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1.1 Adapting to Technological Advancements

Rapid technological innovation is transforming organisational operations, making digital transformation essential for AMFRESH to remain competitive (Armstrong, 2023). Technologies such as automation, Artificial Intelligence (AI) and Digital HR systems can improve efficiency, productivity and decision-making. However, successful implementation depends on effective change management, employee training and continuous support. Lewin's Change Model highlights the importance of preparing employees for change, supporting implementation and reinforcing new practices. Although digital technologies offer significant benefits, their success depends on employee engagement, clear communication and a culture of continuous learning. Therefore, AMFRESH should balance technological investment with workforce development to achieve sustainable organisational performance.
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Digital HR systems have redefined the scope of human resource management by shifting key activities—such as recruitment, training, performance assessment, and personnel record-keeping—into virtual environments. A critical review suggests that technological progress is not inherently beneficial; rather, the organisational context and the strategies adopted to manage change ultimately determine the return on investment. For AMFRESH, the imperative lies in balancing efficiency gains with a commitment to inclusive development, ensuring that technological advancements enhance both organisational performance and employee well-being in a constantly evolving business landscape.
1.2 Talent Acquisition and Retention
Attracting and retaining skilled employees is a major challenge for AMFRESH, as competition for talent continues to increase. Employee engagement and career development improve retention and reduce turnover (Bratton and Gold, 2023). High employee turnover increases recruitment costs, reduces productivity and results in the loss of valuable organisational knowledge. Employer branding, training and career development can strengthen employee retention. Herzberg's Two-Factor Theory suggests that long-term motivation depends not only on competitive pay but also on recognition, achievement and career progression. Therefore, AMFRESH should combine financial rewards with employee development to improve retention and support long-term organisational performance.
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1.3 Diversity, Equity and Inclusion (DEI)
Diversity, Equity and Inclusion (DEI) is becoming increasingly important in the workplace. At AMFRESH, employees come from different countries, cultures, and backgrounds. Creating an inclusive working environment helps everyone feel respected and valued.
Providing equal opportunities means that employees are treated equally regardless of their age, gender, ethnicity, disability, or background. An inclusive workplace encourages employees to share ideas and work together more effectively.
A diverse workforce can bring different experiences and perspectives, which may improve creativity, innovation, and problem-solving. Inclusive workplaces improve innovation and employee performance (CIPD, 2024). Employees who feel included are often more satisfied with their jobs and more motivated to contribute to the organisation's success. Overall, promoting DEI can improve teamwork, employee engagement, and decision-making within AMFRESH.
2. Evaluation of Contemporary HR Practices
2.1 Technology
To support digital transformation, AMFRESH can use modern HR practices such as Digital HR Systems, Workforce Analytics, and Learning Management Systems (LMS).
Digital HR Systems help managers organise employee information, recruitment, attendance, and performance records more efficiently. Organisations that invest in digital HR systems are better prepared to respond to changing business needs (Bratton and Gold, 2023). Workforce Analytics allows managers to use employee data to support better decisions, such as identifying staffing needs or reducing absenteeism. Learning Management Systems provide online training, making it easier for employees to develop new skills. Digital HR systems, workforce analytics and learning platforms improve decision-making but may increase implementation costs and resistance to change. Employer branding, workforce planning and career development strengthen recruitment and retention when supported by leadership. Inclusive recruitment, leadership development and DEI training improve engagement but require continuous monitoring to avoid becoming symbolic initiatives.
These practices offer several benefits, including improved decision-making, fewer administrative errors, and higher productivity. However, they also have some limitations. The company may need to invest in new software, provide employee training, and manage resistance from employees who are not comfortable with new technology.
2.2 Talent Acquisition and Retention
AMFRESH can improve recruitment and retention by developing a strong employer brand, planning future workforce needs, supporting career development, and improving employee engagement.
A positive employer brand helps attract qualified candidates by showing that the company is a good place to work. Workforce planning helps ensure that the organisation has the right number of employees with the right skills. 
Career development opportunities and employee engagement activities can also increase job satisfaction and reduce staff turnover.
These practices can improve employee retention and reduce recruitment costs. However, they require time, investment, and continuous support from managers to achieve successful results.
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2.3 Diversity, Equity and Inclusion (DEI)
AMFRESH can strengthen organisational performance through inclusive recruitment, diversity training, leadership development and equal opportunity policies. However, these initiatives are only effective when supported by genuine leadership commitment and continuous organisational learning. While DEI can improve innovation, teamwork and employee engagement, challenges such as resistance to change, implementation costs and cultural barriers may limit its success. Bratton and Gold (2023) argue that sustained inclusive leadership is essential to achieving higher employee commitment and innovation. Therefore, AMFRESH should embed DEI into everyday practices through leadership accountability, continuous evaluation and measurable outcomes.
3. Critical Evaluation of Managerial Implementation
3.1 Leadership Accountability
Managers play an important role in making sure HR practices are successfully introduced. They should lead by example, support employees during changes, and make fair decisions. Continuous investment in leadership, digital technology and workforce development supports organisational success (CIPD, 2024).  Managers are also responsible for encouraging teamwork, providing guidance, and making sure company policies are followed. Good leadership can help employees feel more confident and motivated during periods of change. Managers should demonstrate accountability, communicate change through meetings, emails and workshops, and monitor outcomes using KPIs, turnover, absenteeism and engagement surveys. Kotter's change principles highlight the importance of creating urgency, communicating vision and sustaining change. McGregor's Theory Y encourages employee participation, trust and empowerment, increasing motivation during organisational change.
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3.2 Communication Strategies
A critical examination of communication strategies in HR management reveals that effective information flow is not simply a matter of clarity, but a complex process shaped by organisational hierarchies, power dynamics, and cultural context. While clear communication is often positioned as a panacea for employee resistance and uncertainty during change (CIPD, 2024), research suggests that the mere transmission of information may be insufficient to secure genuine buy-in. Managers must engage in two-way dialogue, actively soliciting feedback and addressing concerns, rather than relying solely on top-down approaches. The efficacy of regular meetings, digital communications, and workshops depends largely on the organisational culture and the degree to which employees perceive these channels as authentic opportunities for participation. Without this, communication initiatives risk being reduced to symbolic acts that fail to foster meaningful engagement or trust.






