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1. Introduction

Calzedonia is a well-known international retailer specializing in stylish clothing and accessories, with a successful store chain in many countries, including the UK. This report analyzes my work in the company as an HR practitioner in the department. The main focus is on the implementation of technology, talent search, and creating equal conditions for all. In the fashion industry, it is important not only to find professionals but also to retain them due to high competition. Technology simplifies training, and inclusivity makes the team friendly. The report also assesses the role of managers who implement these changes on the ground. The right HR strategy helps people work better, which ensures the development of the company.
2. Key HR Challenges

Organizations like Calzedonia face many important HR challenges in managing their workforce in today’s fast-changing business environment. Three key drivers include technological advancements, talent acquisition and retention, and diversity, equality, and inclusion (DEI). These factors have a direct impact on employee productivity and the success of the organization.
2.1 Technological Advancement 
Advancements play a major role in modern HR practices at companies like Calzedonia. HR departments use various digital tools to improve recruitment, training, and daily operations.
One key is the use of artificial intelligence (AI) in recruitment. AI can scan and filter resumes to identify candidates who meet the requirements of a job. This helps save time and select the right candidates more efficiently. An AI chatbot can start a conversation between applicants and recruiters, answer questions, and help employers sort through applications to find the most qualified candidates (Brin, 2016).
Another important tool is the Applicant Tracking System (ATS), which helps manage applications, track candidates, and organize the recruitment process.

In addition, companies use e-learning platforms to train employees. Employees can learn about products and customer service online, which is useful in a retail business with flexible work schedules. The company has created an app that provides information on its products, sales stages, and loyalty cards, enabling on-the-go learning.

However, employees may need training in using these technologies, and the HR department should not rely solely on AI but also use human assessment.
2.2 Talent Acquisition and Retention
Finding and retaining talented specialists is a serious challenge for retail, and Calzedonia is no exception. Companies need not just employees, but people with excellent communication skills, customer orientation and a passion for fashion. Due to the specifics of the industry, such as flexible schedules, work on weekends and physical exertion, retail often experiences high staff turnover. To overcome these difficulties, Calzedonia's HR department creates the most favourable conditions and a motivation system. The company offers attractive benefits, such as a personal 50% discount on products and regular uniform renewal.  The company does not just look for talent, but forms them through studies and training, making employees professional and motivated. When employees feel supported, valued for their work, and see real rewards for their achievements, they become loyal to the brand and are less likely to change jobs.
2.3 Diversity, Equity and Inclusion (DEI)
Through its DEI strategy, the company creates a space where people don't just work, but feel like they are part of a single whole. A sense of security and support motivates employees to give their all and achieve high results. Diversity, equality and inclusion (DIE) are important factors in modern organisations like Calzedonia. A diverse workforce includes people from different backgrounds, cultures and life experiences. As Swinson (2013) explains, “we need to move away from diversity being a 'human resources' issue to realising that companies can prosper by making the most of the diversity and flexibility of their workforce and customers”. 
Employees from different backgrounds can bring new ideas, different perspectives and creative approaches to work. They can share their knowledge, learn from each other and improve teamwork. This is particularly important in retail, where understanding different customers helps to improve the quality of service. At the same time, organisations need to understand that employees have different needs and personal situations. Cultural differences, beliefs and individual experiences can influence the way people communicate and work. It is therefore important to treat all employees with respect and understanding. Equality means ensuring equal opportunities and fair treatment for all. This includes supporting employees with disabilities by creating safe and accessible working conditions so that they can carry out their duties effectively. Inclusion ensures that all employees feel valued, respected and part of the team. When organizations support DIE, employees become more engaged, confident, and productive. 
However, managing diversity can be challenging, so HR ensures that inclusive policies and training are in place.
3. Contemporary HR Practices
As an HR practitioner at Calzendonia, I would apply contemporary HR practices to improve technological advancement, talent acquisition, and retention, and diversity, equity, and inclusion. These practices would help improve workforce performance, employee satisfaction and recruitment outcomes.  

3.1 Practices for technological Advancements

As an HR practitioner, I would use modern digital tools to improve the recruitment and selection process. One practice is an Applicant Tracking System (ATS) and artificial intelligence (AI) to screen resumes and identify suitable candidates. This helps reduce the time spent reviewing applications and improves the efficiency of recruitment.

I would also use online interviews and digital onboarding systems to make the recruitment process faster and more flexible. New employees could complete online training modules to learn about products, company policies and customer service standards before starting work. These practices would have a positive impact on the workforce because they would improve the quality of recruitment, help employees adapt more quickly and increase productivity.

