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Introduction
This report focuses on key modern Human Resource (HR) challenges faced by Tesco plc, a large UK-based retail organisation. In today’s business environment, organisations are constantly affected by rapid technological developments, increased competition for skilled employees, and higher expectations around equality and inclusion in the workplace.
The aim of this report is to explore three main HR issues affecting Tesco, including technological change, attracting and keeping talented employees, and diversity, equity and inclusion (DEI). It will also review how modern HR practices can be used to respond to these challenges effectively.
Furthermore, the report will examine how managers can apply these HR practices successfully within the organisation. It will finish with practical recommendations to help Tesco improve its HR approach and support long-term business success.


Technological Advancements in HR
Tesco plc is operating in an environment where technology is rapidly changing how businesses manage their workforce. Digital tools such as HR information systems, automation, artificial intelligence and data analytics are now widely used to improve efficiency and decision-making.
One of the main issues for organisations is adapting traditional HR processes to digital systems. For example, recruitment, performance management and employee communication are increasingly handled through online platforms. While this improves speed and accuracy, it also requires employees and managers to develop new digital skills.
In addition, the use of data analytics allows HR teams to make more informed decisions, such as predicting staff turnover or identifying training needs. However, relying on technology also creates challenges, including data privacy concerns, system costs, and the need for continuous training.
Overall, technological change can improve HR efficiency at Tesco, but it also requires investment in skills development and strong data management practices.

Talent Acquisition and Retention
Another major HR challenge for Tesco plc is attracting and keeping skilled employees in a highly competitive labour market. Retail organisations are increasingly competing with other industries for workers who have digital, managerial, and analytical skills, especially during periods of organisational change.
Recruiting the right talent is becoming more difficult due to changing employee expectations. Many candidates now look for flexible working arrangements, career development opportunities, and strong organisational values before accepting a job offer. This means Tesco must ensure its employer brand is attractive and competitive.
Retention is equally important because losing skilled employees can slow down transformation projects and increase recruitment costs. If employees do not feel valued or supported, they may leave the organisation, especially during periods of change when uncertainty is higher.
To address this issue, organisations need to focus on improving employee engagement, offering training opportunities, and creating clear career progression paths. However, these strategies require investment and consistent management support to be effective.
Overall, talent acquisition and retention remain key challenges for Tesco, particularly as it continues to modernise and expand its digital operations.

Diversity, Equity and Inclusion (DEI)
Diversity, equity and inclusion (DEI) is a key HR issue for Tesco plc, as organisations are increasingly expected to create fair and inclusive workplaces. This means ensuring that employees from different backgrounds, cultures, genders, ages, and abilities are treated fairly and given equal opportunities.
One of the main challenges is making sure recruitment and promotion processes are free from bias. If employees feel that opportunities are unfair, it can reduce motivation and increase staff turnover. Inclusive workplaces, on the other hand, tend to improve employee satisfaction, creativity, and teamwork.
Another important issue is creating an organisational culture where all employees feel respected and valued. This requires ongoing training, awareness programmes, and strong leadership commitment. Without this, DEI policies may exist on paper but not be effectively implemented in practice.
DEI is also linked to business performance, as diverse teams often bring different perspectives that improve decision-making and innovation. However, implementing DEI strategies can be challenging because it may require changes in existing workplace attitudes and behaviours.
Overall, DEI is essential for Tesco’s long-term success, but it must be supported by clear policies, leadership involvement, and continuous monitoring.



CONTEMPORARY HR PRACTICES

Digital HR Systems and Workforce Analytics
One of the most effective modern HR practices is the use of digital HR systems and workforce analytics. These systems allow organisations like Tesco plc to manage employee data, recruitment processes, performance tracking, and training in a more efficient and organised way.
Workforce analytics can help HR teams identify patterns such as employee turnover, absenteeism, and skill gaps. This allows Tesco to make better decisions based on real data rather than assumptions. For example, if data shows high turnover in certain departments, HR can investigate and take action early.
However, while digital HR systems improve efficiency, they also have limitations. They can be expensive to implement and maintain, and staff may require training to use them effectively. There are also concerns about data protection and employee privacy, which must be managed carefully to maintain trust.
Overall, digital HR systems and analytics can significantly improve decision-making and efficiency, but they must be implemented with proper training, security, and ongoing support.
Employer Branding and Strategic Workforce Planning
Another important HR practice is employer branding combined with strategic workforce planning. Employer branding refers to how an organisation is perceived by potential employees, while workforce planning focuses on ensuring the business has the right number of skilled people at the right time.
For Tesco plc, a strong employer brand is important because it helps attract high-quality candidates in a competitive job market. If Tesco is seen as a supportive, modern and fair employer, it is more likely to attract individuals with the right skills for transformation roles.
Strategic workforce planning helps Tesco anticipate future staffing needs, especially during organisational change. By forecasting which skills will be required, HR can recruit and develop employees in advance rather than reacting to shortages later.
However, these practices also have limitations. Employer branding can be affected by negative employee experiences or public perception, which may reduce its effectiveness. Workforce planning can also be challenging in uncertain environments where business needs change quickly.
Overall, employer branding and workforce planning are essential for ensuring Tesco attracts and prepares the right talent for future organisational needs.
Employee Engagement and Retention Strategies
Employee engagement and retention strategies are essential HR practices that help organisations keep employees motivated and committed to their work. At Tesco plc, these strategies are particularly important during periods of organisational change, where uncertainty can affect employee morale.
Engagement strategies may include regular communication, recognition of employee performance, opportunities for development, and involving employees in decision-making. When employees feel valued and included, they are more likely to stay committed to the organisation and perform at a higher level.
Retention strategies focus on reducing employee turnover by improving job satisfaction and offering long-term career opportunities. This can include training programmes, clear promotion pathways, flexible working arrangements, and competitive benefits.
However, these strategies can be difficult to maintain consistently across a large organisation. They also require ongoing investment and strong management commitment. If not applied fairly, they may lead to dissatisfaction among employees who feel overlooked.
Overall, employee engagement and retention strategies are highly effective in supporting stability and productivity, but they must be applied consistently and supported by strong leadership.




















