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1. Introduction
Tesco PLC or the UK's largest retailer with the over 316,000 employees operates within an increasingly complex human resource environment (CIPD, 2024). The modern day function of HR goes beyond its administration role to strategic imperative that directly has an impact on competitive advantage. This report takes a critical look at three examples of interconnected challenges: technological advancement, talent acquisition and retention, and diversity, equity, and inclusion (DEI). The aim is to review modern HR practices and critically analyses how departmental managers ensure the urgent and effective implementation. Drawing on the Resource-Based View (RBV) and Human Capital Theory, this report brings together academic literature and practical organizational context to offer evidence-based recommendations for strategic HR transformation.
2. [bookmark: key_hr_challenges_at_tesco]Key HR Challenges at Tesco
[bookmark: meeting_technological_advancements]2.1. Meeting Technological Advancements
The pace of change in technology provides opportunity and challenge for the HR function in Tesco. According to SD Worx (2025), 55% of UK organizations are now investing in AI for HR transformation as compared to 35% in 2024. However, less than 42% have achieved substantial results from AI investments, which suggests that there are still challenges in implementation.
The Resource-Based View (Gerhart, 2021) argues that competitive advantage is generated by resources that are valuable, rare, difficult to imitate and organized effectively. Human resource professionals represent critical human capital resources. Yet, there is a risk in technological adoption of fragmenting this advantage if the focus of implementation is on automation rather than on the experience of employees. Tesco must follow a balanced approach: using technology for administrative efficiency but safeguarding human aspects of the HR practice - specifically career development, mentoring and employee support. Integration of HR analytics into talent acquisition requires a high level of upskilling of HR individuals. Research shows 80.4% of organizations are planning to adopt AI with talent acquisition in mind, but if there is a widespread capability gap (The HR Director, 2024). For Tesco, having a diverse workforce in multiple geographies requires scalable and standardized HR systems - a challenge given the differing levels of technology maturity (CIPD, 2024)
The literature has identified training and development as important retention factors (Haider et al., 2021). Tesco need to invest in upskilling their HR workforce whilst managing the potential automation anxiety. A drawback to rapid adoption is an underestimation of change management requirements, resulting in resistance and less than optimal results [SD Worx, 2025].
2.2 [bookmark: talent_acquisition_and_retention]. Talent Acquisition and Retention
Talent acquisition and retention are acute problems for Tesco. The CIPD's 2024 Resourcing and Talent Planning Report shows 83% of organizations faced recruitment challenges in 2023-2024, with 69% of organizations reporting having more competition for talent (CIPD, 2024). For large retail organizations with historically high turnover, these challenges are especially high.
Human Capital Theory focuses on the idea that the skills, knowledge and capability of employees are important assets of the organization (Armstrong & Taylor, 2023). Investment in employee development has returns in productivity and resilience. The CIPD says that 56% of organizations developed internal talent more systematically in response to recruitment difficulties, which would be seen as a strategic pivot towards human capital development.
Recent research shows that employees consider flexible work arrangements are basic employment decisions. 71% of recruiters notice employees leaving companies for organizations that provide more flexibility (Top Turnover AI, 2025). However retail environments must have consistent physical presence, which generates tensions in implementation.
Due to this, employer branding becomes paramount for some talent acquisition. StaffNow's research shows 75% of job seekers look up company reputation before applying; good employer brands save employers 50% in hiring costs (StaffNow, 2025). The employee satisfaction and perceptions of workplace culture directly affect the success of recruitment. Employer value propositions that are based on organizational values will demonstrate better results in talent attraction (CIPD, 2024).
One research has identified compensation, organizational culture and training and development as three major retention drivers (Haider et al., 2021). For Tesco, balancing competitive pay within the constraints of the retail sector, building the culture in geographically scattered workforces and offering development in roles where progression opportunities are limited are considerable practical challenges.
