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[bookmark: _Toc234869762]Executive Summary
[bookmark: _Toc234869763][bookmark: _Toc234869764]This report found that Tesco faces significant HR challenges in managing technological change, employee retention, and diversity and inclusion within a competitive retail environment. Although the company has introduced digital HR systems, wellbeing initiatives and inclusive recruitment practices, their effectiveness is limited by workload pressures and inconsistent managerial implementation. The report concludes that strengthening leadership, employee development and workforce planning would improve the effectiveness of Tesco's existing HR practices.
The report recommends strengthening digital skills training, workforce planning, leadership development and employee engagement to improve organisational performance and support Tesco's long-term success.
This report examines the HR challenges faced by Tesco by focusing on three key areas: technological advancement, talent acquisition and retention, and diversity, equity and inclusion (DEI). It also evaluates Tesco's HR practices and critically assesses how managers can successfully implement these practices before presenting recommendations for improvement.
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Contemporary HR Challenges and HR Practices at Tesco
[bookmark: _Toc234869766]Introduction
Human Resource Management (HRM) is important in helping organisations deal with modern business challenges. Companies today must adapt to rapid technological change, attract and retain skilled employees, and create workplaces that are diverse and inclusive. These issues can affect employee motivation, productivity, and long-term business success (Armstrong and Taylor, 2023, Dobre, 2013). 
Tesco PLC is one of the UK's largest retailers, employing over 300,000 people across stores, distribution centers and online operations (Harrison et al., 2019; Meng, 2024; Tesco PLC, 2025). Operating in a highly competitive retail market, Tesco relies on effective HRM to manage a large workforce, support organisational change and maintain high standards of customer service.
Explanation of Key Factors
Adapting to Technological Advancements
Rapid technological advancement is transforming the retail industry, requiring organisations such as Tesco to continually adapt their operations and workforce. Tesco has invested in online shopping, self-service checkouts, automation, and digital scheduling systems to improve efficiency and customer service (Tesco PLC, 2025; Dawson, 1986). These technologies reduce costs and enhance the customer experience.
However, technological change also creates challenges for employees. Automation may increase concerns about job security, while new systems require effective training to ensure successful adoption (Ford, 2026). According to CIPD (2024a), organisations should support employees through training and development during technological change. This supports Tesco’s investment in digital systems, although employee concerns discussed later suggest training and communication are not consistently delivered across stores.
Technology can also increase pressure on employees. Some Tesco workers report heavier workloads and staffing shortages linked to operational change (Reddit, 2025a; Beynon, 2002). These issues can reduce motivation, job satisfaction, organisational performance, and increase staff turnover.
Tesco also needs employees with strong digital skills to adapt to evolving technologies and work practices. Without adequate support, productivity and business performance may decline. Therefore, HR must equip employees with the skills and support needed to adapt successfully to technological change.
However, the success of technological change ultimately depends on employee engagement. Kotter's (1996) Eight-Step Change Model argues organisations should communicate a clear vision, involve employees, and provide training to reduce resistance. Tesco's investment in automation will therefore be most effective when supported by effective change management and workforce development rather than technology alone (Ellis-Chadwick, 2007). 
[bookmark: _Toc234869767]Talent Acquisition and Retention
Attracting and retaining employees is another major challenge for Tesco. The retail industry often experiences high staff turnover because the work can be stressful and physically demanding (Torrington et al., 2020). Employees may also leave if they believe other organisations can offer better pay or career opportunities.
Tesco relies on a large workforce to operate stores, warehouses, and other online services effectively. However, competition for workers has increased in the UK retail sector. Employees now expect flexible working hours, competitive pay, career development opportunities, and a positive work environment (Dessler, 2020, Earle, 2023).
Tesco has introduced strategies such as pay rises, wellbeing support, and apprenticeship programmes to improve employee retention (Reddit. 2025b, Kenyon, 2005). Despite this, some workers still complain about workload pressure and lack of support (Reddit. 2025a).
High employee turnover can negatively affect Tesco because recruiting and training new employees is costly and time-consuming. It can affect teamwork and customer service quality. According to Armstrong and Taylor (2023), organisations with motivated employees are more likely to achieve long-term success.
As a result, Tesco must continue improving employee satisfaction, career opportunities, and workplace support to attract and retain talented employees. Herzberg's Two-Factor Theory suggests that achievement, recognition, and career development motivate employees more effectively than pay alone. Although Tesco has invested in apprenticeship programmes and career progression, employee complaints about workload indicate that stronger managerial support is needed. Therefore, Tesco must combine financial rewards with effective leadership and professional development to improve long-term retention.
This demonstrates that addressing both hygiene factors, such as workload, and motivators, including career development, is essential for improving employee retention at Tesco.