Inclusive Recruitment Practices and DEI Policies
Inclusive recruitment practices and strong Diversity, Equity and Inclusion (DEI) policies are essential for building a fair and effective workforce. At Tesco plc, these practices help ensure that all candidates have equal opportunities during the hiring process, regardless of their background.
Inclusive recruitment involves using fair job descriptions, removing biased language, and ensuring that selection criteria focus only on relevant skills and experience. It also includes using structured interviews and diverse hiring panels to reduce unconscious bias and improve fairness in decision-making.
DEI policies support a workplace culture where differences are respected and valued. This can improve employee satisfaction, teamwork, and innovation, as diverse teams often bring different perspectives and ideas.
However, implementing inclusive recruitment and DEI strategies can be challenging. It requires continuous training for managers, regular monitoring of recruitment decisions, and strong leadership commitment. Without this, policies may not be applied consistently in practice.
Overall, inclusive recruitment and DEI policies can improve fairness and organisational performance, but they must be actively enforced and regularly reviewed to be effective.




Managerial Implementation
How Managers Can Ensure Effective Implementation of HR Practices

Departmental managers play a key role in ensuring that contemporary HR practices are implemented effectively and without delay. Their involvement is essential because HR policies are only successful when they are applied consistently at all levels of the organisation.
One important factor is leadership accountability. Managers must take responsibility for applying HR policies correctly within their teams. If managers do not fully support HR initiatives, implementation can become inconsistent and less effective, which may negatively affect employee trust and engagement.
Clear communication is also essential. Managers need to ensure that employees understand any changes in HR practices, especially during organisational transformation. Regular updates, meetings, and feedback channels can help reduce confusion and resistance to change.
Monitoring and performance measurement are also important. Managers should track key HR indicators such as employee turnover, engagement levels, training completion, and recruitment success rates. This helps identify whether HR strategies are working or need improvement.
Organisational culture plays a major role in successful implementation. If the workplace culture supports fairness, inclusion, and continuous improvement, HR practices are more likely to succeed. However, if there is resistance to change, managers may need to take additional steps to encourage acceptance.
There are also barriers to implementation, such as lack of time, limited resources, and resistance from employees or managers. These challenges can be reduced through proper training, strong leadership support, and involving employees in the change process.
Overall, effective implementation depends on managers being proactive, consistent, and supportive of HR strategies to ensure they deliver real organisational benefits.




Introduction, Conclusion and Recommendations
Introduction
This report examines key human resource challenges faced by Tesco plc in a rapidly changing business environment. Organisations today must respond to developments in technology, increasing competition for skilled employees, and growing expectations around diversity and inclusion. These factors have a direct impact on how HR functions operate and how effectively organisations can achieve their goals.
The report focuses on three main HR challenges: technological change, talent acquisition and retention, and diversity, equity and inclusion (DEI). It also evaluates modern HR practices used to address these issues and considers how managers can ensure these practices are implemented effectively. Finally, the report provides practical recommendations to support Tesco’s HR strategy and long-term success.

Conclusion
In conclusion, Tesco plc faces several important HR challenges that are closely linked to its ongoing organisational transformation. Technological change is reshaping how HR activities are delivered, while attracting and retaining skilled employees remains a competitive challenge. At the same time, ensuring diversity and inclusion is essential for building a fair and productive workforce.
Modern HR practices such as digital HR systems, workforce analytics, employer branding, engagement strategies, and inclusive recruitment can help address these challenges. However, their success depends on effective implementation and strong managerial support.

Recommendations
· Tesco should continue investing in digital HR systems to improve efficiency and decision-making 
· Workforce planning should be strengthened to anticipate future skills needs 
· The organisation should focus on building a strong employer brand to attract talent 
· Managers should receive training to ensure consistent application of HR policies 
· DEI initiatives should be regularly monitored and embedded into recruitment and promotion processes 
· Employee engagement strategies should be prioritised to improve retention and motivation
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