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1. INTRODUCTION

Tesco PLC is the UK’s largest supermarket chain and one of the world’s leading retailers, employing over 320,000 colleagues across 3,400 stores nationwide (Tesco, 2024). As an organisation reliant on high-volume recruitment, Tesco faces unique Human Resource Management (HRM) challenges. It must hire up to 50,000 temporary staff annually for peak period such as Christmas and summer, alongside filling permanent across stores, distribution centres and head office.
This report analyses three core challenges impacting Tesco: adapting to rapid technological advancement, managing talent acquisition and retention in post-Brexit labour market, and   meeting legal and social and expectations, regarding Diversity, Equity and Inclusion (DEI). It evaluates current HR practices adopted by business, assesses the critical role of line managers in delivering these strategies, and provides actionable recommendations. The analysis is framed against UK employment legislation including the Equality Act 2010 and guidance from the Chartered Institute of Personnel and Development (CIPD).
In this report analysis that Tesco is a major UK retailer, as they employ over 300,000 people and rely on “high-volume recruitment” (hiring many people at once). “This report examines how Tesco handles technology, recruitment, and DEI, and the role of managers in these areas.”




2. EXPLANATION OF KEY HR CHALLENGES AT TESCO

The retail sector is undergoing digital transformation at pace, and Tesco is at the forefront of adopting new technologies to remain competitive. This presents a major HR challenge. The business has introduced self-checkout systems, AI-driven stock management, automated delivery service. Furthermore, HR functions have moved to cloud-based Human Resource Information Systems (HRIS) such as “Tesco Colleague Hub”.
Why this is a challenge:
1. Workforce Upskilling: A large proportion of Tesco’s workforce are frontline operational staff, some of whom lack confidence or familiarity with new digital tools. The risk of a “digital divide” between tech-literate younger workers and long-serving colleagues threatens productivity and employee wellbeing.

2. Changing Job Roles:

Automation changes the nature of work; checkout operators are repositioned as customer assistants. HR must manage this job redesign without reducing employee morale.


3. Skills Shortages: Recruiting staff with specialist digital and data skills Tesco for supply chain analytics) is difficult within the UK labour market post-Brexit.

2.2 Talent Acquisition and Retention
 As a high-volume recruiter, Tesco operates in a highly competitive labour market. This      challenge has intensified following Brexit restrictions on EU labour movement and the “Great Resignation” trend.
Key issues include:

1. Post-Brexit Labour Shortages: Historically, Tesco relied heavily on EU migrant labour for warehouse and delivery roles. The introduction of the UK Points-Based Immigration System has reduced labour supply, creating pierce competition with rivals such as Aldi, Lidl and Amazon.

2. High Turnover Rates: The retail sector has an average turnover rate of 35% (CIPD, 2023). For Tesco, this is costly and disruptive; frequent recruitment drives consume significant HR resource.

3. Seasonal Demand: The need to recruit tens of thousands of staff quickly creates pressure to balance speed hiring with quality of candidate selection.


2.3 Diversity, Equity and Inclusion (DEI)

Under the Equality Act 2010, UK employers have a legal duty to eliminate discrimination and advance equality opportunity. For Tesco, DEI is both a legal requirement and a business necessity as it serves a diverse UK customer base.
Challenges include:
1. Representation Gaps: Whilst Tesco employs a diverse workforce (48% female colleagues), representation of women in senior management remains at 28% (Tesco, 2024). There are also challenges in representation of ethnic minorities and disabled staff at leadership levels.

2. Regional Variance: The demographic profile of staff differs widely between stores (Tesco inner - city London vs. rural Wales). Ensuring consistent DEI standards across the entire network is complex.

3. Pay Equity: Tesco is subject to UK Gender Pay Gap reporting. Whilst the company has closed the “Equal Pay” gap, the average pay gap remains a public relations and HR concern.


3. EVALUATION OF CONTEMPORARY HR PRACTICES

3.1 Practice for Technological Advancement
Strategy: Continuous Learning & Development (L&D)
Tesco has implemented the “Colleague Learning Zone”, an online e-learning platform accessible via mobile phones. Training modules cover digital literacy, system operation and 
Evaluation:
Strengths: The mobile-first approach fits shift patterns and allows flexible learning. Upskilling improves operational efficiency and reduces resistance to change.
X Weaknesses: Critics argue that training is often “compliance-focused” rather than developmental. There is a risk of “information overload “for part-time staff who work limited hours. Furthermore, the focus on digital skills risks alienating staff who prefer traditional face-to-face methods.
Verdict: Necessary but requires greater personalisation.

3.2 Practices for Talent Acquisition & Retention
 Strategy 1: Flexible Working & “Total Reward” Packages
Tesco was one of the first UK retailers to adopt the “Tesco Work Model”, offering flexible shift patterns, term-time working and career breaks. In terms of rewards, it offers competitive hourly pay (currently above National Living Wage), staff discounts, pension schemes and the “Tesco Share Scheme”. For recruitment, it uses high-volume methods such as “Walk-in Wednesdays” and “Refer -a-Friend “schemes.

Evaluation:

Strengths: Flexible working is a key driver of retention; it attracts parents and students. Referral schemes reduce hiring costs and improve cultural fit. This Photo by Unknown Author is licensed under CC BY-SA


X Weaknesses: High-volume recr5uitment processes can be impersonal, leading to low engagement.  Competitive pay is easily matched by rivals, so it does not create a long-term competitive advantage. 
Verdict: Effective for filling roles quickly, but needs stronger focused on career progression to retain staff long-term.

