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Executive Summary 
This report critically appraises interrelated HR challenges faced by Tesco PLC, namely technological advancement, talent attraction and retention and equity, diversity and inclusion. While digital systems and people analytics can enhance efficiency and make better business choices, they also can generate skill shortages, employee anxiety and questions about workplace management. Competitive compensation and benefits are not the only factors for retention – fair management and career development, as well as wellbeing and employee voice, play a role as well. Weak accountability needs to be improved to increase representation and equitable career development processes, despite a number of initiatives towards inclusion at Tesco. The report suggests a combination of approaches that the selected Tayloristic elements are complementary to a more uniform process and measurable standards, while a more prevalent humanistic approach safeguards the dignity, autonomy, participation and development of employees. The proposed action plan clearly links each of the recommendations to the related issues in the report and builds in clear responsibilities, timelines and performance measures.
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[bookmark: _Toc234101036]Introduction
Tesco PLC is a grocery multinational company based in Tesco House, Shire Park, Kestrel Way, Welwyn Garden City, Hertfordshire, UK. Tesco has over 340,000 employees and 3,724 Tesco stores throughout the United Kingdom, the Republic of Ireland, the Czech Republic, Hungary and Slovakia, according to its latest annual report. The One Stop convenience business also has over 1,000 company-owned and franchised stores in the UK. Tesco's financial year ending 28 February 2026 shows that they recorded a statutory revenue of £73.7 billion, indicating the extensive scale at which their HR policies need to be consistently applied (Tesco PLC, 2026).
The report examines the impact on the workforce and sustainability of the business from fast changes in technology, workforce and DEI as they relate specifically to the business of Tesco. The report considers modern-day workforce strategies, including people analytics, digital learning, employer branding, retention strategies, and designing an inclusive workforce and leadership development. The report then assesses the ability of managers in Tesco to promote and implement these strategies in an urgent and effective workforce.
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Figure 1: TESCO PLC 
Source: (Research Tree, 2024)
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For Tesco, threats posed by advancing technology are a particularly acute issue. This is because the nature of work is becoming more automated and more digitised. Tesco relies on a business model that focuses (among other things) on digital shopping, supply chain management, digital stock management, Clubcard data, self-service technologies, and scheduling. These technologies can make processes easier and improve customer satisfaction, but self-service technology may require HR to upskill employees to the needed level of digital confidence. Budhwar et al. (2022) suggest that the digital HR and AI support of a workforce may help make more HR-related business decisions, but it creates several issues for HR with respect to trust and the larger scope of the workforce and work itself. The larger issue facing Tesco is whether self-service technology and sophisticated scheduling help Tesco if store employees, warehouse staff, and store management do not perceive the technologies to be sophisticated enough, or do not feel as if they would be replaced, managed, or made unnecessary. If HR does not support technological change through dedicated communication and training, it will decrease the level of acceptance of the changes and increase the level of resistance to the changes.
Acquisition and retention of talent become especially important given the characteristics of the UK’s retail sector – it is labour-intensive and has thin margins, while customers have high expectations and there is fierce competition to attract skilled employees. The 2024 CIPD resourcing and talent planning report (CIPD, 2024) shows that 69% of those surveyed felt that competition for qualified talent had increased, while 56% felt that it was more difficult to retain talent. The implications for Tesco are the need to recruit store staff, drivers, warehouse staff, pharmacists, managers, data experts and technology staff. The Office for National Statistics (ONS, 2026) shows there were 2.5 unemployed persons for each job vacancy published between February and April of 2026, indicating that there will be increased competition for jobs, even with a reduction in unfilled vacancies. Talent shortage slows the growth of an organisation, while high turnover leads to high recruitment costs, inconsistent service, and low retention of knowledge.
