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INTRODUCTION: 
Tesco is one of the largest retail organisations in the United Kingdom, operating across a wide network of stores, distribution centres, and online platforms. As the retail industry continues to evolve rapidly, Tesco faces significant human resource challenges driven by technological advancements, increasing competition for talent, and growing expectations around diversity, equity, and inclusion (DEI). These challenges have a direct impact on organisational performance, employee engagement, and long-term sustainability. Effective human resource management is therefore essential to ensure that the organisation remains competitive and adaptable. This report explores these key factors, evaluates contemporary HR practices implemented to address them, and critically assesses the role of managers in ensuring their effective and timely implementation.


FACTORS AFFECTING HR AT TESCO:
1.Technological Advancement
Technological advancement has significantly transformed the workforce of Tesco, particularly through the adoption of digital retail systems and automation. The introduction of self-service checkouts and online shopping platforms has reduced the reliance on traditional cashier roles while increasing demand for employees with digital and technical skills. As Tesco continues to expand its e-commerce operations, staff are required to adapt to new systems such as inventory management software, data analytics tools, and online order processing. This shift has created a skills gap, where some employees may lack the necessary digital competencies to perform effectively. Additionally, rapid technological change can lead to job insecurity and resistance among workers who fear redundancy. Training and upskilling have therefore become essential to ensure employees remain productive and engaged. While technology improves efficiency and customer experience, it also places pressure on the workforce to continuously adapt, making human resource management more complex in balancing operational efficiency with employee wellbeing. In the long term, the success of these technological initiatives depends on continuous employee engagement and the organisation’s ability to adapt training to different skill levels. Without this, there is a risk that some employees may be left behind, leading to decreased productivity and increased resistance to change.

2.Talent Acquisition & Retention 
Attracting and retaining employees is a significant challenge for Tesco due to the highly competitive nature of the UK retail sector. Companies such as Aldi, Lidl, and Amazon offer competitive wages and benefits, increasing pressure on Tesco to remain an attractive employer. The retail industry is also characterised by high employee turnover, often driven by low pay, limited career progression, and demanding working conditions. As a result, Tesco must continuously recruit new staff while also finding ways to retain existing employees. Additionally, changing workforce expectations, such as the demand for flexible working hours and improved work-life balance, further complicate talent management. Tesco has introduced initiatives such as training programmes and internal career development opportunities; however, maintaining employee engagement remains challenging. Failure to effectively retain staff can lead to increased recruitment costs, reduced productivity, and lower service quality. Therefore, talent acquisition and retention remain critical issues that directly impact Tesco’s overall organisational performance and long-term sustainability. This highlights the need for Tesco to adopt a more comprehensive approach to retention that addresses both financial and non-financial factors influencing employee satisfaction. Without such improvements, the organisation may continue to face challenges in maintaining a stable and experienced workforce.

3.Diversity,Equity,and Inclusion
Diversity, equity, and inclusion (DEI) are key considerations for Tesco, given its large and diverse workforce operating across different regions of the United Kingdom. As a major employer, Tesco must ensure equal opportunities for all employees regardless of gender, ethnicity, age, or background, while also complying with UK equality legislation. One ongoing challenge is addressing issues such as the gender pay gap and ensuring fair representation of minority groups, particularly in leadership positions. Although Tesco has made efforts to promote an inclusive workplace culture, achieving genuine inclusion can be difficult in practice, especially across a wide network of stores with varying management styles. Additionally, unconscious bias and lack of awareness among staff may hinder progress towards equality. Promoting DEI is not only a legal and ethical responsibility but also essential for improving employee engagement, innovation, and organisational reputation. However, ensuring consistent implementation of inclusive practices remains a challenge, making DEI a critical area of focus for human resource management within Tesco. Furthermore, without clear performance indicators and accountability, it can be difficult to measure the true impact of these initiatives. This may result in slow progress and limit the organisation’s ability to achieve meaningful and lasting change in workforce diversity.


EVALUATION OF HR PRACTICES AT TESCO:
The contemporary human resource practices adopted by Tesco play a crucial role in addressing the challenges arising from technological advancement, talent management, and diversity, equity, and inclusion (DEI). In response to rapid technological change, Tesco has implemented digital training programmes, e-learning platforms, and continuous professional development initiatives to enhance employee skills. These practices are aligned with the need to develop a digitally competent workforce capable of operating advanced retail technologies such as self-service systems and online platforms. The use of Human Resource Information Systems (HRIS) further supports efficient workforce planning and performance monitoring. While these practices are effective in improving productivity and adaptability, their success is dependent on employee engagement and organisational investment. High implementation costs and varying levels of digital literacy among employees may limit their overall impact, suggesting that ongoing support and tailored training approaches are necessary.
To address talent acquisition and retention challenges, Tesco has adopted a range of contemporary HR practices focused on enhancing employee experience and organisational attractiveness. Flexible working arrangements, employee benefits, and structured career development programmes are designed to improve job satisfaction and reduce turnover. In particular, internal promotion pathways and apprenticeship schemes provide employees with clear progression opportunities, which can strengthen organisational commitment. These practices reflect a strategic approach to talent management by aligning employee goals with organisational objectives. However, despite these efforts, the effectiveness of such practices is constrained by external factors, including strong competition within the retail sector and the perception of retail jobs as low-paid and demanding. As a result, while these HR strategies contribute positively to employee engagement, they may not fully eliminate high turnover rates, indicating a need for more competitive reward systems and improved working conditions.
In relation to diversity, equity, and inclusion, Tesco has introduced policies and initiatives aimed at fostering an inclusive workplace culture. These include diversity training, equal opportunity policies, and targeted actions to address issues such as the gender pay gap. Such practices are essential in promoting fairness, enhancing employee wellbeing, and ensuring compliance with UK equality legislation. Furthermore, a diverse workforce can improve organisational performance by bringing a variety of perspectives and ideas. However, the effectiveness of DEI practices largely depends on their consistent application across the organisation. There is a risk that these initiatives may become superficial if not supported by strong leadership and accountability mechanisms. Additionally, achieving meaningful progress in areas such as leadership diversity requires long-term commitment and measurable targets, which can be challenging to implement in practice.
Overall, the contemporary HR practices employed by Tesco demonstrate a proactive approach to addressing key workforce challenges. While these practices provide significant benefits in terms of skill development, employee engagement, and inclusivity,
their effectiveness is influenced by both internal and external factors. Therefore, continuous evaluation, investment, and managerial support are essential to ensure that these practices deliver sustainable outcomes and effectively respond to the evolving demands of the retail environment.


