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[bookmark: _Toc221663238]1.Introduction
Tesco PLC is the United Kingdom's biggest retailer of foodstuffs, that has an extensive network of stores and a vast, diverse workforce (Tesco PLC, 2025). Its capacity to provide consistent service will depend on the manner in which it handles people within the landscape of the fast technological environment, labour market stress, and increasing demands regarding fairness. The three related human resource issues at Tesco are the focal point of this report. They are technological development, recruitment and retention, and diversity, equity, and inclusion. It explores opposing points of view in the literature, analyses the existing strategies at Tesco, and thinks about how the departmental managers could apply better practices in a more urgent and realistic way.
[image: Tesco PLC - EVE List]
Figure 1:Tesco PLC (EVE LIST, 2020)



[bookmark: _Toc221663239]2. Key HR challenges at Tesco
[bookmark: _Toc221663240]2.1 Technological advancement and conflicting perspectives
Technology has transformed the HR functional operations, including data-based recruitment to e-learning and internet-based performance management (Charlwood and Guenole, 2022). Tesco has introduced self-service, Scan and Go checkouts, online grocery stores, and centralised scheduling, which have necessitated staff to learn new systems of working. The literature on the digital transformation emphasizes increased efficiency, but also notes that such change may create job insecurity and skill gaps, especially in the lower-paid positions (Bhasin , 2019). Other writers suggest that high-tech technologies are more friendly to the strategic HR development, as they allow specific training and analytics. Others are cautious that technology can primarily be used to reduce costs, where there is little investment in actual upskilling and employee voice. This stress is observable at Tesco, where automation can minimize repetitive duties, yet will also reduce roles or enhance surveillance. HR has to manage both technical and emotional effects of change thus hard to manage in a big retail operation.
[bookmark: _Toc221663241]2.2 Talent acquisition, retention, and employee value proposition
Retaining and attracting workers in retail is challenging because of antisocial hours, physically strenuous work, and comparatively low wages (Hassan, 2022). Studies have indicated that fair pay, development prospects, and supportive supervision are some of the HR practices that can enhance retention under such conditions. But the employee value proposition is a concept under debate. It is regarded by some authors as a true effort to describe a mutual transaction, and it is viewed by others as more of a tool of branding that is not necessarily realistic. Tesco fosters career, benefits, and alternatives, but external surveys continue to indicate worries about workload and stress in supermarkets. This implies a disjunction between a promise and an experience. The problem with HR is not to develop appealing policies, but to ensure that line managers exercise them throughout, particularly in high-pressure store settings where short-term performance goals may carry the day (Marchington et al., 2020).
[bookmark: _Toc221663242]2.3 DEI, performativity, and real inclusion
Diversity, equity, and inclusion have become the centre of HR discussions, yet the literature is split on the effect (Minkin, 2023). Other researchers claim that properly formulated DEI programs can enhance innovation, the quality, and equity of decisions. According to others, DEI may turn into an act, with smooth words and education that alter rhetoric more than practice. Tesco establishes social promises of inclusion and posts information about the representation and pay differences. It also emphasizes colleague networks and flexible working policies. Nonetheless, research on organisational diversity has underscored that workers appraise inclusion based on daily experiences of respect, opportunity, and voice but not necessarily formalities (IMPM, 2024). There is a threat that part of the staff might perceive that DEI communication is more developed than the local store culture. The HR should thus take into consideration the influence of power, bias, and workload on who is actually benefiting in development and promotion (Tesco Careers, 2024). This forms a multifaceted, disputed space in which intentions, perceptions, and outcomes might not coincide entirely.
[image: Diversity, Equity, and Inclusion (DEI) as a Competitive Advantage? -  International Masters Program for Managers]Figure 2: Diversity, Equity, and Inclusion (DEI) (IMPM, 2024)




[bookmark: _Toc221663243]3. Contemporary HR practices and critical discussion
[bookmark: _Toc221663244]3.1 Managing technological change in HR
According to classical HR advice, technology must be introduced as an element of a planned HR practice, such as workforce planning, training, and consultation (Armstrong and Taylor, 2023). In the case of Tesco, this could be through mapping out the roles that are influenced by new systems and then developing custom learning paths. Strategic views about HR also highlight that human capital, HR systems, and technology should be aligned to facilitate performance. In recent writings on generative AI, it is proposed that AI is to supplement human judgment, but not eliminate it, and that HR should be part of defining ethical limits. AI screening tools can save time to hire and run large pools of applicants in a recruitment effort. Nonetheless, opponents point to the dangers of replicating historical bias in case the data used in training and the algorithms are not monitored. Periodic audits in algorithms, mixed design teams, and openness to candidates are some possible solutions. In the case of Tesco, the solution would be to integrate AI in screening the first stages with a human check and transparent checks, especially when considering jobs with local context considerations (Chowdhury, Budhwar and Wood, 2024).
[bookmark: _Toc221663245]3.2 Talent practices and contested HR approaches
The high-performance work systems imply that harmonious packages of practices involving selection, training, and involvement can develop competencies and improve the outcomes (Otoo, 2025). There is evidence that HR practices do affect performance by affecting employee skills and motivation in part. However, a few scholars believe that these models might not be a true representation of the front-line service jobs, where discretion is low, and work is heavy. In the case of Tesco, realistic job previews, structured interviews, and specifications should be part of talent practices, as the candidates can be aware of conditions and requirements. The question regarding the use of AI screening in comparison to more human-centred approaches, like blind recruitment or structured shortlisting, is debated. Efficiency can be facilitated by AI tools, whereas blind strategies can be more effective in dealing with bias by eliminating names and other personal information. The balanced approach would be to test the two methods simultaneously, perhaps via a pilot, and to compare the results on diversity, quality of hire, and time to fill. This would enable evidence-based decisions and not the use of one approach.
[bookmark: _Toc221663246]3.3 DEI practices and critical evaluation
The studies on diversity and inclusion emphasise that systemic approaches that reach recruitment, development, performance management, and culture are required (Stone, Dulebohn and Lukaszewski, 2020). One-off training has been criticised for having little long-term effect. Tesco DEI messaging emphasizes networks, policies, and inclusive language, whereas external reports also demonstrate that employees in various sectors are not always convinced that DEI interventions can alter their everyday experience. One of the concepts encouraged is inclusive leadership, which is based on listening, fair treatment, and support of voice. However, according to some authors, it may turn into another term in case managers lack time, training, and incentives to modify behaviour. The DEI practice of Tesco should consist of organized interviews, mixed panels, clear promotion criteria, and the frequent review of the results, including the patterns of promotions and grievances. HR may also sponsor store-level inclusion champions, who gather feedback and discuss local problems with managers (Mohamed et al., 2024). This would transform DEI from a central message to a process that is practical and monitored.



