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1. [bookmark: _Toc222485874]Introduction 
The forerunners of the current UK organisations are facing more challenges in human resource (HR) due to the rapid technological discontinuity, competitive labour forces, and the increasing demands on diversity and inclusion. The speeding up of the digital transformation, demographic workforce changes, and tightening of the regulatory requirements have greatly changed the strategic role of HR. Tesco plc is the large retailer in the United Kingdom with more than 300,000 colleagues and millions of customers per week, which proves its significant level of operation volume and workforce diversity (Tesco, 2025).
The report evaluates three essential HR determinants that impact Tesco, including meeting technological progress, talent acquisition and retention, and Diversity, Equity and Inclusion (DEI). It analyzes the modern HR practices that are responding to these aspects and critically examines how the departmental managers can make sure there is urgent and effective implementation. The report will end with a set of recommendations on how to increase strategic HR capability in the dynamic Tesco retail environment.
2. [bookmark: _Toc222485875]Explanation of Key HR Factors 
2.1 [bookmark: _Toc222485876]Meeting Technological Advancement 
The UK retail industry is experiencing a fast-paced digital revolution that is fuelled by artificial intelligence, automation, robotics, and advanced analytics. The World Economic Forum points out that there is a technological change in the way jobs are performed around the world, and 44% of the core skills of workers are likely to change in five years (World Economic Forum, 2025).
Automation of warehouses, AI-powered demand forecasting, and digital checkout are redefining the needs of the workforce in the retail sector. According to McKinsey, up to 30 percent of the existing work activities in established economies can now be automated, and it is necessary to reskill on scale (McKinsey Global Institute, 2024).
This forms a digital skills divide, especially in data analytics and cybersecurity. The Department of Digital, Culture, Media and Sport of the UK discovered that 72 percent of business in the UK report shortages in digital skills (HRD Connect, 2024).
It is also a response to organisational change through restructuring and redesign of jobs as a result of the technological advancement, which tends to cause employee resistance owing to the fear of disappearance. According to Kotter, the theory of organizational change, it is necessary to have a sense of urgency, a clear vision, and well-supported management in order to be successful at change (Ramasamy, 2017).
Thus, strategic workforce planning, ongoing reskilling and change management are the areas that HR should pay attention to, so that the Tesco workforce would keep up with the technological change.
2.2 [bookmark: _Toc222485877]Talent Acquisition and Retention 
The retailing and logistics industry in the UK is still facing labour shortages. According to British Retail Consortium, one of the critical operational challenges facing the retailers is the shortage of workforce (BRC, 2025).
Retail has a history of high turnover of employee’s especially front line positions. The CIPD data indicates that the rate of voluntary resignation is still high in the UK sectors (CIPD, 2025).
Recruitment pressure is further exerted by competition over the digital talent. According to Deloitte, competitive remuneration and flexibility in the workplace are some of the limiting factors that organisations face in their quest to attract and retain technology qualified workers.
The two factors theory of Herzberg implies that pay is not the sole factor that leads to retention; recognition, growth and achievement play a great role in motivation.
Also, younger generations are more concerned with work-life balance and flexible models of work. According to the Workforce Survey provided by PwC, flexibility has become a determiner of the employment choice (PWC, 2024).
In the case of Tesco, they need to attract and retain talent with the help of effective employer branding, competitive reward systems, career advancement, and effective employee engagement strategies.
2.3 [bookmark: _Toc222485878]Diversity, Equity and Inclusion (DEI) 
The UK is based on the Equality Act 2010 to guarantee there is no discrimination of individuals in the workplace. The legislation on Equality Act 2010 ensures that individuals do not face discrimination in the workplace and in the rest of the society (GOV.UK, 2013). The large employers are obliged under law to make gender pay gap information available, which makes them more transparent and accountable.
According to the research carried out by McKinsey, organisations that employ diverse executive teams have a 25% higher chance of performing financially (Psico-smart Editorial Team, 2025). Nevertheless, inclusion may be missing resulting in tokenism. To improve the care of the patients, Ito et al., (2022) concept of psychological safety in a healthcare situation and to present the first theoretical framework of enhancing interpersonal relations in a workplace.
Lack of effective management of DEI can tarnish the organisational image. Harvard Business Review states that the sense of inequity has a severe negative impact on the credibility of employer brands.Thus, Tesco needs to go further in compliance with inclusive culture-building, diverse leadership representation, and quantifiable DEI results.
3. [bookmark: _Toc222485879]Evaluation of Contemporary HR Practices 
3.1 [bookmark: _Toc222485880]HR Practices for Technological Advancement 
Strategic Workforce Planning (SWP) is a practice that helps organisations to make predictions on the future skills demand and match the supply of talent. CIPD states that SWP improves organisational agility and resilience Continuous Learning and Development (L&D) plays a vital role in the digital transformation. According to LinkedIn Learning, organisations with the culture of learning record improved retention and performance.
HR analytics that utilise AI is an enhancement to decision-making because it helps forecast attrition and pinpoint areas of skill deficiency. According to Gartner, predictive HR analytics enhances the productivity of the workforce but costs a lot of data governance (Gartner, 2025).
