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Human Resource Management (HRM) is a vital component of the organisation’s response to the problems of modern business. UK retail companies need to be nimble and flexible to respond to changes such as digital transformation, workforce diversity, and increased competition for skilled employees (CIPD, 2023). This report examines Tesco, one of the largest retail businesses in the United Kingdom, and analyses key HR challenges and possible solutions.
The market in which the company operates is highly competitive and fast-moving. The company has thousands of employees in retail, distribution facilities and offices and needs to manage a varied workforce while maintaining excellent performance and customer satisfaction. Recruitment, training, employee engagement and equality in the workplace are all handled by HR departments.
This paper discusses three significant human resource concerns that Tesco faces, including technological advancement, talent acquisition and retention, and diversity, equality, and inclusion (DEI). These difficulties are significant since they directly affect employee performance and organisational success (CIPD, 2023).
First, the paper sets out the drivers of these issues. Then it assesses the current HR methods that may be used to solve these problems. Following this, it critically evaluates how these practices might be ensured to be effectively applied by departmental managers. Finally, the study draws findings and makes recommendations for improvement.
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[bookmark: _Toc228228941]1.1 Technological Advancement
One of the biggest challenges for Tesco is adapting to rapid technological change. The retail industry is becoming increasingly digital, with greater use of online platforms, automation, and data analytics. Tesco has already introduced self-checkout systems and online delivery services to improve efficiency and customer convenience. However, these developments require employees to continuously learn new skills and adapt to modern technologies (Armstrong and Taylor, 2023).
 A key factor in this challenge is the skills gap, as many employees may not have sufficient digital knowledge or experience. This can reduce productivity and create resistance to change, especially among older workers who may find it more difficult to adapt. Another important factor is the cost of training, as Tesco must invest significant financial resources in employee development programs, workshops, and digital learning tools. 
In addition, automation can create fear of job loss among employees. For example, the use of self-checkout machines may reduce the need for cashiers. This fear can negatively affect employee motivation, engagement, and overall performance. Therefore, Tesco must manage change carefully by providing training, clear communication, and reassurance to employees (Marchington et al., 2021).
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Tesco also faces strong competition when it comes to attracting and retaining employees. The UK labour market is highly competitive, and workers expect not only good salaries but also flexible working conditions and opportunities for career development (Bratton and Gold, 2022).
A major factor influencing this challenge is changing employee expectations. Many workers today value work-life balance, job security, and meaningful work. They are less likely to stay in jobs that do not meet their personal and professional needs. Another issue is high employee turnover, particularly in retail roles, which are often seen as low-paid and stressful. High turnover increases recruitment and training costs and can negatively affect customer service quality.
Furthermore, employer branding plays a crucial role. Tesco must maintain a strong and positive company image to attract skilled and motivated employees. This includes offering competitive benefits, creating a supportive work environment, and promoting career progression opportunities. Without effective HR strategies, Tesco may struggle to compete with other organisations in the retail sector (CIPD, 2022).
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Diversity, Equity, and Inclusion (DEI) are essential in a large organisation like Tesco, which employs people from a wide range of cultural, social, and professional backgrounds. One important factor influencing DEI is the Equality Act 2010, which requires companies to prevent discrimination and ensure equal opportunities in the workplace.
Another key factor is organisational culture. Employees need to feel respected, valued, and included, as well as feel creativity and satisfaction. On the other hand, poor DEI practices can lead to conflict, discrimination, low morale, and reduced productivity.
In addition, there is increasing pressure from society, customers, and stakeholders for companies to act ethically and promote equality. Businesses are expected to demonstrate fairness and social responsibility. Therefore, Tesco must actively implement inclusive policies, provide diversity training, and promote equal opportunities at all levels of the organisation (Robbins and Judge, 2022). 
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Tesco can address technological challenges by implementing effective learning and development programmes. One important approach is the use of online training platforms, which allow employees to develop digital skills flexibly and cost-effectively. These platforms enable staff to learn at their own pace and access training materials anytime, which is especially useful in a large organisation (Armstrong and Taylor, 2023). Another important HR practice is changing management. Managers should communicate clearly with employees about technological changes and explain the benefits of new systems. 
Involving employees in the process, such as asking for feedback or offering support, can reduce resistance and increase acceptance of new technologies. For example, when introducing self-checkout systems, employees should be trained and reassured about their roles. However, there are also some limitations. Training programmes require both time and financial investment, which can be challenging for the company. In addition, not all employees adapt at the same speed, and some may continue to feel uncomfortable with new technologies. This means that Tesco must provide continuous support and monitor employee progress to ensure successful implementation (Marchington et al., 2021).
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To improve talent acquisition and retention, Tesco can focus on strengthening its employer branding. This can be achieved through social media, company websites, and promoting positive employee experiences. By highlighting career development opportunities, training programmes, and a supportive work environment, Tesco can attract skilled and motivated candidates (CIPD, 2022).
