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[bookmark: _Toc235290044]Introduction 
Developing and managing teams and individuals is essential for achievement of organisational goals. This report examines contemporary human resource challenges within Marks and Spencer (M&S). The business is a premier British retailer headquartered in London that specialises in clothing, home goods and luxury food products (Marks and Spencer, 2026). The organisation faces critical pressures regarding talent acquisition and retention, Equity and Inclusion, and technological advancements. This report encompasses an evaluation of digital HR systems, inclusive recruitment frameworks, and strategic workforce planning. The report further appraises the pivotal role of departmental managers in overcoming cultural barriers to accelerate implementation. The report will ultimately present evidence-based recommendations to align strategic HR practices with long term organisational performance and sustainability.
[bookmark: _Toc235290045]Explanation of key factors 
[bookmark: _Toc235290046]Adapting to technological advancements 
M&S is currently undergoing digital transformation with the aim of modernising its legacy high street fashion infrastructure (Moghrabi, et al.2023).  The primary issue is driven by structural barriers, organisation with heavily entrenched legacy systems and a multi-generational workforce, where many employees operate with varying levels of digital literacy. Introduction of digital HR scheduling, AI-driven forecasting and digital workplace tools creates operational friction in the organisation. 
Impact on organisational performance: uneven digital literacy directly creates bottlenecks in the store-level efficiency. When frontline workers struggle to use automated cloud based scheduling and real-time inventory systems it results in conflicts and stock-outs. This friction results in loss of sales and increase labor waste which hampers overall organisational performance. 
Impact on employee engagement: when organisation forces technology on the workforce without proper training, it triggers digital anxiety, and workers who feel intimidated by digital tools experience frustration, which ultimately educes employee motivation (Zaman, et al.2025). 
Impact on long-term sustainability: if M&S cannot blend its human capability with digital infrastructure, it faces strategic obsolescence. In competitive UK retail market, failing to achieve digital competence leaves business vulnerable to e-commerce giant and competitors, and this damages long term market share and commercial viability.
[bookmark: _Toc235290047]Talent acquisition and retention 
UK retail business environment is highly competitive, volatile and faces high employee turnover rates. M&S faces two fold organisational crisis: sourcing of tech talent to drive digital transformation and mitigating attrition on the shop floor (Ellis, 2024). Frontline retail roles are plagued by a perception of being rigid and low-skilled and it is difficult to retain high-performing employees.
Impact on organisational performance: To manage the dual talent crisis M&S engages in a cycle of expensive hiring.  Constant staff turnover depletes corporate resources into onboarding and training, and this even disrupts operational consistency, team cohesion and lower customer service standards.
Impact on employee engagement: Retail understaffing and high burnout create a physical and mental burden on the remaining staff.  Frontline employees are subjected to increased workloads in case of understaffing and this results in burnout and reduced employee morale. 
Impact on long-term sustainability: High turnover of employees decimates Marks& Spencer’s internal leadership pipelines and leaves a deficit of experienced future managers. Without sustainable employee retention practices the business cannot retain its employees, and cannot build stable skilled human capital infrastructure required to execute multi-year business growth strategies and it threatens sustainability of organisation.
[bookmark: _Toc235290048]Diversity, equity and Inclusion (DEI)
While M&S meets public CSR targets, it faces challenges while transitioning passive "tick-box" compliance to active inclusion of strategies in the business. Demographic disconnect exists: the frontline is highly diverse, while senior leadership remains structurally homogeneous. This creates cognitive biasness among employees and barriers in internal promotion. To build equitable culture, management must address structural issues, and evaluate how neglect of frontline workers impact their career advancements.

Impact on organisational performance: This demographic disconnect results in cognitive bias and groupthink within the senior executives. Organisation achieves best performance when all the diverse ideas are integrated. M&S's senior leadership remains homogeneous, the business could not leverage insights of the staff and this limitation hinders market innovation and M&S's operational capacity to adapt its product lines to changing preferences of UK customers.
