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1. Introduction
Human Resource Management (HRM) plays a crucial role in ensuring that organisations remain competitive, sustainable, and adaptable in a rapidly evolving business environment. In the United Kingdom, organisations are increasingly challenged by factors such as technological advancement, talent shortages, and the growing importance of Diversity, Equity, and Inclusion (DEI). These factors significantly influence how companies attract, develop, and retain employees while maintaining organisational performance.
This report focuses on Tesco plc, one of the largest retail organisations in the UK, employing over 300,000 people. As a large-scale employer operating in a highly competitive and technology-driven sector, Tesco provides an ideal case for analysing contemporary HR challenges and practices.
The report aims to:
· Explain key HR challenges related to technology, talent management, and DEI 
· Evaluate contemporary HR practices used to address these challenges 
· Critically assess how departmental managers can ensure effective implementation 
The report concludes with practical recommendations to improve HR effectiveness and organisational performance.

2. Key Factors Affecting Human Resource Management
2.1 Meeting Technological Advancement
Technological advancement represents a critical factor influencing Human Resource Management (HRM) within modern organisations such as Tesco. The rapid integration of digital technologies—including automation, artificial intelligence (AI), and data analytics—has significantly transformed operational processes in the retail sector.
One key issue is the growing skills gap. As organisations adopt advanced technologies, employees are required to develop new digital competencies. Many existing employees may lack the necessary technical skills, creating a mismatch between job requirements and workforce capabilities. This necessitates continuous investment in training and development, placing additional pressure on HR departments.
Furthermore, technological change can lead to job displacement and insecurity, particularly in roles affected by automation, such as checkout operations. This may reduce employee morale and engagement, potentially impacting productivity. HR must therefore manage change carefully, ensuring clear communication and support for affected employees.
Another important factor is the need for organisational adaptability. Employees are expected to embrace continuous change, which requires a shift in organisational culture towards innovation and learning. However, resistance to change remains a common challenge, particularly among long-serving employees.
Overall, technological advancement creates both opportunities and challenges. While it enhances efficiency and competitiveness, it also requires strategic workforce planning and proactive HR interventions to ensure employees can adapt effectively.
2.2 Talent Acquisition and Retention
Talent acquisition and retention are ongoing challenges for organisations operating in competitive labour markets. In the UK retail sector, companies such as Tesco face difficulties in attracting and retaining skilled employees due to factors such as high employee turnover, changing workforce expectations, and increased competition.
One major issue is the changing expectations of employees. Modern workers increasingly value flexibility, career progression, and work-life balance over traditional incentives such as job security. As a result, organisations must offer more than just competitive salaries to attract talent.
Additionally, the retail sector is often perceived as offering limited career development opportunities, which can discourage highly skilled candidates. This perception makes it difficult for companies to attract talent, particularly for specialised roles such as digital and managerial positions.
Retention presents further challenges. High turnover rates are often linked to factors such as low job satisfaction, lack of recognition, and limited opportunities for advancement. When employees feel undervalued or see no clear career path, they are more likely to leave the organisation. Moreover, external competition from other sectors—such as technology and logistics—has intensified the demand for skilled workers. This increases the risk of employee attrition, particularly among high performers.
In response, HR departments must adopt strategic approaches to talent management, focusing on employee engagement, development, and retention. Failure to address these issues can result in increased recruitment costs and reduced organisational performance.
2.3 Diversity, Equity and Inclusion (DEI)
Diversity, Equity, and Inclusion (DEI) have become central considerations in contemporary HRM. Organisations are increasingly expected to create workplaces that are diverse, inclusive, and fair, both to meet legal requirements and to enhance organisational performance. One key factor is the importance of workforce diversity. A diverse workforce brings a variety of perspectives, which can improve creativity, innovation, and decision-making. However, achieving diversity requires effective recruitment strategies and a commitment to equal opportunities.
Equity is another critical aspect, focusing on fair treatment and access to opportunities. Issues such as gender pay gaps and unequal promotion opportunities remain significant challenges in many organisations. Addressing these inequalities requires transparent policies and consistent implementation.
Inclusion goes beyond diversity by ensuring that all employees feel valued and respected. A lack of inclusion can lead to disengagement, reduced productivity, and higher turnover rates. Employees who do not feel included are less likely to contribute fully to organisational goals.
Another challenge is the presence of unconscious bias in recruitment and management practices. Bias can influence decision-making, leading to unfair outcomes and limiting diversity within the organisation.Overall, DEI is not only a moral and legal obligation but also a strategic priority. Organisations that fail to address DEI effectively risk reputational damage, reduced employee engagement, and lower overall performance.
