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2. [bookmark: _Toc228406422]Introduction
In the concurrent dynamic landscape, organizations are faced with the pressure to adapt to technological advancements, attract and retain competent workforce and develop a multifaceted inclusive workplace (Armstrong, 2010). 
This report focuses on Tesco PLC., one of the biggest retailers within the UK market that employs over a thousand people throughout its stores, distribution centers and corporate functions (Tesco, 2026). The report makes a detailed analysis of three major factors that influence the HR practices at Tesco, i.e., technological advancement, talent acquisition and retention and Diversity, Equity and Inclusion. It also analyzes the concurrent HR practices and makes a critical analysis of how departmental managers drive the implementation of these practices.
3. [bookmark: _Toc228406423]Factors influencing Tesco PLC.
Recognized as one of the biggest players within the UK retail industry, Tesco operates within a highly competent and dynamic environment. Therefore, the company needs to optimally align with the technological advancements, talent acquisition and retention challenges and the rapidly increasing importance of Diversity, Equity and Inclusion. 
3.1. [bookmark: _Toc228406424]Meeting Up with Technological Advancement
The advancement in technology has reshaped the retail industry by redefining the experiences of customers, internal operations and the management of workforce. Modern retailers implement digital automation systems like self-service checkouts, e-commerce platforms, automated inventory control and data analytics for the improvement of efficiency and customer satisfaction. Digital technologies are imperative for operational efficiency and competitive advantage within retail industry (Schultz, 2025).
In the context of Tesco, this leads to significant HR issues. Employees need to be able to adjust to new systems confidently which means that HR departments need to emphasize on continuous learning, digital training and competencies development. With irregular competency training, employees might struggle to adapt to new job requirements and/ or might be demotivated. Digital HR transformation is indicative of the fact that technological implementation needs to be supplemented by competency reworking and workforce development to succeed (Garem, 2026). 
Technology might also lead to anxiety amidst employees who feel automation leads to job displacement, specifically in routine retail positions. Although technology might lead to the removal of some functions, it also leads to new role needs and increases demand for higher-level digital literacy (Hötte, et al., 2023). Therefore, Tesco needs to adjust changes carefully through open communication, restructuring of jobs and providing support to staff in between transitions. HR managers need to balance innovation with the overall wellbeing of employees and their long-term employability.
3.2. [bookmark: _Toc228406425]Talent Acquisition and Retention
The attraction and retention of competent workforce is another significant driver for Tesco. Retail businesses are heavily reliant on employees for customer services, teamwork and continuity of its operations. However, the sector often showcases shortage in the supply of labor, competency gaps and higher turnover which makes recruitment much more challenging.
Talent acquisition means the identification and hiring of staff with the right competencies, attitudes and values. Organizations need to offer much more than pay, with opportunities for career progression, adaptability and employer reputation being significant factors in the attraction of applicants (Guerra, et al., 2023).
Retention has an equal significance since high staff turnover leads to increase in recruitment costs, sabotages morale and deteriorates quality of services. Employees are more like to stay where they feel motivated, rewarded and understood. Motivation is driven by recognition, advancement opportunities, training as well as positive leadership. Contemporary digital talent HR systems help to align strengths, engagement and long-term retention of employees when complemented with supportive HR frameworks (Tuttle & Critchlow, 2025).
For Tesco, successful talent management refers to the creation of an attractive brand whilst ensuring workers are motivated, treated fairly, opportunities are provided for growth and job satisfaction is achieved.
3.3. [bookmark: _Toc228406426]Diversity, Equity and Inclusion (DEI)
Diversity, Equity and Inclusion has become the cornerstone of concurrent corporations. Tesco has a multifaceted group of workforces from different backgrounds, age groups, genders, abilities and social experiences. The management of this workforce diversity can help in the improvement of innovation, customer understanding and brand value.
Diversity means the differences in workforce, equity reflects fair and equal opportunity availabilities, while inclusion emphasizes on ensuring that all personnel feel respected and able to contribute equally. Inclusive workplaces often have higher levels of engagement, enhanced collaboration and better decision-making since multifaceted views lead to creativity and problem-solving (Khatoon, et al., 2025).
