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HUMAN RESOURCES (HR) REPORT: TESCO PLC 

 

1. Introduction  
Human Resource Management (HRM) plays a critical role in ensuring organisational 

success, particularly in large multinational corporations such as Tesco. As one of the UK’s 

leading retailers, Tesco operates in a highly competitive, fast-paced, and technology-driven 

environment. This creates increasing pressure on HR departments to adapt and respond 

effectively to emerging challenges. Among the most pressing issues faced by HR 

professionals today are keeping pace with technological advancements, attracting and 

retaining talent, and fostering Diversity, Equity, and Inclusion (DEI) within the workforce. 

The retail industry has undergone significant transformation due to digitalisation, automation, 

and data-driven decision-making. Tesco has invested heavily in online shopping platforms, 

self-checkout systems, and supply chain technologies. These changes require employees to 

continuously update their skills, making workforce adaptability a key priority. At the same 

time, the labour market has become more competitive, with organisations striving to attract 

skilled workers while also retaining experienced employees. High turnover rates in retail 

further intensify this challenge. 

Additionally, DEI has become a strategic priority for organisations. Tesco, with its diverse 

workforce and customer base, must ensure inclusivity and fairness in its policies and 

practices. Failure to do so can lead to reputational damage and reduced employee 

engagement. 

 

This report examines the key factors influencing these three HR challenges, evaluates 

contemporary HR practices that address them, and critically assesses how departmental 

managers can ensure their effective and urgent implementation. The report concludes with 

recommendations aimed at strengthening HR strategies within Tesco. 

 

2. Factors Affecting HR Challenges  
2.1 Technological Advancement 

Technological advancement is a major factor influencing HR practices at Tesco. The 

integration of automation, artificial intelligence (AI), and digital platforms has transformed 



operations. For example, Tesco’s online grocery services and automated warehouses 

require employees to possess digital literacy and technical skills. 

One key factor is the skills gap. Many employees, particularly those in traditional retail 

roles, may lack the necessary technological competencies. This creates a need for 

continuous training and development. Additionally, the rapid pace of technological change 

means that skills can quickly become outdated, requiring ongoing reskilling. 

Another factor is job displacement concerns. Automation may replace certain roles, 

leading to employee anxiety and resistance to change. HR must manage this transition 

carefully to maintain morale and productivity. 

Finally, data-driven decision-making is becoming central to HR. Tesco uses HR analytics 

to track performance, engagement, and workforce trends. This requires HR professionals to 

develop analytical capabilities and adapt to new systems. 

 

2.2 Talent Acquisition and Retention 

Talent acquisition and retention remain critical challenges for Tesco. The retail industry is 

characterised by high employee turnover, making it essential for organisations to develop 

effective strategies to attract and retain talent. 

One key factor is intense labour market competition. Tesco competes not only with other 

retailers but also with organisations in different sectors for skilled employees. This makes it 

difficult to attract high-quality candidates, particularly for specialised roles. 

Another factor is changing employee expectations. Modern employees prioritise flexibility, 

career progression, and work-life balance. Organisations that fail to meet these expectations 

risk losing employees to competitors. 

Economic factors, such as the rising cost of living, also play a significant role. Employees 

may seek higher-paying roles to cope with financial pressures, increasing turnover rates 

within the organisation. 

In addition, organisational culture and leadership significantly influence employee 

retention. A positive work environment, supportive management, and opportunities for 

growth encourage employees to remain with the organisation. 

Finally, employee engagement is crucial. Employees who feel valued and recognised are 

more likely to be committed to the organisation. Lack of engagement can lead to 

dissatisfaction and increased turnover. 



 

 

2.3 Diversity, Equity, and Inclusion (DEI) 

DEI is a critical factor in building a sustainable workforce at Tesco. The company serves a 

diverse customer base, making workforce diversity essential for understanding customer 

needs. 

One factor is legal and regulatory requirements, such as the Equality Act 2010, which 

mandates fair treatment in employment. Non-compliance can lead to legal consequences. 

