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Human Resources Management (HRM) Is essential for organisations to achieve their operational and strategic objectives in a competitive and dynamic business landscape. In the United Kingdom large organisation encounter increasing demand to adapt to swift technological advancement, recruit and retain proficient personnel, and establish varied, egalitarian, and inclusive work environments. These challenges are especially pronounced in the retail sector, where organisations depend significantly on a substantial and varied workforce to provide constant customer service while ensuring efficiency and profitability. Tesco plc, one of the UK’s largest retailers, provides an appropriate case study for examining contemporary HR challenges and responses.
Tesco employs hundreds of thousands of personnel across its retail locations, distributions centres, and corporate headquarters. As a labour-intensive organisation, Tesco’s performance is predominantly contingent upon the efficacy of its human resource management. In recent years, the corporation has invested in digital technology, enhanced its online operations, and publicly pledged to advance diversity and inclusion. Now withstanding these initiatives, Tesco persists in encountering obstacles, including skill deficiencies resulting from technological advancements, elevated staff turnover in frontline positions, and the necessity to uphold equity and inclusion within a markedly varied workforce. 
This report aims to critically analyse the primary HR challenges encountered by Tesco and assess the efficacy of modern HR approaches in addressing these issues. The report is organised into three primary sections. The initial section delineates the elements influencing HR concerning technological progress, talent acquisition and retention, and diversity, equality and inclusion (DEI). The second segment assess contemporary HR methods that can address these difficulties. The concluding section evaluates the function of departmental managers in guaranteeing the prompt and efficient execution of these practices. The research concludes with recommendations designed to enhance HR efficacy and organisational success at Tesco.
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1.Meeting Technological Advancement 
Technology has developed operations, consumer interactions, and personnel management in the retail sector. Tesco has implemented a range of technologies, such as self-service checkouts, online grocery platforms, automated warehouses, workforce management systems, and data analytics tools. According to Tesco, (2023) they also introduced new scan-free technology on self-service tills at GetGo store. Technological advancement strategic HR challenges relating to workforce capability, job redesign and organisational change, requiring effective HR planning and consideration to ensure successful implementation. 
 
A primary challenge is the inconsistency in digital competencies. A considerable number of frontline staff might lack skills in using the in modern technology, especially elderly workers. As Tesco implements new systems, HR must guarantee that employees receive sufficient training to use them efficiently. Also, swift technology advancements may induce anxiety in employees concerned about job displacement from automation, resulting in resistance to change and diminished morale.  
A further consideration is work redesign. Self-checkout systems reallocate staff duties from item scanning to customer assistance and technological problems. Human Resources must collaborate with management to redefine job roles, revise job descriptions. 
Moreover, technological progress necessitates that HR adeptly oversee organisational transformation. The Haber and Carmeli, (2023), the implementation of a new technology, particularly when acquired from an external source, is a process that often entails a change in the organisational work and further may pose a threat to some employees. Implementing new systems without employee consultation or gradual integration can be heighten opposition and erode trust in management.  
HR can monitor the effectiveness of technology adoption through employee feedback surveys, system usage metrics and performance to ensure smooth integration and proactively address challenges.
 
2.Talent Acquisition and Retention 
Talent acquisition and retention practice enhances overall growth and development of a company in particular industrial sector, (Gallardo-Gallardo, Thunnissen and Scullion, 2020) Talent acquisition and retention constitute a significant problem for Tesco, especially in the highly competitive UK retail labour market. Retail business frequently has elevated staff turnover attributable to problems such as inadequate compensation, irregular working hours, restricted career advancement, and job instability. HR can implement this effectively by using targeted recruitment strategies, clear career pathways and structured selection processes to ensure value alignment. 
A main challenge in talent acquisition is finding appropriate applicants who agree with Tesco’s values and service standards. Prospective employees increasingly evaluate variables such as organisational culture, work-life balance, and possibilities for advancement when selecting a company. If Tesco is viewed as providing inadequate advancement opportunities or substandard working conditions, it may find it challenging to attract top-tier candidates. HR must consequently prioritise enhancing Tesco’s employer image to attract a wide and diverse talent pool. 
 
High turnover at Tesco is often caused by low pay, inflexible working hours and limited career growth. Inflexible schedules can reduce motivation and work life balance, as Maslow’s Hierarchy of Needs highlights the importance of fulfilling both basic and higher-level needs. Tesco must address this through flexible shifts, mentoring and rewards, ensuring employees feel supported, recognised and motivated, to improve retention and engagement.
 According to Xiang, (2024) the leading reason employees choose to leave a job, selected by 32.4% of employees who quit their job in year 2024, is a toxic or negative work environment, followed by poor company leadership (30.3%) and dissatisfaction with one’s manager or supervisor (27.7%).  