For Tesco, DEI is relevant as it serves diversified communities within the UK. A workforce that showcases customer demographics can expand service deliveries and boost trust. However, benefits are only reflected if fair systems are implemented. HR needs to ensure equal opportunities in terms of recruitment, training, promotion and reward systems. Fair pay and transparent progression allow the removal of biases and/ or inequality.
4. [bookmark: _Toc228406427]Evaluation of Contemporary HR Practices
4.1. [bookmark: _Toc228406428]Technology-driven HR Practices
One of the most efficient approaches to overcome the issues presented by technological advancement is the implementation of a definitive Learning and Development strategy that focuses on digital upskilling. With relevance to the behaviorist learning theory as identified within the existing training framework of Tesco, HR can develop programmes that utilize positive reinforcement and structured reiteration to develop digital competencies among the workforce (Reimann, 2018). For instance, practice sessions like point-of-scale systems complemented by constructive feedback and progress recognition can improve skill acquisition.
Cognitivist learning theory also provides valuable insights for training related to technology. Instead of teaching employees to use new systems, cognitivist framework inspires learners to understand the working mechanism and purpose of the technology that allow them to readily adapt to any dynamic changes (StructuralLearning, 2026). Tesco could integrate problem-solving scenarios in training programmes like simulation of customer complaints on digital systems which would boost critical thinking and flexibility amidst the employees.
The implementation of e-learning platforms and learning management systems is another practice that aligns with the operational scale of Tesco. These platforms allow HR to provide training content to numerous employees concurrently in real-time, while also enabling tailored learning pathways on the basis of competency and need gaps among the employees. Furthermore, AI-driven analytics can be integrated into these systems to enable HR to track learning progress and uncover areas that might need additional prioritization (CIPD, 2026).
4.2. [bookmark: _Toc228406429]Contemporary Talent Acquisition and Retention Practices
To outperform talent acquisition issues, Tesco might benefit from the adoption of strategic data-driven approach for recruitment. Contemporary HR practice encourages the implementation of workforce analytics in the identification of skill gaps, prediction of future talent needs and development of personalized recruitment practices. By deriving data from internal HR systems and labor market intelligence, Tesco can aim at proactive recruitment efforts instead of reactive which significantly reduces time and cost in relation to ad-hoc hiring (Fisher, et al., 2022). 
Employer branding is another effective contemporary practice that attracts talent. In a competitive landscape, the ability of Tesco to showcase itself as an employer of choice is essential in the attraction of high-quality candidates. This encompasses demonstrating strong presence on networking platforms like LinkedIn with compelling employee value propositions and making existent employees act as brand ambassadors.
In terms of retention, the availability of structured pathways for career development is recognized as one of the most significant practices. Employees are more likely to stay with an organization if they are provided a transparent career advancement opportunity. Tesco’s HR function could improve its learning and development establishment to comprise of mentoring schemes, leadership development training and opportunities for cross-departmental experiences which demonstrates a genuine commitment towards the long-term growth of employees. 
4.3. [bookmark: _Toc228406430]Contemporary DEI Practices
To overcome the challenges of DEI, Tesco needs to consider the implementation of structure inclusion training for its employees with a particular focus on unconscious bias awareness which has known to increase discriminatory behaviors awareness that leads to a psychologically safe workplace environment (CIPD, 2026). However, it is imperative that initiatives like these are not treated as “one-off” events but as an integrated culture of learning and reflection.
The establishment of ERGs, i.e., Employee Resource Groups is a contemporary practice that is effective in the promotion of inclusion. ERGS bring employees together with similar characteristics or interests, for instance, women leadership, LGBTQ+ employees or ethnic minority background employees. This provides a platform for networking, connection and community building. In the context of Tesco, ERGS at both store and corporate levels needs to be supported to push commitment towards inclusion and demonstrate valuable insights into the unique experiences of diverse workforce.
