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Human Resource Management (HRM) plays a pivotal role in enabling organisations reponse to changing business conditions and sustain long-term performance. In contemporary business environments, HR extends beyond traditional functions such as recruitment, training and employee relations to address wider strategic challenges.
This report examines these challenges in relation to Tesco plc, one of the UK’s largest retailers. It analyses the key factors associated with these issues, evaluates relevant contemporary HR practices, and critically assesses how departmental managers can support their effective implementation.
[bookmark: _Toc225254713]Explanation of the Specific Factors Related to Technological Advancement, Talent Acquisition and Retention, and Diversity, Equity and Inclusion 
HR departments in UK organisations face increasing pressure to respond to both internal and external change. For Tesco plc, these pressures are especially significant because it operates at scale, employs a large and diverse workforce, and competes in a fast-moving retail market. In this context, three key HR factors are technological advancement, talent acquisition and retention, and Diversity, Equity and Inclusion (DEI). Together, these factors shape workforce capability, employee engagement, service quality and long-term organisational performance.
[bookmark: _Toc225254714]Technological advancement
Technological advancement is one of the most significant factors shaping HR management within Tesco. As a major UK retailer, Tesco increasingly relies on automation, online shopping platforms, digital stock systems, data analytics and self-service technologies to improve efficiency and customer experience. While these developments create opportunities for innovation and productivity, they also create workforce challenges. A key issue is the need for employees to develop new skills. As work becomes more technology-driven, Tesco requires employees who are digitally competent, adaptable and able to use changing systems effectively. This places pressure on HR to identify skills gaps and provide learning and development opportunities that help employees keep pace with technological change (Armstrong and Taylor, 2020).
Technological advancement also alters job design. Routine tasks may be reduced through automation, while new roles emerge that require stronger technical, analytical and problem-solving skills. For Tesco, this can create uncertainty among employees, particularly where technological change is linked to job security concerns or changing performance expectations. HR therefore has an important role in workforce planning, communication, retraining and supporting employees through organisational change (Boxall and Purcell, 2016).
[bookmark: _Toc225254715]Talent acquisition and retention
Talent acquisition and retention are also key concerns because Tesco depends on a stable and capable workforce to maintain customer service and operational effectiveness. Retail employment can involve shift work, workload pressures and limited progression in some roles, all of which can contribute to turnover. For a large employer such as Tesco, high turnover creates costs through repeated recruitment, training, disruption to teamwork and reduced service consistency.
Talent acquisition is increasingly shaped by the organisation’s attractiveness as an employer. While pay remains important, applicants are also influenced by career development opportunities, flexibility, workplace culture and organisational reputation. Tesco therefore needs HR strategies that position the organisation as an employer of choice while ensuring recruitment methods identify candidates whose skills and attitudes align with business needs. Retention is equally important because experienced employees contribute to stronger team performance, more reliable operations and better customer interactions. HR practices such as recognition, development opportunities, supportive leadership and fair reward systems are essential in reducing turnover and strengthening employee commitment (Armstrong and Taylor, 2020).
[bookmark: _Toc225254716]Diversity, Equity and Inclusion (DEI)
Diversity, Equity and Inclusion are central concerns for Tesco because it employs a large and varied workforce and serves a broad customer base across the UK. Diversity refers to differences within the workforce, including gender, ethnicity, age, disability, religion and social background. Equity focuses on fairness in access to opportunities, treatment and outcomes, while inclusion concerns whether employees feel respected, valued and able to contribute fully.
For Tesco, DEI is both an ethical and strategic issue. Ethically, the organisation is expected to provide equal opportunity and reduce discrimination. Strategically, a diverse and inclusive workforce can improve decision-making, strengthen collaboration and enhance understanding of customer needs. However, DEI cannot be achieved through policy statements alone. It requires fair recruitment and promotion systems, inclusive leadership and a workplace culture that supports progression. Professional guidance emphasises that equality, diversity and inclusion should be embedded in everyday management practice rather than treated as a separate initiative (Acas, 2024).