[bookmark: diversity_equity_and_inclusion_dei]2.3. Diversity, Equity, and Inclusion (DEI)
DEI initiatives at Tesco take place in a shifting context. Diversio (2024) uncovers that 57% of UK businesses have equality, diversity and inclusion as strategic recruitment priorities. Research shows businesses with a greater level of inclusion have 19% higher revenues from innovation (Deloitte, cited in Diversio, 2024) which makes DEI an ethical imperative as well as a business strategy.
However, 59% of UK employees think employers need to make big progress in DEI, which indicates perception gap between efforts and experiences (Diversio, 2024). The 2024/25 Inclusive Top 50 UK Employers report reveals that it is generally the larger organizations that show evidence of advanced DEI practice--but there is a large gap between the quality of implementation (Inclusive Companies, 2025).
A critical shortcoming of current practice is superficial metrics - diversity counts without corresponding equity and inclusion outcomes. Research emphasizes the fact that inclusive cultures that actively use diverse perspectives drive innovation and engagement (Instep UK, 2025). For Tesco, demographic diversity is not enough; the organization needs to create truly inclusive cultures where all employees will experience equal opportunity and psychological safety.
Hybrid working situations pose acute challenges. Remote workers may have less visibility to advance; family duties (which disproportionately fall to women) may clash with flexible expectations (Goodwood Publishing, 2025). For the HR function of Tesco, designing hybrid working policies and DEI initiatives, and having them in mutual alignment, represents critical challenge.
3. [bookmark: evaluation_of_contemporary_hr_practices]Evaluation of Modern HR Practices
[bookmark: technological_solutions_for_digit_147f1a]3.1. Technological Solutions for Digital Transformation
Contemporary HR technology is one that includes multiple approaches. Artificial intelligence for recruitment - CV screening, candidate sourcing, interview scheduling - is the fastest growing application. The HR Director (2024) shows that 80.4% of organizations are planning to adopt AI for talent acquisition. Some of these applications show measurable improvements in efficiency: automated screening reduces time-to-hire; AI-powered chatbots reduce routine HR queries.
However, there are critical limitations that deserve to be considered. First, algorithmic bias is here to stay. AI systems that are trained with historical data can be prone to replicating the imbalance in demographics CV screening algorithms have been shown to be biased against gender (People Management, 2025). For Tesco's DEI aspirations, unexamined AI deployment risks institutional discrimination masked by technological objectivity.
Second, human resource analytics provide the display of sophisticated alternatives whereby workforce data can be utilized to forecast attrition, pinpoint top possible employees and individualize learning (People Management, 2025). Research Suggests Sizeable Benefits Predictive attrition models permit retention interventions; skills intelligence platforms allow workforce planning. Challenges are issues such as data quality, GDPR compliance and analytics interpretation skills (MDPI Journal, 2023).
Third, hybrid working technologies make distributed team connectivity possible. Yet technology adoption without the accompanying cultural and managerial practice change are met with disappointing results. Hybrid efficacy relies on explicit expectations, management of trust and inclusion strategies, ensuring remote workers have access to equivalent advancement (People Management, 2025).
3.2. Comparative Evaluation: Organizations that use human judgement with AI, use analytics with ethical guidance and use technology with transformative leadership have superior results. Organizations adopting technology in isolation suffer change fatigue and very little improvement. Tesco should pursue phased human-centric technology strategy rather than the comprehensive digitalization all at once.
4. [bookmark: contemporary_talent_management_st_9202e8]Contemporary Talent Management Strategies
4.1. Employer branding and Employee Value Proposition (EVP): Contemporary practice focuses on authentic employer branding based on authentic organizational values. Research shows brands built around true promises in terms of career development, work culture and wellbeing drive recruitment effectiveness (StaffNow UK, 2025; CIPD, 2024). For Tesco, HR promises cannot be made that are not reflected in actual manager behaviors. A limitation is gap between marketing claims and employee reality - when cultures contradict recruitment messaging, retention suffers rapidly.