3.3 Monitoring and Performance Measurement
From a critical perspective, the monitoring of HR practices through tools such as Key Performance Indicators (KPIs), engagement surveys, and workforce analytics offers both opportunities and inherent limitations. While quantitative metrics can provide valuable insights and support evidence-based decision-making (CIPD, 2024), they often fail to capture the full complexity of employee experience and organisational dynamics. Over-reliance on measurable outcomes may encourage short-termism or neglect qualitative aspects such as morale, informal culture, and tacit knowledge. Truly effective performance measurement should thus combine data-driven analysis with regular qualitative feedback, fostering a more nuanced understanding of both successes and areas for improvement. Managers must remain vigilant against the temptation to reduce complex human processes to simple numbers, and instead use these tools as part of a holistic strategy for organisational learning and adaptation.
3.4 Organisational Culture
A critical approach to organisational culture recognises that fostering a positive environment is not merely about encouraging respect and teamwork, but about addressing underlying power structures, implicit biases, and conflicting interests. While supportive cultures are linked to improved performance and retention, the process of cultural transformation is fraught with challenges, including resistance from established groups and the slow pace of attitudinal change. Managers play a pivotal role, not only by modelling inclusive behaviours, but also by challenging practices and values that undermine stated commitments to inclusion and collaboration. Sustainable culture change requires sustained effort, transparent leadership, and the alignment of formal policies with everyday practices—without which, cultural initiatives risk remaining superficial and ineffective.
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3.5 Barriers and Solutions
Implementing new HR practices may face barriers such as resistance to change, limited budgets, inadequate training and poor communication. These challenges often reflect deeper organisational and cultural issues rather than operational problems alone. To overcome them, AMFRESH should provide effective training, communicate transparently, involve employees in decision-making and create a supportive working environment. Addressing these underlying factors is essential for achieving sustainable HR transformation and long-term organisational success.

Conclusion
This report has discussed three important HR challenges faced by AMFRESH: adapting to technological advancements, attracting and retaining talented employees, and promoting Diversity, Equity and Inclusion (DEI). These challenges can affect productivity, employee satisfaction, and the long-term success of the organisation. The report has also shown that modern HR practices, together with effective leadership and communication, can help the company respond to these challenges. Overall, managers have an important role in supporting employees and ensuring that these practices are implemented successfully. AMFRESH can also improve organisational performance by integrating technology, effective leadership, and inclusive HR practices. Applying management theories together with motivation theories supports successful implementation and sustainable employee performance.