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Contemporary HR practices are essential in helping Tesco respond to technological change, labour market pressures and expectations around Diversity, Equity and Inclusion (DEI). As a major UK retailer, Tesco requires HR practices that address immediate staffing issues while strengthening long-term capability, flexibility and organisational performance. Tesco’s recent reporting highlights productivity, skills development and colleague inclusion, suggesting these priorities are embedded within wider business strategy rather than treated as isolated HR concerns (Tesco PLC, 2025b).
To address technological advancement, one key contemporary HR practice is continuous digital learning and workforce upskilling. As Tesco becomes more reliant on automation, online, digital systems and data-led operations, employees must adapt to new technologies and working methods. Digital learning platforms, blended development programmes and structured skills training are valuable because they can be delivered efficiently across a large workforce. Tesco’s Sustainability Report highlights employability, skills, and internships, indicating that workforce capability is viewed as a strategic priority (Tesco PLC, 2025a). The main strength of this approach is that it improves adaptability and reduces the risk of skills becoming outdated. However, it is less effective if learning is too generic, poorly timed or left to self-directed completion. Digital upskilling is therefore most effective when linked to role requirements and reinforced by managers in practice.
Another relevant HR practice is strategic workforce planning linked to reskilling and job redesign. This helps anticipate future skill needs rather than respond only after labour shortages or operational changes arise. Its main advantage is that it supports business continuity while reducing reliance on external recruitment. Tesco’s Annual Report highlights ongoing change in productivity, capability and operational delivery, making planned workforce adaptation particularly important (Tesco PLC, 2025b). However, the effectiveness of this practice depends on accurate forecasting and consistent implementation. If future requirements are misjudged, Tesco may invest in training that does not match operational need.
To address talent acquisition and retention, a widely used contemporary HR practice is employer branding supported by structured recruitment and development systems. In a competitive labour market, Tesco must present itself as an attractive employer by promoting career opportunities, development pathways, organisational values and a supportive working environment. Tesco’s Sustainability Report refers to employability programmes, apprenticeships and career-related opportunities, suggesting an effort to strengthen its appeal to current and prospective employees (Tesco PLC, 2025a). This can improve applicant quality and reduce avoidable turnover. However, employer branding is only credible when the employee experience reflects recruitment promises. If staff do not experience fair treatment, development or progression after joining, retention problems are likely to remain.
Retention is also supported by career development, engagement and progression-focused practices. Mentoring, internal mobility, performance feedback and recognition can strengthen employee commitment by addressing limited perceived opportunity for growth. However, their success depends on fairness and consistency. If access to development opportunities appears uneven, such practices may damage trust rather than improve commitment.
For DEI, one of the most effective contemporary HR practices is inclusive recruitment, promotion and workplace monitoring. Acas states that equality, diversity and inclusion can help employers attract and retain good staff, improve ideas and problem-solving, and better serve a diverse customer base (Acas, 2024). This suggests that DEI has practical as well as ethical value. Structured interviews, clear promotion criteria, equality policies and monitoring systems can help reduce bias and improve transparency. Acas also stresses the importance of checking whether inclusion measures work in practice through surveys and monitoring data (Acas, 2024). EHRC guidance similarly highlights the legal and organisational importance of fairness in recruitment, treatment, progression and workplace culture (EHRC, 2011). Tesco’s wider reporting also suggests that inclusion is being positioned as a strategic issue rather than a symbolic commitment (Tesco PLC, 2025a; Tesco PLC, 2025b). However, DEI practices are only fully effective when leaders reinforce them consistently through everyday decisions and behaviour.
[bookmark: _Toc225254718]Critical Evaluation of How Departmental Managers Can Ensure These Contemporary HR Practices Are Implemented as a Matter of Urgency
Departmental managers play a crucial role in ensuring that HR practices are implemented effectively at Tesco. A key issue in HRM is that well-designed policies at senior or HR level do not guarantee consistent implementation in daily operations. In practice, the success of HR initiatives depends heavily on line managers, as they translate formal policy into everyday supervision, communication and decision-making (Guest and Bos-Nehles, 2013; Purcell and Hutchinson, 2007). This is especially important at Tesco, where technological change, retention pressures and DEI expectations must be managed across a large and operationally demanding workforce.