Another effective practice is the use of employee engagement programmes. These include rewards, recognition systems, and regular feedback. When employees feel valued and appreciated, their job satisfaction increases, and they are more likely to stay with the company. In addition, offering flexible working arrangements, such as part-time roles or flexible hours, can help employees achieve a better work-life balance.
Career development is also essential. Providing clear progression paths and training opportunities encourages employees to build long-term careers within the organisation. This reduces turnover and improves overall performance. However, these strategies also have challenges. They can be costly to implement, especially in a large organisation with many employees. In addition, they require strong leadership and effective management to be successful. Without proper implementation, these practices may not deliver the expected results (Bratton and Gold, 2022).
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Tesco can improve Diversity, Equity, and Inclusion (DEI) by implementing diversity training programmes. These programmes help employees understand different perspectives, reduce unconscious bias, and promote respectful behaviour in the workplace. As a result, they contribute to a more positive and inclusive work environment (Robbins and Judge, 2022).
Another important practice is inclusive recruitment. This ensures that all candidates have equal opportunities regardless of their background. Tesco can use fair selection processes, diverse interview panels, and unbiased job descriptions to attract a wider range of applicants. In addition, setting diversity targets can help improve the representation of underrepresented groups within the organisation.
Furthermore, creating an inclusive culture requires continuous effort from management. Leaders must promote fairness, respect, and equality in daily operations and decision-making. However, there are also potential limitations. If DEI initiatives are not implemented properly, they may appear superficial and fail to create real change. Employees may see them as only formal policies rather than meaningful actions. Therefore, Tesco must ensure that DEI strategies are genuine, consistent, and supported at all levels of the organisation (CIPD, 2023).
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Departmental managers are important to the successful implementation of HR policies at Tesco. They are accountable for the successful implementation of HR policy in day-to-day business. A strong commitment from leaders is crucial, since managers are expected to support HR plans and to serve as role models for their employees. Positive behaviour by managers and adherence to corporate policies usually result in the same behaviour by employees (Armstrong and Taylor, 2023).
One significant approach a manager may use to ensure good implementation is to establish clear goals and expectations. For example, they can set goals for staff training completion, performance improvement or engagement levels. Managers can also utilise performance monitoring tools like regular assessments or feedback systems to measure progress and identify areas for improvement. This permits them to take corrective action when needed.
Another essential issue is communication. Managers must convey the human resource policy to staff clearly and consistently. Open communication can assist in reducing misconceptions and allows employees to voice issues or ask enquiries. For instance, managers should clarify the objective and benefits of new training programs or workplace policies to garner employee support.
However, there are several problems that may influence managerial implementation. One important problem is the lack of time. Often, retail managers are so busy with the day-to-day running of the business, managing worker schedules and customer service, that they don’t have the time to prioritise HR activities. Another difficulty is the lack of expertise; not all managers have good HR knowledge or training. This can result in an inconsistent application of HR practices across departments.
In addition, some managers may lack enthusiasm or commitment to HR efforts, particularly if they do not completely appreciate their relevance. This can limit the effectiveness of HR initiatives and lead to gaps in implementation (Marchington et al., 2021). Tesco needs to offer managerial training and support to handle such issues. This includes strengthening HR skills, leadership competencies and awareness of company policies. Clear advice and regular communication from upper management can also help managers know what they are responsible for.
In addition, managers should be held accountable for the implementation of HR strategy through performance reviews and measurable targets. This promotes accountability and provides consistency across the organisation. Strong leadership, effective communication, proper training and continuous monitoring all play a role in the overall success of implementation (Armstrong and Taylor, 2023). Absence of these factors might make even the best developed HR strategies fall short of their objectives.
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In conclusion, Tesco faces several important HR challenges related to technological advancement, talent acquisition and retention, and diversity, equity, and inclusion (DEI). These challenges are influenced by factors such as digital skills gaps, changing employee expectations, intense labour market competition, and legal requirements such as the Equality Act. 2010. If not managed effectively, these issues can negatively impact employee performance, motivation, and overall organisational success.
Modern HR practices, including training and development programmes, employee engagement strategies, and inclusive recruitment, can help Tesco address these challenges. However, the success of these practices largely depends on effective implementation by departmental managers. Strong leadership, clear communication, and continuous monitoring are essential to ensure that HR strategies achieve their intended outcomes.
Based on this analysis, several recommendations can be made. First, Tesco should invest in ongoing digital training to reduce the skills gap and help employees adapt to new technologies. Second, the company should improve its employer branding strategies to attract and retain talented employees in a competitive labour market. Third, enhancing employee engagement and career development opportunities can help increase job satisfaction and reduce turnover.
Furthermore, Tesco should strengthen its DEI policies and training programmes to promote a more inclusive and supportive workplace culture. Finally, providing leadership and HR training for managers is essential to ensure the effective implementation of HR practices across all departments. By applying these strategies, Tesco can improve employee performance, increase organisational effectiveness, and remain competitive in the UK retail sector. 
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