CRITICAL EVALUATION:
Departmental managers play a pivotal role in ensuring that contemporary human resource practices are implemented effectively and with urgency within Tesco. While HR policies are typically designed at a strategic level, their success ultimately depends on how quickly and consistently they are executed at departmental and store levels. One of the primary ways managers can ensure implementation is through effective leadership and role modelling. By actively supporting initiatives such as digital training, flexible working, and diversity programmes, managers can influence employee attitudes and encourage engagement. For instance, in response to technological change, managers must prioritise staff participation in training and create an environment where learning is valued. However, if managers themselves lack digital competence or fail to demonstrate commitment, employees may resist these initiatives, reducing their effectiveness.
Another critical factor is performance monitoring and accountability. Managers are responsible for tracking key performance indicators (KPIs) such as employee turnover, training completion rates, and diversity targets. Regular monitoring enables managers to identify gaps in implementation and take corrective action promptly. For example, if training uptake is low, managers can intervene by reallocating time or providing additional support. Nevertheless, the effectiveness of this approach may be limited by operational pressures, as managers in retail environments often prioritise immediate business needs over long-term HR objectives. This can result in inconsistent application of HR practices across different departments.
Communication is also essential in ensuring that HR practices are implemented as a matter of urgency. Managers must clearly explain the purpose and benefits of initiatives to employees, particularly when introducing changes related to technology or workplace culture. Transparent communication can reduce uncertainty and resistance, thereby accelerating adoption. However, ineffective communication or lack of clarity may lead to misunderstanding and disengagement, undermining the intended outcomes of HR strategies.
Furthermore, training and development of managers themselves is crucial. To effectively implement contemporary HR practices, managers must possess the necessary skills in leadership, people management, and diversity awareness. Without adequate training, managers may struggle to enforce policies consistently or address complex issues such as inclusion and employee wellbeing. This highlights the importance of investing in managerial development programmes to ensure alignment with organisational goals.
Despite these strategies, several challenges may hinder urgent implementation. Variations in leadership style, resource
constraints, and differing levels of commitment across departments can create inconsistencies. Additionally, resistance to change among both managers and employees may slow down the adoption of new practices. Therefore, while departmental managers are central to the successful implementation of HR initiatives, their effectiveness depends on organisational support, clear accountability frameworks, and continuous evaluation.
In practice, departmental and store managers may face conflicting priorities that affect the urgency of HR implementation. For example, a strong focus on achieving sales targets and operational efficiency may lead managers to deprioritise training, employee development, or diversity initiatives. This tension between short-term performance goals and long-term HR strategies can reduce the effectiveness of organisational policies. Additionally, differences in managerial capability and leadership style across stores may result in inconsistent application of HR practices, making it difficult for Tesco to achieve standardised outcomes across its operations.
In conclusion, ensuring the timely implementation of contemporary HR practices at Tesco requires proactive leadership, effective communication, and robust monitoring by departmental managers. However, without adequate training, resources, and organisational alignment, even well-designed HR strategies may fail to achieve their intended impact.

CONCLUSION:
In conclusion, Tesco faces significant human resource challenges driven by technological advancement, talent acquisition and retention, and the need to promote diversity, equity, and inclusion. While the organisation has implemented a range of contemporary HR practices to address these issues, their effectiveness varies depending on factors such as cost, employee engagement, and consistency of implementation. Furthermore, the role of departmental managers is critical in ensuring that these practices are applied effectively and with urgency. Overall, continuous evaluation and strong managerial support are essential for sustaining organisational performance and achieving long-term success.


RECOMMENDATIONS:
To improve the effectiveness of its HR practices, Tesco should invest further in continuous training and development to ensure employees can adapt to technological changes. The organisation should also enhance its reward systems and working conditions to better attract and retain talent in a competitive retail environment. Additionally, stronger accountability measures should be introduced for managers to ensure consistent implementation of HR policies across all stores. Finally, Tesco should establish clear and measurable diversity targets, supported by regular monitoring, to ensure that DEI initiatives lead to meaningful and sustainable outcomes.


REFERENCE LIST:
Tesco (2023) Annual Report and Financial Statements 2023. Available at https://www.tescoplc.com/ .
CIPD (2023) People management and development. Available at https://www.cipd.org/uk.
Armstrong, M. (2020) Armstrong’s Handbook of Human Resources Management Practice 15th edn. London: Kogan Page
Bratton, J. And Gold, J. (2017) Human Resource Management: Theory and Practice. 6th edn. London: Palgrave.
Torrington, D.,Hall, L. And Taylor, S. (2020) Human Resource Management. 11th edn. Harlow: Pearson.