Another factor is unconscious bias in recruitment and promotion processes, which can limit 

diversity and hinder equal opportunities. 

Additionally, employee engagement and belonging are crucial. Employees who feel 

included and valued are more productive and committed to the organisation. 

Finally, reputation and brand image are influenced by DEI practices. Organisations that 

promote inclusivity are more attractive to both employees and customers. 

 

 

3. Evaluation of Contemporary HR Practices  
3.1 Addressing Technological Advancement 

Tesco can implement continuous learning and development programmes to address 

technological changes. E-learning platforms and digital training enable employees to 

develop new skills efficiently. 

Another practice is reskilling and upskilling initiatives, which help employees transition 

into new roles as technology evolves. This reduces job displacement concerns and supports 

workforce adaptability. 

Additionally, HR analytics can be used to identify skill gaps and predict future workforce 

needs. This allows HR to take a proactive approach. 

However, these practices require significant investment and may face resistance from 

employees who are reluctant to adapt. 

 



3.2 Improving Talent Acquisition and Retention 

Tesco can adopt employer branding strategies to attract talent. Promoting a strong 

organisational culture and career opportunities enhances its appeal to potential employees. 

Flexible working arrangements, such as hybrid work and flexible shifts, can improve 

employee satisfaction and retention. 

Another effective practice is performance management and reward systems, including 

bonuses and recognition programmes, which motivate employees and reduce turnover. 

Furthermore, career development programmes provide employees with clear progression 

pathways, increasing loyalty. 

Despite their benefits, these practices can be costly and require consistent implementation 

to be effective. 

 

3.3 Enhancing DEI 

To promote DEI, Tesco can implement inclusive recruitment practices, such as blind 

recruitment and diverse hiring panels, to reduce bias. 

Diversity training programmes can raise awareness of unconscious bias and promote 

inclusive behaviours among employees. 

Additionally, employee resource groups (ERGs) provide support networks for 

underrepresented groups, enhancing inclusion. 

Tesco can also establish clear DEI policies and metrics to track progress and ensure 

accountability. 

While these practices are beneficial, they require strong leadership commitment and may 

face challenges in changing organisational culture. 

 

4. Critical Evaluation of Managerial Implementation  
 

Departmental managers play a pivotal role in ensuring that contemporary HR practices are 

implemented effectively and with urgency within Tesco. While HR departments may design 

policies and frameworks, it is ultimately managers who translate these strategies into 

everyday workplace practices. Their ability to lead, communicate, and enforce HR initiatives 

directly determines their success or failure. 



 

Firstly, managers must demonstrate visible commitment and accountability. According to 

Armstrong (2020), leadership behaviour significantly influences employee attitudes towards 

organisational change. When managers actively support initiatives such as digital training, 

flexible working, and DEI policies, employees are more likely to engage positively. 

Conversely, a lack of managerial commitment can lead to resistance, reduced morale, and 

ineffective implementation. 

 

Secondly, effective communication is essential in ensuring successful adoption of HR 

practices. Managers must clearly articulate the purpose, benefits, and expectations 

associated with new initiatives. For example, when introducing new technologies, employees 

may feel uncertain or threatened. Clear communication can reduce anxiety and encourage 

acceptance (CIPD, 2023). Moreover, two-way communication channels, such as feedback 

sessions and team meetings, allow employees to voice concerns, improving engagement 

and trust. 

 

Another critical responsibility is monitoring and performance management. Managers must 

regularly assess whether HR practices are being applied consistently and effectively. This 

can be achieved through performance appraisals, key performance indicators (KPIs), and 

employee feedback mechanisms. Torrington et al. (2020) emphasise that continuous 

evaluation ensures alignment between HR practices and organisational objectives. Without 

proper monitoring, even well-designed HR strategies may fail to deliver desired outcomes. 

 

However, several challenges can hinder effective implementation. One major issue is the 

lack of managerial capability. Not all managers possess the necessary skills to implement 

complex HR initiatives, particularly in areas such as DEI or digital transformation. This skills 

gap can result in inconsistent application of policies and reduced effectiveness. To address 

this, Tesco must invest in leadership development programmes, equipping managers with 

the knowledge and competencies required to manage change effectively. 