Impact on employee engagement: When diverse frontline employees perceive that the career advancement paths are inequitable or biased, engagement of employees drops (Bhaskaran, et al.2022). This structural stagnation results in resentment among employees and they feel their effort has no relation with promotion and growth, which drops their motivation and engagement.
Impact on long-term sustainability: A superficial DEI framework damages M&S’s brand image among younger generations, who view corporate inclusivity as a non-negotiable requirement. If the business fails in building inclusive culture it loses talent recruits, damages reputation and risk alienating customers these things hampers long-term sustainability of the business.
[bookmark: _Toc235290049]Evaluation of contemporary HR practices 
[bookmark: _Toc235290050]Digital HR systems and workforce analytics
Implementation of advanced cloud-based digital HR systems and predictive workforce analytics facilitates business to track operational metrics and streamline workflows. It directly facilitates digital transformation by transforming personnel files into dynamic data-driven insights that help to predict staffing needs during shopping seasons. The system eliminates human error and minimises labor cost leakage and shifts HR from reactive approach to predictive approach.  Managers can make evidence-based decisions to optimise store performance. However, this system can risks causing structural inertia and alienating older employees. The organisation operates with multi-generational workforce and sudden change in HR practice can result in employee resistance and turnover.
[bookmark: _Toc235290051]Employer branding and workforce planning 
To combat the frontline turnover of employees and critical technical skill gaps, the organisation must integrate strategic workforce planning and employer branding.  This positions M&S as not merely high street retailer but forward thinking digital hub capable of attracting high calibre engineers and employees. Strategic workforce planning forecast future capabilities rather than relying on emergency recruitment. When the business will build premium image it will help to attract top talent and increase value of employees. However, this approach can create dual class corporate culture, when organisation will offer higher salaries and benefit to tech employees it can create resentment and result in organisational cohesion.
[bookmark: _Toc235290052]Employee engagement and retention strategies
To transition towards culture of inclusion, organisation can establish Employee Resource Groups and diverse mentorship frameworks (Kadilar, 2025). These strategies will build psychological safety and lower attrition rates in minority retail workers. Listening to ESG will allow to design inclusive organisational policies. However, if senior leaders fail to back these strategies with funding, they risk being dismissed as superficial tokenism. 
[bookmark: _Toc235290053]Inclusive Recruitment Practices
Marks and Spenser uses its unique recruitment practices that includes standardised digital AI applications and diverse interview panels. It is significantly designed to appoint those talents who deliver best customer centric services. 
Strengths: Their recruitment procedures highly promote the demographical frontline workforce because it considers the talented minds that could stand with different department groups. This demographical diversity empowers the workers to introduce the fresh perspective that integrates the store operational services (IvyPanda, 2026). 
Limitations: The foremost limitation exhibits in operational implementation of strategical plans and policies. Marks and Spenser operates in highly competitive market that faces high pressure during peak retail periods that hampers the intense scheduling demands. The initiative fatigue would often leads to rapid and convenience based hiring that affects the corporate hiring integrity. Additionally, the employees who are less familiar with the digitalized technology would hinder the possibility to hire in renowned organisation (Paycore, 2026).
[bookmark: _Toc235290054]DEI and Leadership Development 
Marks and Spenser has integrated the DEI with its leadership trackers to strategically utilize the employee-led network group for effective corporate management (M&S Careers, 2026). It helps to manage several departments at the same time from shop floor to executive management. 
Strengths: This ‘soft’ HRM strategy helped to enhance the psychological needs of employees by ensuring their retail morale and commitment. It integrates the DEI into its operational functions like the cultural driver of retention rather than any legal compliance. It reduced the high turnover cost that coherently relates with the retail industry (Research Gate, 2025). 
Limitations: Any significant barrier would act as the management discrepancy factor, the functional managers treat mentoring and DEI workshops as the peripheral administrative burden rather than core operational priority due to heavy commercial and sales target (Marketing Week, 2022). 
