plays a crucial role in shaping perceptions among potential candidates. A negative reputation can significantly hinder recruitment efforts, while a strong, values-driven brand can enhance attraction and retention.


Diversity, Equity and Inclusion (DEI)


DEI is a key focus for organisations in the UK. Tesco must follow the Equality Act 2010 and ensure fair treatment of all employees (ACAS, 2023).

One issue is unconscious bias, where decisions in hiring or promotion may not be fully fair (Noon, 2018). Another challenge is the lack of diversity in leadership roles. Companies can use fair recruitment methods, such as removing names from CVs, to reduce bias (Noon, 2018). They can also provide DEI training to raise awareness, although its long-term impact can be limited.

Another useful approach is creating employee support groups, which help employees feel included and valued (ACAS, 2023). However, these need strong support from management. Research shows that diverse organisations perform better and are more innovative (McKinsey & Company, 2020). Therefore, DEI is important for both ethical and business reasons.

Diversity, Equity and Inclusion have become central to organisational strategy within the UK, driven by both legislative requirements and ethical considerations. Tesco plc must comply with the Equality Act 2010 while also fostering a genuinely inclusive workplace. One key issue is the presence of unconscious bias in recruitment and promotion processes, which can limit opportunities for underrepresented groups.

Another important factor is the lack of diversity in leadership positions, which may undermine efforts to promote inclusion across the organisation. Furthermore, creating an inclusive culture requires more than policy implementation; it involves addressing behaviours, attitudes, and organisational norms. Failure to effectively manage DEI can result in reduced employee engagement, reputational damage, and potential legal implications. Conversely, a diverse workforce can enhance creativity, decision-making, and customer insight, making DEI a strategic advantage.

2. Evaluation of Contemporary HR Practices 



Technological Advancement


One widely adopted HR approach to managing technological change is the implementation of continuous learning and development (L&D) programmes. Digital learning platforms enable organisations to deliver flexible and accessible training, allowing employees to develop relevant skills at their own pace. This approach is particularly effective in addressing skills gaps; however, its success depends on employee engagement and the quality of training provided.

In addition, structured change management models, such as Kotter’s eight-step model, can support organisations in managing transitions effectively. These models emphasise communication, employee involvement, and leadership commitment, which can help to reduce resistance. Nevertheless, such approaches can be time-consuming and require sustained managerial effort to achieve desired outcomes.


Talent Acquisition and Retention


Contemporary recruitment practices increasingly utilise technology-driven solutions, including artificial intelligence (AI) and social media platforms. These tools can enhance efficiency by streamlining recruitment processes and expanding access to a wider talent pool. However, reliance on technology may overlook important interpersonal attributes and could inadvertently introduce bias if not properly managed.

To improve retention, organisations are adopting employee engagement strategies, such as flexible working arrangements, wellbeing initiatives, and structured career development programmes. These practices can significantly enhance job satisfaction and organisational commitment. However, they may also present challenges in terms of cost and operational complexity, particularly in a large organisation such as Tesco.

Furthermore, employer branding has emerged as a critical strategy in attracting talent. By promoting organisational values, culture, and opportunities, Tesco can strengthen its position as an employer of choice. The effectiveness of this approach, however, relies on consistency between the organisation’s external image and the actual employee experience.


Diversity, Equity and Inclusion (DEI)


To address DEI challenges, organisations are increasingly implementing inclusive recruitment practices, such as anonymised CV screening and diverse hiring panels. These measures aim to reduce bias and promote fairness, although their effectiveness depends on proper implementation and monitoring.

Additionally, DEI training programmes are commonly used to raise awareness of unconscious bias and encourage inclusive behaviours. While such training can be beneficial, critics argue that its impact may be limited if not supported by broader organisational change.

Another important practice is the establishment of employee resource groups (ERGs), which provide support networks for diverse employees and contribute to a more inclusive workplace culture. These groups can enhance engagement and representation; however, they require ongoing support and commitment from senior leadership to remain effective.




3. Role of Departmental Managers in Implementation 

Managers are key to making sure HR practices are carried out properly. They must communicate changes clearly and support employees during transitions (Kotter, 2012).

They are also responsible for monitoring performance and development, making sure employees attend training and use new skills (Armstrong and Taylor, 2023).

Managers should also promote inclusive behaviour, treating all staff fairly and addressing any discrimination (CIPD, 2023). Leading by example is very important.

In addition, managers must track progress using targets and performance measures (KPIs). However, they may face challenges such as lack of time or training. To overcome this, organisations should provide proper support and leadership training (Taylor, 2021).

Departmental managers play a pivotal role in translating HR strategies into practical outcomes. As frontline leaders, they are responsible for communicating organisational changes and ensuring that employees understand and engage with new initiatives. Effective communication is particularly important during periods of technological change, where uncertainty may be high.

Managers are also responsible for monitoring employee performance and development. Regular feedback mechanisms, such as performance appraisals, are essential in identifying areas for improvement and maintaining accountability.

In relation to DEI, managers must demonstrate inclusive leadership behaviours. This involves promoting equality, addressing discriminatory practices, and fostering a supportive team environment. Leading by example is crucial in embedding inclusive values within the organisation.

Furthermore, managers must ensure accountability and performance measurement. By setting clear objectives and key performance indicators (KPIs), they can track the effectiveness of HR initiatives and make necessary adjustments. However, managers may encounter challenges such as limited time, insufficient training, or resistance from employees.

To address these challenges, organisations must provide adequate support, including leadership development programmes and clear strategic direction. Without this support, the successful implementation of HR practices may be compromised.







Evaluation of different contemporary HR practices 
Contemporary HR practices at Tesco play a crucial role in addressing key workforce factors such as employee engagement, retention, diversity, and performance. Tesco adopts flexible working arrangements and wellbeing initiatives to improve employee satisfaction and work–life balance, which can enhance productivity. However, while flexibility is beneficial, it may create operational challenges in retail settings where staffing levels must meet customer demand.

Tesco also invests in training and development programmes, such as apprenticeships and leadership pathways, to support career progression. This helps improve retention and internal talent development, although the effectiveness depends on consistent access across all store locations.

In terms of diversity and inclusion, Tesco promotes equal opportunities through inclusive recruitment policies and employee networks. These practices strengthen organisational culture and brand reputation, yet there is always a need for continuous monitoring to ensure real equality in career advancement.

Performance management systems, including regular reviews and reward schemes, are used to motivate employees. While these can drive performance, over-reliance on targets may increase pressure and reduce job satisfaction.

Overall, Tesco’s HR practices are modern and largely effective, but require ongoing evaluation to balance employee wellbeing with business performance demands.



Conclusion and Recommendations 


In conclusion, Tesco plc faces a range of complex HR challenges, including adapting to technological advancements, managing talent effectively, and promoting Diversity, Equity and Inclusion. While contemporary HR practices offer viable solutions, their success is largely dependent on effective implementation and strong managerial involvement. 
Recommendations:


· Provide regular digital skills training for employees
· Offer flexible working and clear career progression
· Set clear DEI goals and monitor progress
· Train managers to lead and support change
· Use data to measure HR success

· Develop comprehensive digital training programmes to address skills gaps.
· Enhance employee engagement through flexible working and career development opportunities.
· Implement measurable DEI strategies with clear organisational targets.
· Provide ongoing leadership training to support departmental managers.
· Utilise data-driven approaches to monitor and evaluate HR initiatives.
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