3.Diversity, Equity and Inclusion (DEI) 
Diversity, Equity and Inclusion (DEI) is a key focus for HR, especially in large, diverse companies like Tesco. Diversity means to include people from different social backgrounds, economic and demographic backgrounds; equality ensures fair policies and opportunities. Also, inclusion creates a workplace where all employees feel valued and empowered. 
In terms of age, gender, ethnicity, disabilities and socioeconomic status, Tesco’s workforce is diverse. However, equal representation in senior roles doesn’t not always follow from diversity at the entry level.HR must address these challenges that underrepresented groups encounter such as workplace culture that favour dominant groups, limited access to growth opportunities and unconscious prejudice in hiring and promotions. Additionally, pay fairness is essential since differences in pay or working conditions based on a person’s gender, race or other characterises can rode trust and damage their reputation. To prevent disengagement, complains and legal problems, HR must make sure that reward system are open, fair and based on objective standards 
Equally vital is Inclusion. If employees lack the sense of valued or respected, a diverse staff fails to deliver good results. Isolation and increased turnover can result from bias, discrimination and a lack of managerial support.HR should establish specific anti-discrimination rules, encourage inclusion leadership and offer diversity training. Developing a workplace policy that adhere to Equality Act 2010 (Government Equalities Office,2010) and ACAS (2022) promotes engagement, innovation and overall organisational performance. Measurable DEI goals such maintaining a focus on leadership representation, evaluating pay equity and conducting employee inclusion surveys, contribute to the effectiveness and ongoing improvement of policies. 
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Modern HR strategies help Tesco address challenges in technology, talent acquisition, retention and DEI. This part analyses effective approaches for these issues.
1.Technological Advancement 
Continuous learning and development are crucial component of a contemporary HR strategy for development, coaching and assistance, assisting the employees in adjusting to new systems at their own pace meeting technology change. Tesco may tarin staff members on new technology, data systems and digital customer support tools using digital learning platforms. Tesco Career (2024) states that the organisation also provides career development, coaching and assistance, assisting staff members in adjusting to new systems at their own pace and lowering anxiety. 
Programs for upskilling and reskilling are equally important. Employees that previously handled manual checkout can be educated to oversee self-services areas, help guest or support online orders when technology changes their job duties. This boots morale and employability while showcasing Tesco commitment to employee development. 
Through flexible planning, quick feedback and collaboration between HR, management and employees, agile HR practices further facilitate the adoption of new technology. Tesco can reduce disruption and boost acceptance by piloting improvements in a few locations, getting feedback and improving process before implementing new technology across all the stores at once  
Evidence based decision making is made possible by hr analytics.HR can find skills gaps and effectively customise programs by monitoring system usage, performance statistics and training participation.
Additionally, HR can use analytics to identify employees struggling with new technology and provide targeted support, ensuring smother adoption and reducing resistance to change. Regular feedback loops between employees and HR can further enhance system effectiveness. 
 
 
2.Talent Acquisition and Retention 
Tesco can increase productivity and the applicant experience by reaching a larger, more varied pool of applicants using social media, digital recruitment platforms and AI enhanced monitoring tools. Tesco’s values, career development and commitment to employee well-being are all promoted by string employer branding, that helps establish the company as an employer of choice. 
Flexible work schedules such as part time, remote and adjustable shifts, promote work life balance and fewer absences from through frequent assessment, clear standards, apprenticeship and internal promotions, performance management and career development promote engagement and long-term retention 
Employee satisfaction is further increased by transparent reward systems, which include competitive compensation, employee discounts, retirement plans and wellness initiatives. To improve employee engagement and lower turnover, HR should also include all these strategies into a cohesive talent management strategy. Consistent observation and input ca guarantee ongoing development and alignment with business goals.

