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[bookmark: _Toc9530]INTRODUCTION 
Human Resource Management (HRM) is important for helping organisations manage employees and achieve business goals. HRM includes recruitment, training and development, employee motivation, performance management and creating a fair working environment. Armstrong and Taylor (2023) explain that effective HRM can help organisations develop employee skills, improve performance, and respond to changes in the business environment.
Tesco is one of the largest retailers in the UK and employs people across its stores, offices, and distribution centres. The company uses online shopping, self-service checkouts, digital systems, and other technologies to improve its operations and customer experience (Tesco PLC, 2025). However, these developments also create challenges for HR because employees need suitable skills, training, and support to adapt to workplace changes.
This report focuses on three important contemporary HR factors affecting Tesco: technological advancement, talent acquisition and retention, and diversity, equity, and inclusion (DEI). It will explain these factors and critically evaluate the HR practices that Tesco can use to manage them effectively. Herzberg’s Two-Factor Theory will also be applied to understand employee motivation and retention. Finally, the report will provide recommendations for improving Tesco’s HR practices and developing a skilled, motivated, productive, and inclusive workforce.

[bookmark: _Toc9531]Explanation of Key Factors 
[bookmark: _Toc9532]1.Adapting to Technological Advancements: 
 Technology has significantly changed the retail industry. Tesco uses online shopping, self-service checkouts, digital systems, and data analytics to improve efficiency and customer experience (Tesco PLC, 2025). Technology can help Tesco reduce costs, improve decision-making, and respond quickly to changing customer needs.
However, technological change also creates challenges for employees. Workers need suitable digital skills to use new systems effectively. Employees with limited digital knowledge may experience stress, make mistakes, or resist change. Armstrong and Taylor (2023) explain that training and development are important because they help employees gain new skills and adapt to organisational change. Research also shows that successful digital transformation depends on both technology and people. Bansal et al. (2023) found that digital and individual factors are important in HR digital transformation. This suggests that simply investing in new technology is not enough if employees are not prepared to use it.
Technology may also create concerns about job security. Some employees may worry that automation and artificial intelligence could replace parts of their jobs. This could reduce motivation and increase resistance to change. In my opinion, Tesco should treat digital transformation as both a technology and people issue. Continuous training, clear communication, and employee support are necessary. Although training requires investment, developing a digitally skilled workforce can provide greater long-term benefits.
[bookmark: _Toc9533]2. Talent Acquisition and Retention: 
Talent acquisition means attracting and recruiting employees with suitable skills, while retention means encouraging valuable employees to stay with the organisation. Both are important for Tesco because the company needs employees with customer service, communication, leadership, and digital skills. Digital transformation can also influence talent management. Montero Guerra, Danvila-del-Valle and Méndez-Suárez (2023) found that organisations with greater digital maturity can improve talent management processes. However, attracting talented employees is not enough because Tesco must also provide reasons for them to stay.
Herzberg’s Two-Factor Theory can help explain employee motivation. Herzberg, Mausner and Snyderman (1959) divide workplace factors into hygiene factors and motivators. Hygiene factors include salary, working conditions and job security. Poor hygiene factors may cause dissatisfaction. Motivators include recognition, achievement, responsibility and development opportunities, which can increase job satisfaction. However, Herzberg’s theory has limitations because employees do not all have the same needs. One Tesco employee may value promotion opportunities, while another may prefer better pay, flexible working or predictable shifts.
In my opinion, Tesco should not use one retention strategy for every employee. Managers should use surveys, employee feedback and exit interviews to understand diverse needs. Fair pay, recognition, career development and suitable working arrangements could help Tesco retain employees.