Agile HR models facilitate quick adaptation, but the cost of implementation and technological infrastructure may be high. Budget constraint, data privacy and cultural resistance are some of the issues in implementation.
On the whole, although digital HR practices contribute to improved performance and an efficient way of running an organization, their effectiveness relies on the commitment of the leaders and well-organized change management schemes.
3.2 [bookmark: _Toc222485881]HR Practices for Talent Acquisition and Retention 
Branding by the employer enhances the attractiveness of the organisation. Backhaus and Tikoo (2004) emphasize that employer brands that are strong have a positive effect on the quality and retention of the applicants. There is the concept of employer branding (EB), which has turned into a potent instrument that organizations can use to recruit workers (Hein et al., 2024).
E-recruitment and AI screening systems are faster hiring methods, but they are prone to algorithm bias when not monitored. According to Acas, automated recruitment should maintain a fairness and equality level.Total reward strategies are a mix of pay, benefits and recognition programmes to achieve better engagement. WorldatWork underlines that the integrated reward systems facilitate the long-term retention.
According to psychological contract theory, commitment decreases and turnover increases the expectations that are not met. Another way that flexible job arrangements enhance job satisfaction is through the generation of operational schedule complexities in retail. That is why HR has to strike the balance between flexibility and efficiency of the service.
3.3 [bookmark: _Toc222485882]HR Practices for DEI 
Unconscious bias can be minimized through blind recruitment that eliminates identifying information in the shortlisting process. The Behavioural Insights Team discovered that when the anonymity of the applications was upheld, the chances of minority candidates being successful went up. Human resource management is a significant undertaking that determines the performance of the organization through recruitment (Vivek, 2022). 
Diverse teams are enhanced through inclusive leadership training, which enhances managerial competency. Catalyst, the nonprofit aimed at creating workplaces that work for women around the world, proves that the leaders of the company that empathize assist in employee engagement and innovativeness, as well as eliminate the intention to resign and burnout (Catalyst, 2021). Pay equity audits determine unfair disparities in pay and strengthen equity. The Chartered Management Institute enhances methodical pay audits in order to correct gender inequalities.
ERGs serve as a way to foster membership but will become symbolic without executive leadership backing. Inclusion beyond representation takes measuring employee surveys and behavioural measures.
Although organisational reputation and performance are enhanced by DEI efforts, accountability procedures and regular cultural reinforcement are the key to sustainability.
4. [bookmark: _Toc222485883]Critical Evaluation of Departmental Managers’ Role in Urgent Implementation 
Departmental managers are significant in the conversion of HR strategy into operational practice. KPIs that are performance-based can be used to enhance leadership accountability and make managers accountable in terms of diversity outcomes, engagement rates, and training success.
Kotter change model focuses on the establishment of urgency, the establishment of coalitions and entrenchment of change into the organisational culture and this needs to be functionalised by the managers at departmental levels. Carreno, (2024) seeks to critically analyse the 8-step leadership model of change put forward by John P. Kotter in relation to the contemporary transformation of organisations.
Good communication techniques minimise the opposition of technological and cultural shifts. Employees should be involved in decision-making by the managers in order to increase ownership and minimize uncertainty.
HR analytics dashboards enable tracking of the real-time workforce data, such as the attrition trends and diversity metrics. Frequent review meetings are also accountable and constantly improving.
To incorporate HR into line management, there has to be systematic training on employment law, inclusive leadership and performance management. The systems of coaching and mentoring contribute to the systems of capability development.
Nevertheless, obstacles are also important. Urgent implementation may be hampered by resistance to change, limited departmental budgets, inertia of middle-management, and time pressures of environmentally fast-paced retail environments.
The managers should therefore exhibit adaptive leadership, give HR initiatives priority under the constraint of operations and should align the departmental goals with the overall strategic goals of Tesco. HR policies cannot be superficially adopted without commitment on the part of the managers.
5. [bookmark: _Toc222485884]Conclusion and Recommendations 
5.1 [bookmark: _Toc222485885]Conclusion 
As this report shows, technological progress, issues with talent acquisition, and the pressure of DEI have a strong influence on the HR strategy at Tesco. Digital transformation necessitates life-long workforce reskilling and change management. The ability to retain talents is reliant on the integrated reward systems, employer branding, and fulfilment of psychological contracts. DEI is a performance driver and a legal requirement. Finally, the strategic HR integration increases organisational resilience and competitive advantage in the changing UK retailing industry.
5.2 [bookmark: _Toc222485886]Recommendations
Invest in digital learning and reskilling platforms to facilitate technology change and readiness to future workforce.
· Enhance employer branding and create proper career movements and development to improve attraction and retention of talents.
· Incorporate the quantifiable DEI goals on a departmental level, with frequent audits of pay and leadership development initiatives including everyone.
· Enforce performance-based KPIs on departmental managers and adopt integrated HR analytics systems to monitor the workforce based on the data.
[bookmark: _Toc222485887]
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