[bookmark: _Toc234869768]Diversity, Equity, and Inclusion (DEI)
Diversity, equity, and inclusion are important because organisations with inclusive workplaces are often more successful and innovative. Tesco has introduced DEI initiatives to ensure employees feel respected and included regardless of gender, ethnicity, disability, or background (Tesco PLC, 2025, Goffee, 2015).
Tesco's DEI initiatives include inclusive recruitment practices, flexible working opportunities, employee support groups and leadership diversity targets (Gutterman, 2023). Diverse workplaces improve decision-making and employee engagement because employees feel valued and respected.
However, implementing DEI successfully across a large organisation can be difficult. Some managers may apply policies inconsistently, while some employees may still experience unequal opportunities or discrimination. If DEI initiatives are not implemented properly, employees may see them as tokenistic rather than meaningful.
Failure to create an inclusive workplace can damage Tesco’s reputation and reduce employee morale. Therefore, Tesco must continue promoting equality and inclusion throughout the organisation. Nevertheless, some academics argue that organisations often concentrate on meeting diversity targets instead of creating genuinely inclusive cultures. This may result in DEI initiatives becoming symbolic rather than producing meaningful organisational change. 
According to Tajfel and Turner (1979), Social Identity Theory suggests that employees perform more effectively when they feel accepted, respected, and valued as members of the organisation. Tesco should therefore ensure that inclusive leadership behaviour, equal promotion opportunities and psychological safety are embedded within everyday workplace practices rather than relying solely on formal diversity policies.
[bookmark: _Toc234869769]Evaluation of Contemporary HR Practices
Digital HR Systems and Workforce Analytics
Tesco uses digital HR systems and workforce analytics to improve efficiency and workforce management (Tesco PLC, 2025, Tasleem, 2025). These systems help managers monitor attendance, staffing levels, scheduling, and employee performance more effectively. 
One advantage of digital HR systems is improved efficiency. Managers can use workforce data to make better decisions and organise staffing more effectively. Automated systems also reduce paperwork and improve communication between employees and managers.
However, there are also disadvantages to this. Employees may feel pressured if organisations focus too heavily on productivity and monitoring. According to Storey (2019), technology-focused HR systems can negatively affect employee wellbeing if organisations ignore employee needs.
Some Tesco employees have reported stress caused by staffing shortages and increased workloads (Reddit, 2025a, Booth, 2009). This suggests that although digital systems improve efficiency, Tesco must also focus on employee wellbeing and support.
From a strategic HRM perspective, workforce analytics enables managers to make evidence-based decisions regarding staffing levels, productivity, and performance management. However, excessive reliance on performance data may encourage managers to prioritise operational efficiency over employee wellbeing. Qualitative factors such as employee morale, engagement, and organisational commitment cannot always be measured through data alone. Therefore, Tesco should balance workforce analytics with regular employee feedback to ensure business performance improvements do not negatively affect employee experience. This balance would enable Tesco to improve operational efficiency while maintaining employee wellbeing and engagement.
[bookmark: _Toc234869770]Employee Branding and Workforce Planning
Tesco uses employer branding to promote itself as a good place to work. The organisation highlights career development opportunities, wellbeing support, and inclusive workplace values (Meng, 2024; Tesco PLC, 2025). 
Tesco also uses workforce planning to prepare for future staffing needs. Apprenticeship schemes and graduate programmes help attract younger workers and develop future talent.
Employer branding can improve recruitment because people are more likely to apply for jobs at organisations with positive reputations. According to Armstrong and Taylor (2023), strong employer branding helps organisations attract talented employees.
However, employer branding can become ineffective if employee experience does not match organisational promises. Some Tesco employees continue to complain about workload pressure and lack of support (Reddit, 2025a, Hearson, 2009). If negative employee experiences continue, Tesco’s reputation may suffer. Therefore, Tesco must ensure that employee experience reflects the company’s public image and value. 
This highlights that a strong employer brand depends on consistently delivering the employee experience it promises.
[bookmark: _Toc234869771]Employee Engagement and Retention Strategies 
Tesco has introduced several strategies to improve employee engagement and retention, including pay increase, flexible working, wellbeing programmes and career development opportunities (Tesco PLC, 2025, Barrow, 2005). 
Employee engagement is important because motivated employees are usually more productive and provide better customer service. According to CIPD (2024c), organisations with engaged employees often achieve better business performance.
Tesco’s investment in pay rises may help improve employee retention and satisfaction (Reddit, 2025b, Armstrong, 2005). However, money alone is not enough to keep employees motivated. Employees also want support from managers, work-life balance, and career progression opportunities (Sturges, 2004).
Some Tesco employees still report feeling overworked and unsupported (Reddit, 2025a). This suggests that HR practices may not be implemented consistently across all stores and departments. Tesco should continue improving management support and communication to strengthen employee engagement.