[bookmark: _Toc221663247]4.Managerial implementation and urgency
[bookmark: _Toc221663248]4.1 Line managers, perceptions, and gaps
The primary translators of HR policies to the experience of the employees are the line managers (Wang et al., 2021). Engagement and performance will be enhanced when managers and employees have similar views about HR practices. In case of the presence of a great distance between formal HR messages and local practice, then employees tend to perceive HR systems as unfair or symbolic. Managers in Tesco stores determine the availability of training, shift assignments, and corrective action for performance problems. When a manager fails to facilitate working flexibly, say, then formal flexibility policies can imply little to employees in that unit. This implies that the HR should put efforts into ensuring that managers comprehend the purpose of policies, and provide them with practical instruments that they can use when they are under pressure. It is also a question of how HR is checking practice and not just following high-level metrics.
[image: Who is Line Manager - Meaning, Responsibilities, Skills And Importance]Figure 3: Line managers (Bhasin, 2019)

[bookmark: _Toc221663249]
4.2 Implementation and change frameworks
The implementation of new HR practices can be organised through change models, which include the unfreeze, change, and refreeze stages used by Lewin or the urgency and coalition-building stages used by Kotter. In the case of technological change, the unfreeze stage may include the sharing of data on customer expectations and operational issues, thus ensuring that the personnel know the reasons why systems need to change (Armstrong and Taylor, 2023). The change stage would involve participation in procedure and training design, and refreezing would involve a new job description and performance measures that reinforce new behaviours. Urgency can be generated in DEI through the transparency of data on representation and pay gaps, and the establishment of clear goals of improvement. According to critics, such models can simplify change, which is not necessarily linear. Nevertheless, they are also a useful language for managers. The HR must offer managers templates, examples of good practice, and coaching, instead of asking them to interpret the models independently. It must also change expectations in cases where constraints or conflicting targets on resources render immediate change unrealistic.
[bookmark: _Toc221663250]4.3 Evidence-based criticism of Tesco and a pilot proposal
The reports published by Tesco give a strengthened narrative on technology, people, and DEI, but external surveys and media reports tend to show that there are still concerns regarding workload and inclusion. This implies that the quality of implementation is different in locations. The evidence-based critique would suggest that Tesco should have better internal feedback loops, such as anonymous surveys that would associate results with particular stores or regions. It would use a more transparent appraisal of HR initiatives. An AI ethics review panel can be recruited as one of the practical pilots, which can include HR, legal, store managers, and representatives of colleagues (Banton, 2019). This team would evaluate algorithm design, test the negative impact, and publish a summary outcome. This is another pilot that could establish store-level inclusion ambassadors and has secured time to get feedback and endorse local activity. Both programs entail expenditures, although possible advantages are fewer complaints, improved choices in staffing, and enhanced trustworthiness, which can be applied to the long-term performance (BBC, 2021).



[bookmark: _Toc221663251]5. Conclusion

At Tesco, the administrative issues that are linked together are technological change, talent, and DEI. The literature demonstrates the potential and risks of AI, high-performance HR systems, and inclusion, and emphasizes the tension between efficiency, fairness, and authenticity. Tesco has ensured these areas are visible, but evidence shows that practice is spotty and occasionally challenged. Implementation is primarily facilitated by the departmental managers, but the departmental managers require better support, responsibility, and participation in the design. Tesco can enhance employee experience and sustainable business performance by experimenting and optimizing certain initiatives, as well as by increasing the alignment of technology, talent, and DEI initiatives.


[bookmark: _Toc221663252]6.Recommendations

Tesco needs to make technological change more appropriate to people's development. There should be a clear introduction of new systems, which include AI tools, practical training, and an honest conversation about the possibility of role transformation. Managers require a basic direction on how to engage peers, receive feedback, and address concerns related to workload or observance.
The policy design should not be the only way to test talent acquisition and retention practices. Tesco might work on realistic job previews, make flexible working and career opportunities actually work in high-foot-traffic stores, and integrate AI-aided screening with systematic human shortlisting. The analysis of turnover and internal movement statistics would reveal the areas where the employee value proposition was not met.
DEI action must shift to the core messages of responsible local action. Store-level inclusion would be beneficial; managers should have clear expectations about fair scheduling and development, and frequent discussion of DEI data with teams. Simultaneously, the development of manager objectives and assistance around the use of technologies should be established by HR so that they are perceived not as additional elements of performance but as the essential elements.
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