3.Diversity, Equity and Inclusion (DEI)
Incorporating equity and inclusion into employment is the main goal of contemporary DEI practices. Bias is reduced by inclusive hiring practices such as anonymised applications, diverse panels and structured interviews. 
Managers are acquiring to ability to identify bias, value diversity and establish psychologically secure environment where employee can freely exchange ideas through diversity training and inclusive leadership development. Although they need organisational support to be successful, Employee Resource Groups (ERGs) assist underrepresented groups by offering employee insights. Transparency and accountability are increased by maintaining a check on DEI measures including representation and inequality in wages. 
Sustained impact and ongoing improvement are ensured by combining training, ERGs and data monitoring with specific, measurable DEI goals such as manager accountability, inclusion survey tracking and leadership diversity targets. 
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Departmental managers oversee HR department’s policies and procedures into a practice and a daily basis. Their function is essential to ensure the efficient and uniform use of modern HR procedures.  
Managers use accountability and performance management to assist with HR implementation. They coordinate operational goals with HR objectives by monitoring completion, employee turnover and team diversity. Prioritising HR effort is encouraged when these outcomes are connected to performance evaluations and rewards. 
Additionally, managers are essential in communication and change management. They serve as a liaison between HR and staff, outlining the goals and advantages of new projects. Effective communication lowers resistance to change and increases trust  
Competency in management and training are crucial. Managers need to be prepared to support the growth, inclusion and wellbeing of their workforce. Effective resource allocation strikes a balance between people management and operational demands by ensuring that employees have time for training, DEI projects and development activities. 
Setting a good example is essential. While inconsistent or prejudiced behaviour can lower morale and hinder HR efforts, inclusive and supportive behaviour inspires employees to follow in positive acts, (LO,2024). According to behaviourist theory, rewarding positive behaviour encourages repetition and creates a positive community. 
Managers need to be continuously coached and assed on their HR implementation. Policies are not only conveyed but also actively implemented in a day-to-day operation when HR objective is integrated into managerial KPIs, feedback is given and successful practice adoption is acknowledged. 
[bookmark: _Toc224568822]Recommendations 
Tesco should make investments in flexible digital training platforms, improve employer branding, incorporate DEI measures into management assessment and offer continuous leadership development to increase HR effectiveness. Tesco can ensure that HR procedures are applied quickly and sustainably, promoting employee well-being and organisational performance by encouraging cooperation between HR and departmental managers. 
 
[bookmark: _Toc224568823] Conclusion 
In Conclusion, Tesco confronts difficult human resources issues related to diversity, equality and inclusion, talent acquisition and retention and technology development. Effective solutions are provided by modern HR practices, but their success depends on leadership commitment, continuous implementation and strategic alignment. Building a resilient and motivated staff requires open performance management, flexible scheduling, inclusive and ongoing learning.
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	HR Challenge 
	Contemporary HR Practice 
	Managerial Implementation  

	Technological Advancement – self-service systems, automation, digital platforms at Tesco  
	 
· Continuous learning and digital training platforms 
· Upskilling and reskilling programmes 
· Agile HR practices such as piloting, feedback loops 
· HR analytics to identify skills gaps  
	 
· Schedule staff for digital training  
· Support employees during transition to new systems 
· Monitor performance and technology usage  
· Provide feedback to HR on adoption challenges 
· Reduces resistance through clear communication 

	Talent Acquisition-competitive Uk retail labour market  
	· Digital recruitment platforms and AI screening  
· Strong employer branding  
· Structured interviews and value-based selection 
· Apprenticeship and internal promotion pathways  
	Participate in structured and fair interviews  
Promote Tesco values during recruitment  
Identify internal talent for promotion 
Ensure realistic job previews and clear expectations  

	Talent Retention -High turnover, low motivation, work life imbalance  
	· Flexible working arrangements 
· Transparent reward systems 
· Performance management systems 
· Mentoring and career development programmes 
 
	· Create flexible shift schedules 
· Conduct regular performance  
· Provide mentoring and coaching 
· Recognise and reward good performance  
· Adress toxic behaviours within the teams 
 

	Diversity, Equity and Inclusion(DEI) 
Aligned with Equality Act 2010 
	Inclusive recruitment; anonymised CV, diverse panels 
Diversity and unconscious bias training  
Employee Resources Groups 
DEI metrics and pay equity monitoring  
	Ensure fair allocation of tasks and opportunities 
Encourage inclusive team discussions 
Monitor team diversity and representation 
Address discrimination promptly  
Model inclusive leadership behaviour 

	Organisational change management -technology integration and restructuring 
	Agile HR approaches 
Employee engagement surveys 
Change communication strategies 
Evidence based decision making  
	Communicate purpose and benefits of change 
Gather team feedback 
Reduce anxiety through reassurance and support 
Align team objectives with organisational goals 
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