3. Evaluation of Contemporary HR Practices
3.1 HR Practices Addressing Technological Advancement
One of the most widely adopted contemporary HR practices to address technological advancement is continuous learning and development, particularly through digital training platforms. Organisations such as Tesco invest in e-learning systems, workshops, and on-the-job training to enhance employees’ digital competencies.
This approach is highly beneficial as it promotes workforce adaptability and reduces the skills gap. Employees who are continuously trained are more likely to accept and effectively use new technologies. However, this practice can be resource-intensive, requiring significant financial investment and time. Additionally, not all employees engage equally with digital learning, limiting its effectiveness.
Another important practice is strategic workforce planning, which involves forecasting future skill requirements and aligning them with organisational goals. This allows HR to prepare for technological changes proactively rather than reactively. While this approach improves long-term planning, its effectiveness is limited by the unpredictable nature of technological change, which can render forecasts inaccurate.
Furthermore, organisations increasingly adopt flexible and remote working models, enabled by digital technologies. This enhances employee satisfaction and productivity, particularly among knowledge workers. However, in sectors such as retail, the applicability of remote work is limited for frontline employees, creating potential inequalities within the workforce.
Overall, while these HR practices support technological adaptation, their success depends on effective implementation and employee engagement.
3.2 HR Practices Addressing Talent Acquisition and Retention
To address talent acquisition challenges, organisations utilise employer branding as a strategic tool. By promoting a positive organisational image—highlighting values such as inclusivity, development opportunities, and employee wellbeing—companies can attract high-quality candidates.This approach is effective in differentiating organisations in competitive labour markets. However, if the employer brand does not reflect the actual employee experience, it can lead to dissatisfaction and increased turnover.
Another key practice is the implementation of career development and progression programmes, including training schemes, mentoring, and leadership development. These initiatives are particularly effective in improving employee retention, as they provide clear pathways for growth.Despite their benefits, such programmes may not always be accessible to all employees, particularly those in lower-level roles, which can create perceptions of inequality.
Performance management systems are also widely used to support retention and productivity. Modern approaches emphasise continuous feedback rather than traditional annual appraisals. This helps improve communication and employee engagement.However, poorly designed systems can become overly bureaucratic and may fail to motivate employees if feedback is not meaningful or constructive.
Additionally, organisations offer reward and recognition strategies, such as financial incentives, bonuses, and employee benefits. These can enhance motivation and job satisfaction. Nevertheless, financial rewards alone are often insufficient to retain employees, as non-financial factors—such as work environment and career development—play a crucial role.
In summary, while contemporary HR practices provide effective tools for attracting and retaining talent, their impact depends on consistency, fairness, and alignment with employee expectations.

3.3 HR Practices Addressing Diversity, Equity and Inclusion (DEI)
Organisations have adopted various HR practices to promote DEI, including diversity training programmes. These aim to raise awareness of unconscious bias and encourage inclusive behaviours among employees and managers. While such training can improve understanding, its long-term effectiveness is often questioned. Some studies suggest that diversity training may have limited impact unless reinforced by organisational culture and leadership commitment.
Another widely used practice is inclusive recruitment, such as blind recruitment processes that remove personal identifiers from applications. This helps reduce bias and promotes fairer hiring decisions.However, this approach addresses only the initial stage of the employee lifecycle and does not guarantee inclusion in the workplace. Without broader organisational changes, diversity gains may not be sustained.
Organisations also implement diversity targets and monitoring systems to track progress. These provide measurable outcomes and increase accountability. Nevertheless, targets can be controversial if perceived as prioritising numbers over merit, potentially leading to resistance among employees.
In addition, employee resource groups (ERGs) and support networks are used to foster inclusion and provide a voice for underrepresented groups. These can significantly improve employee engagement and belonging.Despite these efforts, the effectiveness of DEI practices often depends on leadership commitment and organisational culture. Without genuine support from management, DEI initiatives may become symbolic rather than impactful.
4. Critical Evaluation of the Role of Departmental Managers in Implementing HR Practices
Departmental managers play a pivotal role in translating HR strategies into operational reality. While organisations may design effective HR policies, their success ultimately depends on how consistently and urgently these are implemented at departmental level. However, this process is complex and often constrained by organisational, behavioural, and structural challenges.