4.2. Flexible Working and Work-Life Balance: 71% of employees are thinking of leaving for better flexibility (Global Workforce Report 2024). Contemporary practice is to treat flexible working as an expectation (People Management, 2025). Tesco's retail operations have their limitations Customer service requires physical presence. Yet, in practice today, operationally constrained organizations enjoy flexibility through role redesign, staggered scheduling and compressed weeks. The challenge is equitable application, which allows for flexibility, enables rather than disadvantages progression.
4.3. Learning and Development (L&D) and Career Pathways: 42% of organizations improved retention levels due to increased L&D investment (CIPD, 2024). Effective L & D addresses current skills and likely career development. Structured career pathways help retain high potential employees. Personalized approaches to learning - using the power of AI to find out where the gaps lie - is a modern best practice (People Management, 2025).
4.4. Rewards and Compensation: Although compensation plays a role in retention (Haider et al., 2021), modern research focuses on the concept of total rewards - including compensation, benefits, recognition and development (Armstrong & Taylor, 2023). Non-financial rewards (meaningful work, autonomy, development, social contribution) are playing an increasing role in decision making, especially with younger cohorts. Tesco can distinguish by having broad total rewards strategies instead of solely relying on wage competitiveness.
5. [bookmark: dei_focused_hr_practices]DEI-Focused HR Practices
5.1. Inclusive Leadership Development: Contemporary DEI practice recognize that demographics are not sufficient; inclusive cultures require leadership commitment. Inclusive leaders model empathy, self-awareness about their own biases, curiosity about diversity of perspectives and accountability for equality outcomes (Instep UK, 2025). Organizations that put inclusive leadership development programs in place at all levels of management are showing better engagement/innovation metrics. For Tesco this means systematic investments in leadership development and integration of performance management - making inclusion demonstrable and assessed parts of the measure of leadership effectiveness.
5.2. Data-Driven DEI Strategies: The movement towards measurable outcomes of DEI is a characteristic of modern practice. Rather than being based on anecdotal progress, organizations are increasingly using real-time analytics to track diversity of the recruitment pipeline, pay equity, promotion rates across demographic groups, and employee engagement by demographic category (Diversio, 2024). This evidence-based approach helps to target interventions and hold accountable. However, there is a crucial shortcoming which is that measuring without accompanying action - "diversity washing" - is still widespread. For Tesco, the implementation of data-driven DEI means that it is not simply about measuring, but about implementing a transparent commitment to tackling any inequities.
5.3. Intersectional Approaches: Increasing recognition in DEI practice is that employees have multiple and intersecting identities. Intersectional approaches look at how these dimensions like gender, ethnicity, disability, age, and more are combined and create unique experiences and challenges (Diversio, 2024; Inclusive Companies, 2025). For Tesco, this means that uniform DEI programs are not sufficient; it is possible to use intersectional analysis to identify particularly disadvantaged groups and target them with interventions. A problem with this approach is operational complexity; simpler universal programs are often easier to implement than a truly intersectional approach.
5.4. Hybrid Working and DEI Alignment: As discussed previously, there are risks of hybrid working causing DEI issues to worsen. Contemporary practice responds to this, through explicit hybrid working policies to avoid the potential for remote working to disadvantage particular groups. Some organizations run "core collaboration days" where all employees (remote and office based) are kept in touch; others have digital-first meeting practices where office-present participants do not have unequal access to video calls (People Management, 2025). For Tesco, this is a key design requirement - to ensure that hybrid flexibility does not result in the failure of DEI goals.
6. [bookmark: critical_evaluation_of_managers_r_639d98]Critical Evaluation of Managers' Role in HR Practice Implementation
[bookmark: transformational_leadership_as_im_7a08c3]6.1. Transformational Leadership as Implementation Enabler
Managers play a key role in converting the HR strategy to the employee experience. Transformational leadership, which is founded on inspiration, trust, psychological safety, and authentic communication, is defined as the key to HR-led change, which leads to increased engagement, retention, and performance in contrast to transactional strategies (Nava Benefits, 2025). In the case of Tesco, it implies the creation of managers who are not focused on technical HR knowledge but on emotional intelligence and development orientation. The primary weakness is scale: introducing this to thousands of thousands of dispersed managers will require long-term investment and culture reinforcement.