Recommendations
Based on this report, AMFRESH should continue investing in new technology and Digital HR systems to improve efficiency. The company should also provide regular training so employees can develop the skills needed for new ways of working. Strengthening employer branding and creating career development opportunities may help attract and retain talented employees. In addition, managers should regularly monitor HR performance using KPIs and employee feedback. Finally, promoting diversity, equal opportunities, and an inclusive working environment can improve teamwork, employee engagement, and long-term business performance.

APPENDIX A
SWOT Analysis of AMFRESH:
The SWOT analysis highlights that AMFRESH has several internal strengths, weaknesses, opportunities and threats that require effective HR strategies and strong managerial leadership.
	Strengths
	Weaknesses

	Established reputation in the fresh produce industry.
	Employee resistance to technological change

	Skilled and experienced workforce
	High training costs when implementing new digital systems

	Commitment to quality, food safety and sustainability.
	Inconsistent digital skills across different employee groups.

	Opportunities
	Threats

	Digital transformation through AI, automation and Digital HR systems
	Labour shortages within the UK agricultural and food sector.

	Workforce upskilling through continuous learning and development
	Increasing competition for skilled employees.

	Greater use of workforce analytics to improve decision-making.
	Rising operational and labour costs

	Strengthening employer branding to attract and retain talent
	Rapid technological change requiring continuous investment






APPENDIX B
This KPI dashboard helps managers measure the effectiveness of HR strategies by monitoring turnover, absenteeism, engagement, training, recruitment and diversity. These indicators support informed decision-making, continuous improvement and organisational performance

	Key Performance Indicator (KPI)
	Purpose
	Target
	Measurement Frequency

	Employee Turnover Rate
	Measures the percentage of employees leaving the organisation, indicating the effectiveness of retention strategies.
	Less than 10% per year
	Quarterly

	Absenteeism Rate
	Monitors employee attendance to identify potential wellbeing, engagement or operational issues.
	Less than 3%
	Monthly

	Employee Engagement Score
	Measures employee satisfaction, motivation and commitment through engagement surveys.
	Above 80%
	Every 6 months

	Training Completion Rate
	Measures the percentage of employees who successfully complete mandatory and development training programmes.
	100% mandatory training
	Quarterly

	Time-to-Hire
	Measures the average number of days required to recruit and onboard new employees.
	Less than 30 days
	Monthly

	Diversity Metrics
	Tracks workforce diversity across gender, age, ethnicity and other protected characteristics to support DEI objectives.
	Annual improvement in diversity representation
	Quarterly











References
   
· Armstrong, M. (2023) Armstrong's Handbook of Human Resource Management Practice. 16th edn. London: Kogan Page. 
· CIPD (2024) People Profession Insights. London: Chartered Institute of Personnel and Development. 
· Armstrong, M. and Taylor, S. (2023) Armstrong's Handbook of Human Resource Management Practice. 16th edn. London: Kogan Page.
· Bratton, J. and Gold, J. (2023) Human Resource Management: Theory and Practice. 8th edn. London: Palgrave Macmillan.
· Chartered Institute of Personnel and Development (CIPD) (2024) People Profession Insights. London: CIPD. Available at: https://www.cipd.org (Accessed: 2 August 2026).
· Chartered Institute of Personnel and Development (CIPD) (2024) The Profession Map. London: CIPD. Available at: https://www.cipd.org/en/the-people-profession/the-profession-map/ (Accessed: 2 August 2026).



image6.png
Figure 3. McKinsey 7S Framework
Aligning Internal Elements for Successful Change at AMFRESH
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Figure 1. Lewin’s Change Management Model
Applied to the Implementation of New Technologies at AMFRESH
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Figure 2: Herzberg's Two-Factor Theory
(Hygiene Factors vs Motivators)
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Figure 4. Employee Lifecycle
Key Stages and HR Focus at AMFRESH
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Figure 2. Kotter’s 8-Step Change Model
For Organisational Change at AMFRESH
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