With the focus on talent retention, Tesco has already responded by improving pay and benefits. The 2025 Annual Report states that Tesco is committing £180 million to improve pay for staff, with UK stores receiving the improved pay, with an increase to a minimum of £12.64 per hour from the end of August 2025. The Annual report states that the percentage of employees who stated Tesco was a great place to work increased from 84% in 2024 to 85% in 2025 (Tesco PLC, 2025). Although these numbers are representative of positive employee engagement, HR has a significant challenge in retaining employees in this sector. As retail employees continue to struggle with customer aggression, the cost-of-living crisis, and limited opportunities for career advancement, unless HR and managers address employees’ daily work experience, retail employees are unlikely to see an improvement in their quality of work.

Ensuring equity, diversity and inclusion, or EDI, as a programmatic area of responsibility, should be considered a separate one from organisational responsibilities. Diversity is about your gender, representation of ethnicity, age, disability, social background and identities. Equality is about opportunities provided, and equitable opportunities are about providing targeted support, reasonable adjustment and development opportunities for the employees who will need them to get a fair deal. Inclusion implies a respect for employees, psychological safety, opportunities to voice their opinions and be part of decisions about their work. Openness to workers, fairness and diversity of the employee population can increase workers' attachment to the organisation and innovation in the organisation (Le, Palmer Johnson and Fujimoto, 2021; Chaudhry, Paquibut and Tunio, 2021).
[bookmark: _Toc234089238][bookmark: _Toc234101038]2. Evaluation of Contemporary HR Practices
Investing in digital HR systems and people analytics should be the priority for Tesco. According to CIPD (2025), people analytics involves the analysis of people data in order to address business challenges. This can include improving morale and retention by locating engagement drivers and identifying groups that are at risk of high attrition. At Tesco, people analytics can assist HR in determining which stores, or departments, have high turnover, low training completion, high absence or low engagement. This can better enable managers to devise interventions that are more specific than HR campaigns. This practice supports evidence-based decision-making and links workforce problems to business performance.
As with everything, people analytics comes with its own challenges. If colleagues believe that analytics are only for the purposes of people watching or putting employees under pressure, trust is bound to decline. On the contrary, Malik et al. (2022) state that AI-enabled HR tools can increase the cost-effectiveness of HR and the employee experience, but only when the systems are designed with the employee in mind, as opposed to the employee being an element of the system. For Tesco, this means analytics should be transparent and ethical, with a focus on support and care, and not load employees up with an ill-defined “fair” workload. Again, dashboards should not be the sole focus for managers, as employee experience contains many elements that are not found in analytics. Some of them are the informal aspects of team climate, mutual respect, and fairness.
A second practice is supported by employer branding and strategic workforce planning. Tesco’s employer brand can focus on career advancement, flexibility, apprenticeships, improvement of skills and benefits. This is useful, considering retail work is mostly perceived as low-paid and temporary; therefore, Tesco must prove that its work offers sustainable, long-term careers, as opposed to just entry-level work. With strategic workforce planning, Tesco can anticipate skills gaps in areas of digital retail, supply chains, customer services and management. This is especially relevant since retail work in the UK has been under pressure as the British Retail Consortium has indicated that the average number of retail jobs for 2025 will be 68,000 fewer than in 2024 (BRC, 2026).
A third practice focuses on managing employee engagement and retention through awards, wellbeing, and flexibility, and investing in employee packages that combine pay, family leave, flexible benefits, virtual GPs, EAP support, and colleague discounts. Improving these benefits will help employees feel appreciated and lower employee turnover (Tesco PLC, 2025). 
The main focus should be on the right treatment of employees, and reward alone will not help to retain employees. The correct reward will help to attract employees. Tesco will need to support the retention of employees through the right line management, the correct allocation of workloads, and the provision of psychological safety and opportunities to progress. If benefits are not easily accessed or are communicated poorly, their impact will be minimal. Therefore, Tesco should track retention through colleague feedback, exit interviews, absence records, and promotion records. This will help HR to understand if colleagues are leaving due to the pay, management, the shifts, the workload, a lack of opportunities, or poor inclusion.
