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1. Opening section
Human Resource Management (HRM) performs a fundamental responsibility in supporting Workplace effectiveness, especially in large UK-based organisations such as Tesco PLC (Armstrong, 2020). As one of the leading private-sector employers in the United Kingdom, Tesco operates within a highly competitive and constantly evolving retail environment, requiring continuous adaptation to economic conditions, technological change, and shifting societal expectations (CIPD, 2023).
In recent years, the HR function has transitioned from a primarily administrative role to a more strategic position, contributing directly to organisational performance and long-term sustainability (Guest, 2017). Within Tesco, HR is responsible for delivering a consistent and positive employee experience across a workforce of over 300,000 individuals, which requires effective management of complex challenges including technological advancements, attracting and retaining skilled employees, and fostering diversity, equity, and inclusion (DEI) (CIPD, 2023).
Technological developments have significantly reshaped HR practices through the implementation of automation, digital systems, and data-driven decision-making processes (Armstrong, 2020). While these innovations improve efficiency, they also create challenges related to workforce capability, system integration, and resistance to change (CIPD, 2022). At the same time, attracting and retaining employees has become increasingly complex due to evolving workforce expectations, including the demand for flexibility, career progression, and meaningful work (CIPD, 2022).
Furthermore, DEI has emerged as a key organisational priority, influenced by both regulatory frameworks and ethical considerations, as well as the need to reflect diverse communities (Tesco, 2025). In response, Tesco has adapted its HR operating model to become more agile, technologically advanced, and aligned with its strategic objectives (CIPD, 2023). This report will analyse these challenges, evaluate HR practices, and assess the responsibility of managers in securing effective implementation.
2. Factors Affecting HR 
2.1 Technological Advancement
Technological innovation is a major factor influencing HR practices within Tesco PLC, as organisations increasingly adopt digital tools to enhance efficiency and decision-making (CIPD, 2023). Tesco has implemented HR Information Systems (HRIS) and employee self-service platforms, enabling staff to manage HR-related tasks independently and reducing administrative workload (Armstrong, 2020).
However, these developments present several challenges. One key issue is the emergence of a digital skills gap, as employees may lack the competencies required to effectively use new technologies (CIPD, 2022). This necessitates ongoing investment in training and development, which can be resource intensive. Additionally, Tesco’s operations across multiple locations create inconsistencies in technological readiness, making standardisation difficult (CIPD, 2023).
The growing use of artificial intelligence (AI) in recruitment and performance management introduces further concerns related to transparency, bias, and data protection (Armstrong, 2020). While AI can enhance efficiency, it may unintentionally reinforce existing inequalities if not carefully monitored. Moreover, resistance to change remains a significant barrier, as employees may feel uncertain about adopting new systems or fear job displacement (CIPD, 2022).

2.2 Talent Acquisition and Retention
employee attraction and retention strategies continue to be a major challenge for Tesco PLC, particularly within the retail sector where turnover rates are typically high (CIPD, 2022). HR plays a critical role in workforce planning by ensuring that the organisation recruits individuals with appropriate skills while maintaining employee engagement and satisfaction (Armstrong, 2020).
Employee expectations have evolved significantly, with individuals placing greater emphasis on career development, work-life balance, and organisational culture rather than solely financial rewards (CIPD, 2022). To address these expectations, Tesco invests in training and development initiatives, often in collaboration with the Chartered Institute of Personnel and Development, to enhance employee capabilities and engagement (CIPD, 2023).
Despite these efforts, several challenges persist. The retail industry is often associated with relatively low wages and demanding working conditions, which can negatively impact retention (Armstrong, 2020). Furthermore, increased competition for skilled workers, particularly in digital and logistics roles, makes it more difficult to attract high-quality candidates (CIPD, 2022). Ineffective recruitment processes or limited career progression opportunities may also contribute to employee dissatisfaction and turnover.