Transparent pay reporting and equity audits demonstrate additional contemporary practices that Tesco can implement in addressing structuring inequalities. Reviewing pay data and promotion rates on a regular basis among different demographic groups will allow the HR function to identify and address inequity patterns prior to their fixed implementation. Transparency at this level improves trust and showcases accountability which is valued by both the internal and external stakeholders.
5. [bookmark: _Toc228406431]Critical Evaluation: The Role of Departmental Managers in Implementing Contemporary HR Practices
While HR practitioners have the primary role to design contemporary HR practices, the critical responsibility for their day-to-day operations is solely dependent on the departmental managers. With the scale of operations like of Tesco, there are countless employees spread across stores and support functions and it is not possible for HR department to observe every instance of practice implementation. Departmental managers serving as the primary point of contact between the organization and its frontline personnel are therefore essential in bridging the HR strategy with the reality of operations. 
In the context of advancement in technology, departmental managers need to create environment that embraces continuous learning and digital flexibility which encompasses the communication of emerging technology prospects to their teams and embracing positive engagement with the digital tools. Managers who demonstrate positive views towards changes and readiness to learn with their teams are more effective at influencing behavioral changes than those who are entirely dependent on directive approaches (CIPD, 2026). Critically, however, managers need to be wary of signs of digital anxiety within their teams and ensure adequate support is provided to employees who face challenges in adaptation.
In the context of talent acquisition and retention, departmental managers have an equally significant role. Although formal recruitment is handled by the HR department, managers have the responsibility to nurture an environment that determines whether competent workforce choose to stay. As per Fisher et al (2021) in his article, the relationship between an employee and their direct manager serves as the strongest predictors of job satisfaction and retention. Managers that are fair, approachable and driven towards the development of their team members create environments in which employees are valued and motivated to stay with the organization. However, there might be tensions between the operational pressures faced departmental managers and the time needed for meaningful people management activities like coaching, mentoring and performance development functions. Within a high-pressure retail environment, managers might deprioritize these activities with inclination towards immediate operational demands.
Within the context of DEI, departmental managers are the primary line of inclusion. Their daily behaviors, perceptions and body language have a significant impact on the psychological aspects of belonging experience by employees among diverse backgrounds. Managers who raise voice against discriminatory comments ensure equitable access towards opportunities and actively seek out diversified views to contribute towards a meaningful inclusive cultural environment. On the contrary, managers who do not address aggressions even at micro level or showcase unconscious biases in decisions related to promotion can hamper the optimum-intentioned DEI strategy of an organization. A critical limitation of being reliant on departmental managers to push DEI is the inconsistency risk. With improper monitoring mechanisms, the quality of inclusive management is different across different functional departments.
This demonstrates that although the departmental managers are the key enables of HR practice implementation, they are not likely to fulfill this role with inadequate preparation, support and structures of accountability. HR practitioners need to work hand in hand with managers, provide them the tools, training, resources and confidence that they require to implement contemporary practices as a matter of urgency within their teams.
6. [bookmark: _Toc228406432]Conclusion and Recommendations
This report has analyzed the three significant HR challenges faced by Tesco PLC, i.e., the need to keep pace with technological advancements, the current difficulty of talent acquisition and retention and the need to formulate a diversified, equitable and inclusive work environment. Based on academic theory and contemporary HR practices, the report has showcased that these issues are aligned to one another and requires coordination and strategic response from both HR practitioners and departmental managers.
The recommendations offered to HR leadership for Tesco:
· Make investment in a structured digital upskilling programme for the diverse workforce along with the implementation of behaviorist and cognitivist learning frameworks.
· Formulate a management development programme that develops digital competence and people management skills amidst departmental managers that allows them to support HR practices optimally.
· Enhance the employer brand via targeted employee value proposition and development of transparent career opportunities to drive talent attraction and retention.
· Establishment of Employee Resource Groups at both the store and corporate levels for supporting DEI initiatives and providing structured channels that allow diversified employees to contribute towards decisions.
· Establishment of DEI-based metrics to measure performance appraisals along with feedback mechanisms to allow consistent and accountable implementation of inclusive practices within the organization.
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