Social Exchange Theory suggests employees become more committed when organisations demonstrate fairness and support. Tesco's wellbeing initiatives and career development programmes encourage higher engagement, but inconsistent management practices may weaken these benefits. Consistent implementation across stores is therefore essential.
This indicates that consistent managerial support is essential to strengthen employee trust, engagement and long-term commitment.
[bookmark: _Toc234869772]Inclusive Recruitment and DEI Policies
Tesco uses inclusive recruitment and DEI policies to promote equality and fairness in the workplace. The company has introduced diversity targets, employee support groups, and accessible recruitment practices (Tesco PLC, 2025, Hughes, 2025).
One advantage of DEI policies is that diverse teams can improve creativity and decision-making (CIPD, 2024b). Inclusive workplaces can also improve satisfaction and organisational reputation.
However, DEI initiatives may fail if managers are not fully committed to inclusion. Some organisations focus on diversity to improve their public image instead of creating real cultural change (Storey, 2019).
Tesco must therefore ensure that inclusion becomes part of everyday workplace culture rather than simply a company policy.
[bookmark: _Toc234869773]Critical Evaluation of Managerial Implementation 
Managers are particularly important in ensuring HR practices are implemented successfully at Tesco. Although HR departments create policies, managers are responsible for applying them in everyday work situations.
Leadership accountability is important because employees are more likely to support organisational changes if managers set a good example. According to Armstrong and Taylor (2023, Naile, 2014), effective leadership improves employee motivation and organisational culture. 
Communication is also essential, especially during technological changes. Employees may resist change if managers fail to explain why changes are happening. Managers should therefore provide clear communication, training, and support during organisational change (Dessler, 2020).
Managers should also monitor the success of HR practices using employee feedback, surveys, and performance data. Tesco already collects employee feedback to understand workplace issues (Tesco PLC, 2025, Awadari, 2019). However, managers must act on employee concerns rather than simply collecting information.
Organisational culture also affects implementation success. Tesco wants employees to feel respected and included (Tesco PLC, 2025, Booth, 2009). Managers play a key role in creating this culture through fair treatment and inclusive behavior.
There are several barriers that can affect implementation. Employees may resist technological change because they fear job losses or increased workloads. Staffing shortages and limited budgets can also make implementation difficult. 
Tesco can overcome these barriers by providing leadership training, improving communication, and involving employees in decision-making. This can improve trust and reduce resistance to change.
Leadership style influences whether HR practices achieve their intended outcomes. Transformational leadership encourages participation, development, and commitment during organisational change, whereas transactional leadership focuses mainly on operational performance (Chaudhry, 2017). Given Tesco's digital transformation, a transformational approach is more likely to improve employee commitment and successful HR implementation. 
This leadership approach would also help managers build trust and reduce employee resistance to organisational change. Therefore, managers are essential in ensuring HR practices are implemented effectively and consistently across the organisation. 
By aligning actions with Maslow’s hierarchy, transformational leaders can reduce fear, build trust, and turn digital change into a source of growth and pride (Fulton, 1998). This alignment keeps motivation high at every level, helping Tesco implement HR practices consistently and achieve its goals.
[bookmark: _Toc234869774]Recommendations
[bookmark: _Toc234869775]Based on the findings of this report, Tesco should prioritise continuous digital skills training and structured change management programmes to support employees during technological transformation and reduce resistance to change (CIPD, 2024a; Kotter, 1996). In addition, reviewing staffing levels and improving workforce planning would help address workload pressures identified throughout the analysis, thereby enhancing employee wellbeing and retention (Armstrong and Taylor, 2023). Tesco should also invest in leadership development to ensure managers implement HR policies consistently and create an inclusive working environment (Armstrong and Taylor, 2023). Finally, expanding career development opportunities and acting on employee feedback would strengthen employee engagement, support long-term retention, and improve organisational performance (CIPD, 2024c).
Conclusion
This report examined the key HR challenges facing Tesco, including technological advancement, talent acquisition and retention, and diversity, equity, and inclusion (DEI). These challenges have a significant impact on employee wellbeing, organisational performance, and Tesco's ability to remain competitive within the UK retail sector.
The analysis demonstrated that Tesco has introduced several HR practices to address these challenges. However, their effectiveness depends on consistent implementation, effective leadership, and employee involvement. Although Tesco has made progress, workload pressures and inconsistent management continue to limit the effectiveness of its HR strategy.
[bookmark: _Toc268610350][bookmark: _Toc1467697601][bookmark: _Toc234869776]Overall, the report concludes that HR practices alone cannot guarantee organisational success. Sustainable competitive advantage depends on Tesco's ability to combine effective HR policies with strong leadership, continuous employee development, and an organisational culture that supports innovation, inclusion, and employee engagement. By addressing these areas, Tesco will be better positioned to improve organisational performance and achieve long-term business success.
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