2.3 Principles of Diversity, Equity, and Inclusion
Principles of Diversity, Equity, and Inclusion has become a central focus for organisations such as Tesco PLC, as businesses recognise the importance of creating inclusive workplaces that reflect diverse communities (Tesco, 2025). Tesco has implemented policies and initiatives aimed at promoting equality and supporting underrepresented groups within the workforce.
However, implementing DEI effectively remains challenging. A key issue is the gap between organisational policies and actual workplace practices, as inclusive behaviours may not always be consistently applied (Guest, 2017). Unconscious bias can still influence recruitment, promotion, and performance management decisions, limiting the effectiveness of DEI initiatives (Armstrong, 2020).
Additionally, achieving diversity at senior leadership levels requires long-term commitment and targeted strategies (CIPD, 2023). Measuring the success of DEI programmes can also be difficult, as outcomes are often qualitative and not easily quantified. These challenges highlight the need for a strategic and integrated approach to DEI.

3. Evaluation of Contemporary HR Practices 
To address technological challenges, Tesco PLC has adopted advanced HR practices such as HR Information Systems (HRIS) and workforce analytics, which support analytical decision-making and workforce planning initiatives (CIPD, 2023). From a theoretical perspective, this aligns with the Harvard framework for human resource management emphasises the importance of integrating HR systems with organisational strategy and stakeholder interests.
However, a critical limitation is that an over-reliance on technology may reduce the relational and human aspects of HRM. While data analytics can improve efficiency, it cannot fully capture employee attitudes, motivation, or organisational culture (Armstrong, 2020). This suggests that technological HR practices must be complemented by human judgement to remain effective. Furthermore, within
a large organisation such as Tesco, the implementation of agile HR practices may be constrained by structural rigidity, limiting their intended flexibility.
In relation to talent management, Tesco’s use of learning and development programmes and high-performance work practices (HPWPs) reflects the Ability, Motivation and Opportunity (AMO) Theory, which argues that employee performance depends on skills, incentives, and opportunities to contribute (Guest, 2017). By investing in training (ability), reward systems (motivation), and employee involvement (opportunity), Tesco aims to enhance workforce performance.
Nevertheless, a critical issue is that HPWPs may lead to work intensification, where employees experience increased pressure to perform, potentially reducing well-being and increasing burnout. This highlights a tension between performance and employee welfare. Additionally, while flexible working policies support retention, they may not be equally accessible across all roles, particularly in frontline retail positions. This inconsistency may undermine perceptions of fairness, which is a key component of employee engagement.
About DEI, Tesco’s initiatives such as inclusive recruitment and diversity training align with the Guest Model of HRM, which links HR practices to employee outcomes such as commitment and job satisfaction. These practices can enhance organisational performance by promoting innovation and diverse perspectives.
However, a key criticism is that DEI initiatives often focus on surface-level changes rather than addressing deeper structural inequalities. For example, unconscious bias training alone has limited long-term impact unless supported by systemic changes in recruitment and promotion processes (CIPD, 2023). Moreover, the lack of clear metrics makes it difficult to evaluate the effectiveness of DEI strategies. This suggests that Tesco must move beyond symbolic actions and embed DEI into core organisational processes to achieve meaningful outcomes.
3.1. A Critical Evaluation of How Departmental Managers Can Ensure Urgent Implementation of HR Practices 
Departmental managers play a central role in ensuring that HR practices are implemented quickly and effectively within organisations such as Tesco PLC. While HR departments design policies, it is managers who are responsible for applying them in everyday work situations. However, ensuring that these practices are treated as urgent priorities can be challenging in practice.
One key issue is that managers often focus on short-term operational targets, such as sales performance and productivity, rather than long-term HR priorities. This creates a gap between HR strategy and actual implementation. From a theoretical perspective, this reflects a weakness in the alignment between business goals and people management. To address this, organisations need to integrate HR responsibilities into managerial performance measures. For example, linking outcomes such as employee retention, engagement, and development to performance reviews can encourage managers to prioritise HR activities more seriously.
Another important factor is managerial capability. Managers cannot effectively implement HR practices if they lack the necessary skills or knowledge. This is particularly relevant when introducing new technologies or digital HR systems. While these tools are designed to improve efficiency, they often require managers to guide employees through change. According to the Ability, Motivation and Opportunity (AMO) framework, managers must have the skills (ability), incentives (motivation), and resources (opportunity) to carry out their roles effectively. If any of these elements are missing, implementation is likely to be slow or inconsistent. Therefore, organisations must provide practical training and ongoing support to ensure managers are confident and capable.
Communication is also essential in driving urgency. Managers need to clearly explain the purpose and benefits of HR initiatives to their teams. When employees understand why changes are being introduced, they are more likely to engage positively. In contrast, poor communication can lead to resistance, misunderstandings, and delays. This highlights the importance of strong leadership and interpersonal skills in successful HR implementation.
4. Administrative Role of Departmental Managers 
Departmental managers play a pivotal role in translating HR strategies into practice within Tesco PLC, yet their effectiveness is often constrained by organisational realities (CIPD, 2023). While HR policies may be well-designed, their success ultimately depends on managerial implementation at the operational level.
From a theoretical perspective, the Harvard Model highlights the importance of line managers in balancing organisational goals with employee needs. However, in practice, managers often prioritise short-term operational targets over long-term HR objectives, particularly in high-pressure retail environments. This creates a disconnect between strategic HR intentions and actual workplace practices.
In terms of technological adoption, managers are expected to facilitate employee engagement with new systems. However, a critical limitation is that managers themselves may lack the necessary digital competencies, reducing their ability to effectively support their teams (Armstrong, 2020). This suggests that technological transformation must include targeted managerial training rather than assuming automatic adoption.
Regarding talent management, managers are responsible for implementing recruitment, performance appraisal, and development processes. However, the AMO framework suggests that managerial behaviour directly influences employee motivation and opportunity. If managers fail to provide support, feedback, or development opportunities, even well-designed HR systems may fail to deliver desired outcomes.
With respect to DEI, managers are central to shaping organisational culture. However, research indicates that unconscious bias and lack of confidence in addressing sensitive issues can limit their effectiveness (Guest, 2017). This highlights a significant gap between organisational DEI policies and managerial capability.
Critically, the expectation that managers will treat HR implementation as a priority may be unrealistic without formal accountability mechanisms. In many cases, HR responsibilities are viewed as secondary to operational performance. Therefore, embedding HR-related Key Performance Indicators (KPIs) into managerial evaluation systems is essential to ensure urgency and consistency.