3.3 Practices for Diversity, Equity & Inclusion
Strategy: Inclusive Recruitment & Employee Networks
Tesco introduced “Blind Recruitment” processes for head office roles (removing names/schools from applications) to reduced unconscious bias. It also established “Colleague Networks” including “Tesco Embrace” (Race & Ethnicity), “Tesco Pride” (LGBTQ+) and “Tesco enable” (Disability). The company has set a target of 30% female representation in senior roles by 2025. Evaluation:
· Strengths: Blind recruitment improves the diversity of candidate pools. Networks provides safe spaces for colleagues and help embed an inclusive culture. 
X These policies are more visible in head office than in store environments. Line managers in stores often lack specific DEI training, meaning policies are not implemented consistently.
Verdict: Strong strategic framework but requires better execution at store level.



4. CRITICAL EVALUATION: ROLE OF DEPARTAMENTAL MANAGERS
The HR function sets the strategy and policies, but Departmental/Line Managers are responsible for execution. This is critical at Tesco, where over 2,000 Store Managers and Department Heads oversee daily operations. Their role can be analysed across the three key areas: 
4.1 As Agents of Technological Change
Managers act as the primary trainers and supporters for new technology. When self-checkouts or new inventory system are introduced, it is the Department Manager who helps staff adapt.
· Positive Role: Effective Managers translate complex corporate tech policies into simple daily tasks. They identify staff struggling with digital skills and arrange additional support.
 
· Barriers: Research by CIPD (2022) shows that 62% of retail managers feel they lack that time to focus on “people issues” due to operational pressures (Tesco stock checks, budgets). This creates a “Policy-Practice Gap”: corporate policy says, “upskill staff”, but managers are forced to prioritised “keeping the shop running”.

4.2 In Talent Management
 For high volume recruitment, the Store Manager is the “gatekeeper”. They decide staffing levels and manage inductions. Regarding retention, managers have the biggest impact on staff morale; the common adage “people leave managers, not companies” applies strongly in retail. 
· Accountability: Tesco links manager KPIs to “Colleague Engagement Scores” and “Turnover Rates”. This encourages managers to prioritise staff wellbeing.
· Critique: Many frontline managers are promoted from within based on operational skill, not leadership skill. They may lack training in motivation or conflict resolution, leading to poor staff relations.

4.3 Driving DEI Culture
 Managers are responsible for ensuring equality on the shop floor. They must ensure shift patterns are fair and that all colleagues feel valued.

· Role Modelling: If a manager treats all staff equally and actively promotes inclusion, this behaviour cascades downwards.

· Risk of Bias: Without specific training, managers may unconsciously favour certain groups. For example, assigning preferred ships to long-serving staff, disadvantaging newer or migrant workers.

Conclusion on Role:
Managers are the “backbone” of HR delivery at Tesco.  However, they cannot succeed without support from senior leadership. Investing in Management Development is as important as investing in frontline staff.
The main point, Managers are the ones who do the work. HR makes the policy, but the Store Manager implements it. Urgency, if a store is short staffed, the manager must hire quickly (initiative). In DEI Role, the manager must decide how to handle a request for a prayer break or a flexible shift for childcare. This is where” Equal Opportunity” is decided.


5. CONCLUSION AND RECOMMENDATIONS

5.1 Conclusion
Tesco PLC operates in a challenging UK retail environment defined by rapid technological change, labour market instability and increasing demand for inclusive workplaces. As a high- volume recruiter, its HR strategy must balance efficiency with engagement.
According to Tesco PLC (2024), the company focuses on colleague health and wellbeing.” “The equality act (2010) requires Tesco to prevent discrimination.” Armstrong
And Taylor (2020) argues that retention is high when staff feel valued…”
“As noted by the CIPD (2023), the UK facing a shortage of retail workers…”
· Strengths: Tesco has strong strategic policies: it invests in L&D, offers market-leading flexibility and has clear DEI targets.
 
· Weaknesses: The main issues lie in implementation. Policies are open stronger in Theory than in practice, largely due to the pressure placed on frontline managers.

· Key Finding: Success for Tesco depends not just on what HR designs centrally, but on how will line managers bring these policies to life in every store.

5.2 Recommendations (Actions as a Matter of Urgency)
Based on the analysis, the following recommendations are made:
1. Implement Mobile -First Gamified Recruitment.

To address Talent Acquisition & Technology: Replace lengthy application forms for store roles with short, mobile-based assessments. This speeds up high-volume hiring and appeals to younger tech-native candidates. It reduces administrative burden for HR teams.

2. Introduce “Reverse Mentoring “Schemes 
To address Technological Advancement: Pair younger, tech-confident colleague with senior store managers. This supports digital transformation whilst making junior staff feel valued, improving retention rates.
3. Empower Local DEI Champions

To address DEI & Managerial Effectiveness: Appoint a trained “Inclusion Champion” in every large store (reporting directly to the Store Manager). Give them authority to review shift patterns and address local equality issues. This ensures DEI moves from a corporate document to a daily reality.

4. Upskill Line Managers in “People Leadership”

To Address all areas: Mandate a 4-week leadership development programme focused on motivation, conflict resolution and inclusive management. This closes the gap between operational ability and people management skill.
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