[bookmark: _Toc9534]3.  Diversity, Equity and Inclusion (DEI): 
Diversity refers to differences between employees, equity focuses on fairness, and inclusion means creating a workplace where employees feel respected, valued and able to participate. DEI is important for Tesco because the company employs a large workforce and serves customers from different communities. The Equality Act 2010 also protects employees and job applicants against unlawful discrimination based on protected characteristics (Equality Act 2010).
McCarthy et al. (2023) explain that diversity and inclusion remain important as workplaces change because of workforce and technological developments. Employees from different backgrounds can bring different knowledge, experiences and ideas to an organisation. However, having a diverse workforce does not automatically create an inclusive workplace. Tesco could recruit employees from diverse backgrounds while some workers may still experience unfair treatment, limited opportunities or feel that their opinions are ignored.
In my opinion, Tesco should not measure DEI success only by workforce numbers. Employee feedback, promotion outcomes, pay information and workplace experiences should also be examined. This would provide stronger evidence of whether employees genuinely experience fairness and inclusion.
[bookmark: _Toc9535]Evaluation of Contemporary HR Practices 
1. [bookmark: _Toc9536]HR Practices for Technological Advancement:
Training and development are important HR practices for supporting technological advancement. Tesco can provide online learning, practical demonstrations, coaching and workplace training to improve employees’ digital skills. Training can make employees more confident and productive when using new technology. Armstrong and Taylor (2023) explain that learning and development can improve employee capabilities and organisational performance. Recent research also shows the importance of digital tools and training when organisations respond to technological change (del Val Núñez et al., 2024).
However, training requires time and money. Employees may also have different levels of digital knowledge, meaning that the same training programme may not be suitable for everyone. Tesco should therefore provide training based on employees’ skills and needs. Workforce analytics is another contemporary HR practice. Digital systems can help Tesco identify skills gaps, understand employee turnover and support workforce planning. Montero Guerra, Danvila-del-Valle and Méndez-Suárez (2023) highlight the importance of Big Data, people analytics and HR analytics in talent management.
However, data has limitations. Statistics may show that employees are leaving but may not fully explain why. There may also be concerns about employee privacy and how personal information is used. In my opinion, Tesco should combine digital data with human judgement. Employee surveys, feedback and conversations should be considered alongside statistics. This would give managers a more complete understanding of employee experiences.
[bookmark: _Toc9537]2.HR Practices for Talent Acquisition and Retention: 
Digital recruitment can help Tesco attract suitable candidates more efficiently. Online recruitment allows organisations to advertise vacancies and reach a wider group of potential employees. Research suggests that digital transformation can improve talent management processes, including talent attraction and retention (Montero Guerra, Danvila-del-Valle and Méndez-Suárez, 2023).
After recruitment, Tesco should focus on employee development, recognition, wellbeing and flexible working. Herzberg’s Two-Factor Theory suggests that salary, working conditions and job security can reduce dissatisfaction, while recognition, responsibility and achievement can increase motivation (Herzberg, Mausner and Snyderman, 1959). However, these practices have practical limitations. Flexible working may be easier for office employees than store workers because store employees normally need to be physically present. Tesco also cannot provide promotion opportunities to every employee.
In my opinion, Tesco should provide fair rather than identical flexibility. Store employees could receive predictable shifts, opportunities to exchange shifts and suitable part-time arrangements. Tesco should also use employee surveys and exit interviews to identify why employees leave. This could help Tesco address problems instead of repeatedly spending money recruiting replacements.

[bookmark: _Toc9538]3.HR Practices for Diversity, Equity, and Inclusion (DEI): 
Inclusive recruitment is an important DEI practice. Tesco should use clear job requirements, consistent selection methods and reasonable adjustments to provide fair opportunities. These practices can also help Tesco meet its responsibilities under the Equality Act 2010. DEI training can help managers and employees understand discrimination, unconscious bias and respectful workplace behaviour. McCarthy et al. (2023) identify issues such as bias, organisational culture and technological change as important areas for the future of workplace diversity and inclusion.
These practices can help Tesco attract people from different backgrounds and create a more inclusive workplace. However, DEI training alone cannot guarantee behavioural change. An employee may complete training but continue to make unfair decisions. Therefore, managers need to be responsible for applying DEI principles in recruitment, promotion and everyday management. In my opinion, Tesco should measure DEI using recruitment outcomes, internal promotions, employee feedback and pay information. Tesco should not judge success only by how diverse its workforce appears. Employees’ real workplace experiences provide stronger evidence of whether DEI policies are creating meaningful and fair improvements.