6.2 [bookmark: performance_management_and_accoun_e58217]. Performance Management and Accountability
The movement of performance management is towards the continuous outcome-based feedback instead of the annually based one, which is better suited to working in hybrids than to process compliance (Armstrong and Taylor, 2023; People Management, 2025). Old forms of rating systems keep the prejudice and discouragement (CIPD, 2024). To ensure that the performance processes are aligned with HR priorities, such as retention and DEI, including demographic bias audit, Tesco managers have to be explicitly trained so that clear outcomes are set, and micromanagement could be avoided.
[bookmark: monitoring_accountability_and_org_c99f81]6.3. Monitoring, Accountability, and Organizational Culture
The HR implementation would need to have concrete expectations, surveillance, senior support and the repercussions of them not being followed (CIPD, 2024). This cultural framework by Schein affirms that informal shared values are crucial in guiding day to day behavior compared to formal policy (Armstrong and Taylor, 2023) hence the need to make visible manager modelling and peer accountability. New systems do not bring about any actual behavioral change, just technical conformity, without the parallel cultural adaptation and this is a risk with Tesco DEI activities.
[bookmark: limitation_of_manager_capability_fd864d]6.4. Limitation of Manager Capability and Capacity
A pragmatic limitation requires acknowledgment: to expect managers to simultaneously perform their business duties, acquire their human resource implementation skills, and sustain their emotional labor, seems like a lot of demand. Research suggests that many managers experience stress and burnout during change particularly acute (People Management, 2025). Tesco's HR implementation strategy must have explicit capacity management--with possible adjustment of operational expectations during periods of significant change, or additional support.
7. [bookmark: conclusion_and_recommendations]Conclusion and Recommendations
This report addressed three challenges that are interconnected and facing the Tesco's HR function namely technical advancement, talent acquisition and retention, and diversity, equity and inclusion, in the context of current practices. Critical analysis shows that technological solutions have a lot of potential but that they need to be implemented in a human-centric way; modern talent management focuses on creating genuine employer branding and flexible working patterns and on delivering extensive L&D; and DEI advancement requires transformational leadership, data-driven strategy and intersectional approaches.
Central finding: quality of implementation is dependent on managers translating HR strategy into employee experience. Transformational leadership, outcome-based performance management, effective accountability systems, and deliberate culture change are important enablers. However, this requires a lot of investment in the development of managers and the management of the operations.
Recommendations for Strategic Implementation:
1. Phased Technology Adoption: Implement technology strategically - prioritizing ethical AI for talent acquisition, using analytics for workforce planning, aligning collaboration technologies with hybrid strategies. Maintain high ethical oversight and change management.
2. Comprehensive Talent Management Strategy: Develop integrated talent management - recruitment, retention and development holistically. Invest in authentic employer branding, implement flexible working with safeguards for equity and increase L&D. Monitor effectiveness with efficiency measures (time-to-hire, retention) and quality measures (engagement, diversity).
3. DEI as Strategic Imperative: Make DEI business strategy, not compliance. Implement data-driven strategies for identifying challenges to equity and for targeted interventions. Incorporate inclusive leadership development throughout management. Make certain hybrid policies actively support DEI objectives.
4. Manager Capability Development: Invest in transformational leader development. There should be clear training on outcome-based performance management, inclusive leadership, and HR implementation. Take clear accountability for HR adoption.
5. Cultural Change Management: Realize it is not enough to implement the system but it is necessary to change the culture. Engage senior leadership in visible commitment; create peer accountability; and monitor culture change through employee surveys.
6. Capacity Management: Accept the limitations of managers. Provide implementation support Minimize operational expectations during periods of change Monitor manager wellbeing.
Implementation places Tesco in a position to address present day issues in HR through practice that is evidence-based, human-centered. This ensures competitive advantage with skilled, engaged, diverse employees who are invested in success. Sustainable organizational performance is fundamentally dependent upon effective human resource management.
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