[bookmark: _Toc234089239][bookmark: _Toc234101039]3. Critical Evaluation of Managerial Implementation
Departmental managers are pivotal for rapid rollout since HR practices are dispensed through line managers. HR can write the policy, but managers decide if digital training is provided, if shift rotas are equitable, if performance reviews are substantive, if inclusion is a daily imperative. The scale of Tesco’s operations means that policy won’t translate unless it is consistently implemented. What looks like a robust policy at the corporate level may end up as an ineffective policy at the store level if managers have no time, no confidence, or no incentive. Tesco must therefore incorporate the HR policy in its managerial performance targets, with specific and measurable goals related to employee turnover, absence, employee engagement, training, internal promotions and inclusion.
Leadership accountability must be real and not tokenistic. Each department or store manager must have a people scorecard with indicators of policy deployment, colleague development, retention and DEI. A people scorecard may, for example, include a store manager’s completion of digital learning, the number and quality of internal promotions, the results of employee engagement surveys, turnover of newly hired colleagues and equitable access to training and overtime. 
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Figure 2: HR Strategy Management 
Source: (Boon, no date)
Both quantitative and qualitative measures should be incorporated when monitoring process implementation and performance measurement. Examples of qualitative indicators include listening groups and exit interviews, while quantitative indicators could be time-to-hire, turnover and absence data, as well as completion rates for training, promotion statistics, gender pay data, engagement and grievance data. Tesco will also have to ensure that its analytics offer insights to make timely interventions, as reliance on data could lead to a lack of focus on colleague voice; this is of paramount importance (CIPD, 2025).
4. Theoretical Approach and HR Action Plan
The proposed action plan is a mixture of Taylorism and a humanistic management approach. Taylor's scientific approach puts the main focus on standardisation, measurement of tasks, managerial control, and the discovery of efficient working practices (1911). Selected aspects of the Taylorist philosophy can help aid Tesco's consistent training in a digital environment, as well as having standardised responsibilities, a uniform recruitment process and measurable metrics. An overly Taylorist approach can leave workers feeling stressed, replaceable, or treated as a production resource rather than a person.
Therefore the humanistic approach should continue to be the prevailing approach. The idea of humanistic HR management acknowledges the fact that the employee is a human being, is human as an individual who has the right to dignity, fairness, to be developed, to be independent, to become part of the whole, and to be able to meaningfully participate. There is a body of research which indicates that, in combination, employee well-being, resilience, voice and common-good values are pivotal to making HR systems more sustainable that focus on organisational performance alone (Aust, Matthews and Muller-Camen, 2020; Lu et al., 2023). When work meets psychological needs in addition to control and financial rewards, employee engagement is increased as well (Pincus 2023). Therefore, Tesco should adopt Taylorist Measurement in monitoring its HR Practices implementation, though it should have to be a Humanistic HR Practices design and implementation.
[bookmark: _Toc234089240][bookmark: _Toc234101040]5. Conclusion and Recommendations
The report identifies the link between technological change and talent retention and EDI as intertwined concerns and challenges within HR. While digital systems can help to increase efficiency, they can also bring about a decrease in employee trust if they are not properly communicated or trained. Likewise, while better remuneration and benefits go a long way towards attracting and retaining players, insufficient schedules, poor management, overwork, and lack of opportunities for progression can not be remedied with increased pay and benefits. The inclusion initiatives undertaken by Tesco do show commitment to inclusion, but for changes to occur, there is a need for greater equality and progression for women across the organisation and in women-led organisations.
The recommendations are directly based on these findings. First, consumer-level digital training and explanation of the use of people analytics should be given, as the analysis found digital anxiety, skill gaps and concerns about surveillance. Second, it should include clarity around career paths, mentoring and stay interviews, as progression and management quality were included in the retention conversation as significant employee conversations. Third, due to the EDI analysis identifying unequal senior representation, and because they are identified in the EEA as this being a key area that requires focused attention, the recruitment, promotion audits, and leadership sponsorship should be implemented in a structured way. Fourth, managerial coaching and people-management scorecards should be rolled out as the report proved that the consistency and application of HR policies are in the hands of line managers. Lastly, quantitative performance data should be put into context with employees' forums and qualitative feedback. Such a Taylorist and humanistic approach would ensure that Tesco could run in the same way whilst being mindful of employee dignity, voice, inclusion and wellbeing.
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