However, I do not rely only on technology. Automated systems may overlook strong candidates, so I would combine digital tools with human thinking, using interviews and trial shifts to make the final decision. This approach creates a hiring process that is both efficient and fair, allowing you to assess employees’ talents, skills, and experience.
3.2 Practices for talent acquisition and retention

To improve talent acquisition and retention, I would use motivational methods such as selecting a “salesperson of the month” or rewarding staff with gift cards. These incentives encourage employees to work more efficiently and achieve better sales results.

Employee performance can be monitored through systems that track the performance of each sales consultant. If an employee’s performance is high, they receive good feedback and a reward; if performance is lower, additional training can be provided to improve product knowledge and sales skills.

This approach has a positive impact on the workforce because it increases motivation, improves productivity, and helps employees feel supported by the organization.

This practice can be linked to Abraham Maslow’s theory of needs, where recognition and rewards support employees’ needs for esteem, helping them feel valued and needed. Continuous learning and career development also support self-actualization needs as employees improve their skills and work towards career growth.

However, I am required to ensure the fairness of these reward systems and equal opportunities for recognition and development of all employees.

3.3 Practices for DEI

To improve diversity, equity, and inclusion, I would implement fair hiring practices, ensuring that candidates are selected based on skills and experience, without discrimination. This approach is supported by Calzedonia’s Code of Ethics, which states that the company is committed to preventing discrimination based on gender, age, nationality, disability, religion, or personal circumstances, while promoting equal opportunities and fair treatment for all employees. 
I would also provide diversity training to help employees understand different cultures, perspectives, and individual needs. This will improve teamwork and create a respectful work environment.

I would also provide a safe and accessible work environment for employees with disabilities to ensure that all employees have equal opportunities. For example, the company already has a policy in place: if an employee has a mental health, stress, or other reason that requires them to leave, the company keeps the employee’s job and provides an opportunity to resolve the situation and return to their job. When employees feel respected, supported and included, they are more engaged and productive. 
4. Role of departmental managers
Departmental managers have an important role in making sure that HR practices are implemented consistently and on time. Even if the HR department creates the policies, the manager is responsible for using them daily work and supporting employees. 
For technological advancement, the manager makes sure that employees know how to use new systems, such as online training platforms, cash register operations, sales, returns, and online ordering. The manager gives support and training when needed. This helps employees work faster and with fewer mistakes. If the manager does not provide enough support, employees may not understand the system, and this can reduce productivity.
Managers are also responsible for talent acquisition and retention. They help by providing feedback, recognising good work, and motivating staff. For example, managers can reward employees for good performance and support them with additional training as needed. This improves motivation and helps employees stay with the company. If managers do not support the team, employees may feel unappreciated and leave the organization.

In diversity, equity and inclusion, managers ensure that all employees are treated fairly and respectfully. They support equal opportunities and help create a positive work environment for people with different backgrounds. This improves teamwork and employee well-being. If managers ignore these responsibilities, employees may feel excluded and conflicts may arise in the workplace. Therefore, managers are very important in ensuring successful HR management. Good management improves employee productivity, motivation and teamwork. However, poor management can create problems such as low morale, low productivity and high turnover.
It is important that managers implement these HR practices as a matter of urgency because delays can have negative effects on the organisation. If technology is introduced too slowly, the company may become less competitive. If motivation strategies are delayed, employee turnover may increase. If DEI policies are not applied quickly, workplace problems may grow and employee trust may be lost.

Therefore, departmental managers must not only apply HR practices but also regularly monitor results, listen to employee feedback and take quick action when improvements are needed. Their leadership is essential to ensure that HR strategies improve performance, support employees and help the organisation achieve its goals.
5. Conclusion and recommendations
In conclusion, my experience at Calzedonia has shown that modern HR practices are very important in improving employee productivity, motivation and teamwork. For example, regular product training helps employees improve their knowledge and confidence in dealing with customers. Reward systems help motivate staff and encourage better performance. In my experience, employees work harder and feel more valued when managers recognize their efforts and provide positive feedback. The HR department also supports not only employees but also customers’ rights by ensuring that staff follow company policies, provide fair service and uphold professional standards. This helps build customer trust and improves the business’s reputation. 
To improve these practices, managers are encouraged to conduct regular training and improve communication with employees. It is also important to regularly review safety procedures and ensure that both employee welfare and customer rights are protected. These actions can increase employee satisfaction, build customer trust and contribute to the long-term success of the business.
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