Firstly, managers act as key change agents, particularly in the context of technological advancement. They are responsible for communicating organisational changes, supporting employees through transitions, and ensuring adoption of new systems. In theory, this positions managers as central to successful digital transformation. However, in practice, many managers lack the necessary digital competencies or leadership skills to effectively manage such change. This creates a gap between strategic intent and actual implementation. As a result, resistance to change among employees may persist, limiting the effectiveness of technological initiatives.
Secondly, managers are responsible for the consistent application of HR policies, including those related to talent management and DEI. Consistency is essential to ensure fairness and maintain employee trust. However, managerial discretion often leads to variations in how policies are applied across departments. For example, flexible working arrangements or development opportunities may be more accessible in some teams than others. This inconsistency can create perceptions of inequality and reduce employee morale. Therefore, while decentralised decision-making allows flexibility, it also introduces the risk of bias and uneven implementation.
Furthermore, managers play a critical role in employee engagement and retention. Through regular communication, feedback, and recognition, managers influence how employees perceive their value within the organisation. Contemporary HR practices such as continuous performance management rely heavily on managerial capability. However, operational pressures—such as meeting targets and managing workloads—often limit the time managers can dedicate to people management. Consequently, HR practices may be deprioritised, reducing their effectiveness.
Another significant responsibility is the promotion of inclusive workplace behaviours. Managers are expected to actively support DEI initiatives by addressing discrimination, encouraging diverse perspectives, and fostering an inclusive culture. While this expectation is essential, it assumes that managers possess the necessary awareness and skills. In reality, unconscious bias and lack of training can undermine these efforts. Without proper support, managers may unintentionally reinforce existing inequalities rather than challenge them.
To ensure the urgent and effective implementation of HR practices, organisations must adopt a more structured approach to managerial accountability. One key method is the introduction of clear performance metrics linked to HR outcomes, such as employee engagement scores, retention rates, and diversity targets. This ensures that people management is prioritised alongside operational performance. However, an over-reliance on metrics may encourage a “tick-box” approach, where managers focus on meeting targets rather than achieving meaningful outcomes.
Additionally, organisations should invest in management development programmes, focusing on leadership, communication, and DEI competencies. This can enhance managers’ ability to implement HR practices effectively. Nevertheless, training alone is insufficient if not supported by organisational culture and senior leadership commitment.
Regular monitoring and evaluation mechanisms are also essential. HR departments should track the implementation of policies across departments to identify inconsistencies and address gaps. While this improves accountability, it may also increase administrative burden and reduce managerial autonomy.
In conclusion, while departmental managers are central to the successful implementation of HR practices, their effectiveness is influenced by multiple factors, including capability, time constraints, and organisational support. Without addressing these challenges, there is a significant risk that well-designed HR strategies will fail at the implementation stage. Therefore, organisations must balance empowerment with accountability to ensure that HR practices are applied consistently and with urgency.
Conclusion
In conclusion, the analysis demonstrates that technological advancement, talent management, and DEI are critical factors shaping modern HRM practices. While organisations such as Tesco have adopted a range of contemporary HR strategies, their effectiveness is largely dependent on consistent and timely implementation.
Technological change requires continuous upskilling and adaptability, while talent acquisition and retention demand a strong focus on employee engagement and development. Similarly, DEI initiatives must go beyond policy to create genuinely inclusive organisational cultures.
The role of departmental managers is central in bridging the gap between HR strategy and practice. However, challenges such as lack of training, time constraints, and inconsistent application of policies can limit their effectiveness. Therefore, successful HR management depends not only on well-designed strategies but also on strong leadership and accountability at all organisational levels.






















Recommendations
Based on the analysis, the following recommendations are proposed:
1. Enhance Digital Training Programmes
Organisations should invest in continuous learning initiatives to equip employees with the skills required to adapt to technological changes. 
2. Strengthen Career Development Opportunities
Clear progression pathways and accessible development programmes should be implemented to improve employee retention. 
3. Improve Managerial Training and Support
Managers should receive targeted training in leadership, digital transformation, and inclusive practices to improve implementation of HR strategies. 
4. Adopt Continuous Performance Management
Shift from traditional appraisal systems to regular feedback mechanisms to enhance employee engagement and performance. 
5. Increase Accountability for DEI Outcomes
Introduce measurable targets and monitoring systems to ensure progress in diversity and inclusion initiatives. 
6. Promote Consistent HR Policy Implementation
HR departments should regularly review and monitor how policies are applied across departments to ensure fairness and consistency.
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