Departmental managers can ensure urgent implementation is by embedding HR priorities into everyday performance management. Rather than treating digital training, retention and inclusive practice as separate HR concerns, managers should integrate them into team objectives, review discussions and operational expectations. Purcell and Hutchinson (2007) argue that front-line managers are central to relationships between HR practices and employee outcomes because their behaviour shapes how employees experience people management. This means monitoring staff engagement with digital upskilling, applying fair recruitment processes, and providing regular feedback and development support. The strength of this approach is that it creates accountability and makes implementation visible. However, it can become superficial if managers focus only on target completion rather than genuine improvements in behaviour and capability.
Managers must also be properly equipped to implement HR practices effectively. Bos-Nehles, van Riemsdijk and Looise (2013) show that successful HR implementation depends on managers having the ability, motivation and opportunity to carry out these responsibilities. This is relevant to Tesco, as urgency cannot be achieved simply by expecting managers to act faster. They need the skills to manage recruitment, coaching, performance and inclusion issues, alongside sufficient time, resources and HR support. If Tesco expects rapid implementation without strengthening managerial capability, outcomes are likely to vary across departments. In this sense, urgency without support may weaken rather than improve HR practice.
This argument is reinforced by Evans (2017), who found that role overload, ambiguity and conflict can reduce the consistency of HR implementation by front-line managers in retail settings. This is particularly relevant to Tesco, where departmental managers are likely to face staffing shortages, customer service pressures and productivity demands. Under such conditions, longer-term HR priorities such as development, retention and DEI may be overshadowed by immediate operational concerns. Therefore, if implementation is to happen as a matter of urgency, Tesco must not only assign responsibility to managers but also remove barriers to effective action. This may include clearer expectations, practical HR guidance, realistic spans of control and stronger follow-up from senior leaders.
Overall, departmental managers can promote urgent implementation by integrating HR priorities into daily management, monitoring outcomes and acting consistently. However, critical evaluation suggests that implementation will only be effective where managers are trained, supported and held accountable. At Tesco, urgency should therefore be understood not simply as speed, but as coordinated and well-supported managerial action that translates HR strategy into consistent workplace practice (Guest and Bos-Nehles, 2013; Bos-Nehles, van Riemsdijk and Looise, 2013).
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Tesco should strengthen role-specific digital upskilling to ensure that employees can respond effectively to ongoing technological change. Training should be aligned with operational needs, linked to workforce planning, and reinforced by line managers so that learning results in improved capability rather than simple completion of training activity (Tesco PLC, 2025a; Tesco PLC, 2025b).
Tesco should also improve retention through more structured career development and progression opportunities. Greater use of mentoring, internal mobility, feedback and recognition would help strengthen employee commitment, reduce avoidable turnover and support workforce stability over time (Armstrong and Taylor, 2020).
Finally, Tesco should embed Diversity, Equity and Inclusion more consistently through stronger managerial accountability. Departmental managers should be expected to apply fair recruitment, development and promotion practices, with outcomes monitored regularly to ensure that inclusion is reflected in everyday management rather than remaining only at policy level.
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In conclusion, Tesco’s HR function must respond strategically to technological advancement, talent acquisition and retention, and Diversity, Equity and Inclusion (DEI). These issues are significant because they affect workforce capability, employee commitment and Tesco’s ability to sustain service quality and long-term performance in a competitive retail environment (Armstrong and Taylor, 2020; Boxall and Purcell, 2016). Contemporary HR practices, including digital upskilling, workforce planning, career development and inclusive people management, offer practical means of addressing these challenges. However, their effectiveness depends not simply on policy design, but on consistent implementation, managerial capability and integration into everyday operations. Departmental managers are therefore central to translating HR strategy into practice through communication, performance management and accountability (Purcell and Hutchinson, 2007; Guest and Bos-Nehles, 2013). Ultimately, Tesco’s success depends on implementing HR practices in a consistent and strategic manner across the organisation.
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