 

Additionally, time constraints and workload pressures present significant barriers. In a fast-

paced retail environment, managers often prioritise operational tasks over HR 

responsibilities. As a result, initiatives such as employee development or engagement 



programmes may be overlooked. According to the CIPD (2023), organisations must ensure 

that managers are adequately supported through resource allocation and realistic workload 

expectations. 

 

Furthermore, organisational culture and alignment play a crucial role. Managers must ensure 

that HR practices align with Tesco’s broader strategic objectives, such as enhancing 

customer experience and operational efficiency. Storey (2014) argues that strategic 

alignment is essential for achieving long-term organisational success. If managers fail to 

connect HR initiatives with business goals, employees may perceive them as irrelevant or 

unnecessary. 

 

Finally, managers must promote a culture of inclusivity and fairness. This is particularly 

important in implementing DEI initiatives. Managers should lead by example, demonstrating 

inclusive behaviours and addressing any instances of discrimination or bias. This not only 

supports compliance with legal requirements but also fosters a positive and productive work 

environment. 

 

In conclusion, while departmental managers are central to the implementation of HR 

practices, their effectiveness depends on strong leadership, clear communication, 

continuous monitoring, and organisational support. Without these elements, even the most 

well-designed HR strategies may fail to achieve their intended outcomes. 

 

 

Conclusion and Recommendations  
 

Conclusion 

This report has critically examined the key Human Resource Management challenges faced 

by Tesco, focusing on technological advancement, talent acquisition and retention, and 

Diversity, Equity, and Inclusion (DEI). These challenges are not isolated but are 

interconnected, collectively shaping the organisation’s ability to remain competitive within the 

dynamic UK retail sector. 



 

Technological advancement continues to transform Tesco’s operations, requiring a workforce 

that is adaptable, digitally skilled, and open to continuous learning. At the same time, the 

increasingly competitive labour market and evolving employee expectations have intensified 

the challenge of attracting and retaining talent. Employees now seek not only financial 

rewards but also meaningful work, flexibility, and opportunities for development. 

Furthermore, DEI has become a strategic priority, influencing employee engagement, 

organisational culture, and corporate reputation. 

 

The evaluation of contemporary HR practices demonstrates that while Tesco has access to 

effective tools such as digital training, flexible working arrangements, and inclusive 

recruitment strategies, the success of these initiatives largely depends on consistent 

implementation and strong managerial support. Departmental managers play a crucial role in 

translating HR strategies into practice, and their ability to lead, communicate, and monitor 

progress is essential. 

 

Overall, it is evident that HR at Tesco must continue to evolve from a traditional 

administrative function into a strategic partner that drives organisational performance, 

innovation, and long-term sustainability. 

Recommendations 

Based on the findings of this report, several recommendations are proposed to enhance HR 

effectiveness within Tesco: 

1. Strengthen Digital Capability Development: Tesco should expand its investment in 

continuous learning platforms, focusing on digital and technological skills to ensure 

employees remain adaptable in a rapidly changing environment.  

2. Enhance Employee Value Proposition (EVP): The organisation should refine its 

employer branding by emphasising career development opportunities, flexible 

working arrangements, and a supportive workplace culture to attract and retain 

talent.  

3. Implement Measurable DEI Targets: Tesco should establish clear diversity and 

inclusion metrics, regularly monitor progress, and hold managers accountable for 

achieving these objectives.  

4. Develop Leadership and Managerial Skills: Targeted leadership development 

programmes should be introduced to equip managers with the skills required to 

effectively implement HR initiatives and manage organisational change.  



5. Utilise Data-Driven HR Practices: Tesco should further leverage HR analytics to 

monitor employee engagement, performance, and retention trends, enabling more 

informed and proactive decision-making.  

6. Improve Employee Engagement Mechanisms: Regular feedback systems, such 

as surveys and focus groups, should be implemented to better understand employee 

needs and enhance overall job satisfaction.  
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