[bookmark: _Toc235290055]The verdict of Effectiveness 
To attain operational utility, Marks and Spenser must integrate the corporate and operational dimensions. Managers could utilize the real-time HR analytics tools to meet descriptive compliance and monitoring diversity matrices in different departments of organisation. Marks and Spenser is significantly required to implement the strict leadership accountability. To cater the peak trading pressure and promote genuine cultural transformation, the organisation is required to integrate the regional and store management with DEI performance. 
[bookmark: _Toc235290056]Critical Evaluation of Managerial Implementations 
The Marks and Spenser requires to implement the contemporary HR practices to support the overall functional utility within organisation that supports the overall strategic and functional aims of administration. The organisation needs to implement leadership functioning, better communication, performance monitoring and cultural habitant accountability. 
Leadership Accountability: The urgent requirement of modern HR framework at Marks and Spenser needs to address the significant policies, new talent workforce and application of modern HCM platforms (TATA consultancy Services, 2026). To effectively implement the leadership accountability within the organisation, the functional managers are required to integrate the departmental incentives with staff retention programs; it helps to promote the successful onboarding and overall development of organisation. 
Communication Strategies: To meet urgency requirement, functional managers are required to follow the strategic framework that promotes the use of internal digital portals like HRM platforms to handle daily hurdles at core operations. The organisation needs to ignore the traditional top-down lectures for transparent, two-way dialogue. The modern tools and techniques helps the HR mangers to articulate new policies within the enterprise that empower the frontline staff to disrupt the organisational anxiety and promote operational functions. 
Monitoring and Performance Measurement: The innovated technical tools that manage the operational work of HRM needs a constant and data-backed evaluation. At Marks and Spenser, the HR manager’s uses modern equipped software to measure employee turnover, recruitment costs and training completion rates. Currently, managers continuously checks on regular performance of employees by tracking every activity, it evaluate the 360-degree feedback from different departmental heads. This tracking system provides the profound ability to HR managers to identify the struggling teams and accordingly assign training programs for different department, through this tracking mechanism employees are provided appraisal incentives based on their performance. 
Organisational Culture: The Human Resource management requires to implement the soft HRM approach to manage the inclusive work culture with flexibility. The HRM approach should highly consider the employee commitment contracts and their psychological needs that foster intrinsic motivation. Functional and operational managers should act as the cultural mentor of the organisation who support the overall well-being of employees. To enhance the overall cultural horizon of an enterprise and evolve the continuous learning to boost the high morale, managers are require to critically address the development focused behaviour of their employees; it would to attain the long-term retail success (Marks and Spenser, 2026). 
Barriers to Implementation and Solutions: The most significant barrier in implementing the new operational changes in the enterprise is the subjectivity addressed by employees due to initiative fatigue. Other issues addressed due to new modern technology application and lack of managerial support that hinders the operational utility of enterprise. HR managers need to consider these barrier and strategically frame solutions to testify new policies. It also could offer the ‘training-on-demand’ programs to robust the structural support. HR manager could also frame certain tools to implement in daily tasks that foster workflows and promote operational utility. 
[bookmark: _Toc235290057]Recommendations
The major Human resource challenges faced by Marks and Spenser are digital Literacy gaps, High Retail Attribution, Homogenous Leadership and Initiative Fatigue. The organisation is required to implement the “training-on-demand” modules that hinders the digital anxiety among the workforce. It should combine regional and store level incentives that tie strictly with staff retention programs. It could also establish active Employee Resource Group (ERGs) and diverse mentorship tracks through corporate funding. The organisation is required to promote communication as a two way practice rather than top-down lectures. 
[bookmark: _Toc235290058]Conclusion
This report concluded the overall concept of Developing and Managing Individuals and Teams in context to renowned retail organisation named Marks and Spenser. It had significantly addressed the key factors such as technological advancement, talent acquisition and retention and DEI. It had presented the evaluation on Contemporary HR practices, while stating critical implications on Managerial implications. Lastly, it had provided the relevant recommendations for significant issues identified previously.
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