5. Conclusion and Recommendations 
In conclusion, Tesco PLC faces complex HR challenges arising from technological change, talent management pressures, and the growing importance of Diversity, Equity and Inclusion. While contemporary HR practices provide valuable tools to address these challenges, their effectiveness depends on how they are implemented in practice rather than their theoretical design.
The application of HR models such as the Harvard Model, Guest Model, and AMO Theory demonstrates that successful HRM requires alignment between strategy, employee needs, and managerial behaviour. However, this analysis highlights that significant gaps remain between HR policy and practice.
Technological systems improve efficiency but risk reducing the human dimension of HR. Talent management strategies enhance performance but may create pressure and inequality. DEI initiatives promote inclusion but may lack depth if not embedded structurally.
Ultimately, the key challenge for Tesco is not the adoption of HR practices, but their consistent and meaningful implementation across all levels of the organisation. This requires strong leadership, managerial accountability, and continuous evaluation.

Recommendations:
· Invest in continuous digital skills training to support technological transformation (CIPD, 2023) 
· Strengthen career development pathways to improve employee retention (CIPD, 2022) 
· Integrate DEI into all HR processes and establish clear performance measures (Tesco, 2025) 
· Provide comprehensive training and support for departmental managers (Guest, 2017) 
· Implement accountability systems to ensure timely and effective execution of HR practices (Armstrong, 2020) 
By implementing these strategies, Tesco can enhance its HR effectiveness and maintain its competitive advantage.
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