 
[bookmark: _Toc9539]Critical Evaluation of Managerial Implementation 
Departmental managers play an important role in making sure that Human Resource (HR) practices are used successfully. Good HR policies alone are not enough. Managers must apply these policies properly and support employees every day. At Tesco, managers should work closely with employees to make sure that technology, talent management, and Diversity, Equity and Inclusion (DEI) practices are successful. Strong leadership, good communication, regular monitoring, a positive workplace culture, and solving problems quickly are all important for successful HR implementation (Armstrong and Taylor, 2023). 
[bookmark: _Toc9540]Leadership Accountability 
 Leadership accountability means that managers take responsibility for supporting HR practices and setting a good example for employees. Tesco managers should encourage employees to learn new skills, treat everyone fairly, and support organisational goals. Employees are more likely to follow new policies when managers show commitment and positive behaviour (CIPD, 2024a). Managers should also make fair decisions about recruitment, promotion, training, and performance. If managers are not committed, employees may lose trust in the organisation. Therefore, strong leadership is necessary to make HR practices successful and improve employee performance (Armstrong and Taylor, 2023). 
[bookmark: _Toc9541]Communication Strategies  
Good communication is important when introducing new HR practices. Tesco managers should explain why changes are needed and how they will benefit employees and the organisation. Employees should clearly understand new technology, training programmes, and workplace policies (CIPD, 2024b). Managers should also listen to employees’ ideas and concerns. Team meetings, emails, training sessions, and one-to-one discussions can help employees ask questions and share feedback. Open communication helps reduce confusion and resistance to change. Employees are more willing to accept changes when they feel informed and respected (Tesco PLC, 2025). 
[bookmark: _Toc9542]Monitoring and Performance Measurement 
 Managers should regularly monitor HR practices to make sure they are working effectively. They can measure employee performance by reviewing attendance, productivity, customer service, training completion, employee turnover, and employee satisfaction (Armstrong and Taylor, 2023). For example, if employee turnover is high, managers should investigate the reasons and take action to improve retention. They should also collect employee feedback through surveys and meetings to understand employee experiences. Monitoring performance helps managers identify problems early and make improvements. This allows Tesco to achieve better business results and improve employee performance (Tesco PLC, 2025). 
[bookmark: _Toc9543]Organisational Culture 
 A positive organisational culture helps employees feel motivated, respected, and supported. Tesco managers should create a workplace where employees work together, respect each other, and feel comfortable sharing their ideas. Managers should promote teamwork, equality, and continuous learning (Robbins and Judge, 2022). An inclusive culture also supports Diversity, Equity and Inclusion (DEI). Employees from different backgrounds should feel valued and treated fairly. When employees feel included, they are usually happier, more productive, and more committed to the organisation. A strong organisational culture improves employee engagement and customer service (Tesco PLC, 2025). 
[bookmark: _Toc9544]Barriers to Implementation and How They Can Be Overcome  
Tesco may face several barriers when implementing HR practices. Some employees may resist new technology because they are worried about learning new skills or losing their jobs. Limited budgets and lack of time may also affect training programmes. Some managers may not apply HR policies consistently, which can reduce employee trust (Armstrong and Taylor, 2023). To overcome these barriers, Tesco should provide regular training and clear communication before introducing changes. Managers should involve employees in decision making and encourage them to share their opinions. Employee achievements should be recognised and rewarded to increase motivation. Tesco should also provide leadership training so that managers can confidently support employees and manage change effectively (CIPD, 2024b).
Overall, departmental managers play a key role in making HR practices successful. By showing strong leadership, communicating clearly, monitoring performance, creating a positive workplace culture, and solving problems quickly, Tesco can successfully implement its HR strategies. This will improve employee satisfaction, increase productivity, and help the company achieve its long-term business goals (Tesco PLC, 2025).

[bookmark: _Toc9545]Conclusion and Recommendations 
This report has evaluated three major contemporary HR challenges at Tesco: technological advancement, talent acquisition and retention, and diversity, equity and inclusion (DEI). The analysis shows that these factors are closely connected and can directly affect employee performance and Tesco’s overall success. Technological development requires employees to learn new digital skills, while Tesco also needs to attract and retain talented employees who can support organisational change. At the same time, employees need to experience fairness, respect and inclusion in the workplace.
Herzberg’s Two-Factor Theory provides a useful explanation of employee motivation and retention. Herzberg, Mausner and Snyderman (1959) suggest that factors such as salary, working conditions and job security can reduce dissatisfaction, while recognition, achievement and responsibility can create stronger motivation. However, the theory has limitations because employees have different needs and expectations. Therefore, Tesco should combine motivation theory with employee feedback and information about actual workplace experiences.
Based on the analysis, several recommendations can be made. First, Tesco should provide continuous digital training rather than only providing training when new technology is introduced. This can help employees develop confidence and keep their digital skills updated. Second, Tesco should regularly use employee surveys, exit interviews and turnover information to understand why employees leave and develop more targeted retention strategies. Third, Tesco should measure DEI through employee experiences and outcomes, including recruitment, promotion, pay and employee feedback. This would help Tesco understand whether its DEI policies are creating meaningful improvements. Finally, departmental managers should receive regular leadership training and be held responsible for employee development, engagement and inclusion.
In my opinion, Tesco’s HR success will depend not only on having strong policies but also on how effectively managers apply them in everyday situations. Combining technology, employee development, fair opportunities and inclusive management can help Tesco create a more motivated, skilled and committed workforce.
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