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Abstract
Human resource management is one of the major functions in UK retail businesses that has helped them to improve their performance by ensuring higher motivation levels among their workers. However, a lot of organisations in the current landscape have failed to ensure better operational excellence in firms for the lack of an excellent workforce. This has also created barriers for HR managers to implement a better staff engagement model in their businesses. The current project has been highly crucial for understanding the strategies which can be reliable for enhancing motivation among personnel and ensuring long-term performance in business. The research has discussed the influence of Maslow’s Hierarchy of Needs on HRM strategies to improve employee motivation and organisational performance. Moreover, the literature review has discussed all objectives regarding the research topic. The research has indicated that HRM strategies in UK retail, specifically focusing on intrinsic motivation and training, effectively increase employee motivation and organisational performance. An Onion framework has been utilised for the accomplishment of the overall project. Secondary mixed-method research has been conducted in this scenario, where both qualitative and quantitative data have been gathered. Moreover, a content and a numerical analysis have been conducted, which have helped in meeting the current aim and objectives of the project in an adequate manner. The data collection section has showcased both a secondary qualitative process over a content analysis and a quantitative process via graph analysis. Outcomes from both sections have been derived and analysed with the results of the literature chapter and they have been reflected in the discussion section. The conclusion and recommendation section has discussed the summary of the entire research findings. This section has also discussed the contribution and limitations of the research. Productive HRM practices boost productivity and retention by fostering a supportive, engaging work environment. It strongly links employee goals directly to company success.
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[bookmark: _Toc225534303]Chapter One: Introduction
[bookmark: _oed5etfkgyx3][bookmark: _Toc225534304]1.1 Introduction
The current chapter will introduce the background of the research along with its aim and objectives. Moreover, the problem statement and significance of the study will be also elaborated in this context. Such a process will help in the accomplishment of the other sections in this project.  
[bookmark: _yeub2ipjd22g][bookmark: _Toc225534305]1.2 Research Background 
The implementation of motivation measures within a business context is highly essential for companies for ensuring intense performance in their operations. Human resource management in UK retail brands plays a crucial role in aligning these practices with the help of different HRM policies and strategies (Bratton et al., 2021). Such a process also helps to enhance the operational performance of firms, in which they are able to achieve their long-term objectives in an adequate manner. Training and development, reward and recognition, and others have been some of the major plans followed by companies (Galer, 2021). The current project will evaluate actual measures undertaken by brands in the UK retail landscape. Moreover, the barriers that are faced by companies will be also evaluated in this scenario for the development of some suitable tactics to minimise those challenges and ensure better motivation among their workforce. 
[bookmark: _7x8qy4ck01ep][bookmark: _Toc225534306]1.3 Problem Statement
A lot of companies in the UK landscape have faced challenges in ensuring employee engagement and motivation measures in their business context for the lack of well-equipped professionals in the workforce. While large brands like M&S, Tesco, and others have integrated staff training and recognition programs, small and medium-sized ventures have encountered issues due to the limitation of budget (M&S, 2026). Such a process has prevented these companies from managing retention levels in their workforce. This has also affected the overall performance of firms and restricted them from achieving competitive growth in the current market (Kasperczuk et al., 2025). The current project will reflect on such issues that are faced by UK retail organisations and their HRM in ensuring proper motivation and engagement of workers. Such a process can allow to identify the major barriers accordingly, which can lead to the development of some suitable measures to minimise those concerns in an adequate manner. 
[bookmark: _tvv7sh4lnkq][bookmark: _Toc225534307]1.4 Research Aim and Objectives
Aim 
To investigate the influence of HRM strategies followed by the UK retail organisations on their employee motivation and organisational performance.
Objectives
To identify the current HRM strategies practised by the retail firms in the UK and their impact on staff motivation and overall operational performance. 
To analyse the major barriers faced by the UK retail businesses in the process of implementing workforce motivational strategies in their HRM practices. 
To evaluate some suitable HRM approaches that the UK retail firms can use to overcome staff motivation issues and ensure consistent organisational success.
[bookmark: _n7wqk9jpot9c][bookmark: _Toc225534308]1.5 Research Questions
What are the current HRM strategies practised by the retail firms in the UK and their impact on staff motivation and overall operational performance? 
What are the major barriers faced by the UK retail businesses in the process of implementing workforce motivational strategies in their HRM practices? 
What will be suitable HRM approaches that the UK retail firms can use to overcome staff motivation issues and ensure consistent organisational success?
[bookmark: _41959po9hcp0][bookmark: _Toc225534309]1.6 Research Rationale
Human resource management is one of the major functions in the business context of UK retail organisations that ensures employee motivation measures in businesses (Wilton, 2022). Such a process allows companies to enhance their operational performance and reach their future objectives in an adequate manner. However, in recent times, a lot of organisations have encountered issues in managing the engagement and motivation of personnel in their workforce (Machova et al., 2022). Due to the limitation of budget and resources, they have failed to ensure these aspects, which has affected their operational excellence in current times. The current project will be highly crucial for reflecting on those factors and identifying the major challenges faced by businesses. Such a process can lead to the development of some adequate measures that can allow those organisations to enhance their long-term performance with the proper integration of motivation measures in their businesses. 
[bookmark: _g4304acu40mr][bookmark: _Toc225534310]1.7 Research Structure
	Name of chapters 
	Overview of the chapters

	Chapter One: Introduction
	The overall chapter has introduced the background of the project along with its aim and objectives. Moreover, the problem statement and rationale behind the research have also been determined in this section. 

	Chapter Two: Literature Review 
	A wide range of literature will be analysed in this scenario. Theoretical and practical discussions will be determined, which will allow to meet the current objectives of the research. 

	Chapter Three: Research Methodology
	The overall process for the accomplishment of the research will be elaborated in this context, including its data collection and analysis methods. 

	Chapter Four: Data Analysis and Discussions
	Secondary data will be analysed in this context for extracting key findings. The discussion will also highlight the critical insights related to the topic. 

	Chapter Five: Conclusion, Limitation and Recommendation
	The overall summary of the research and its limitations will be determined in this section. Moreover, a few recommendations will be shared in this context, which can be helpful for UK retail organisations to enhance their staff motivation and performance accordingly. 



[bookmark: _dnci0bp0ky0o][bookmark: _Toc225534311]1.8 Chapter Summary
[bookmark: _jk119d7wbxc7]Human resource management plays a crucial role in managing the motivation levels of workers in the UK retail landscape. However, in recent times, the operations have been affected due to some barriers, such as the limitation of well-equipped workers, as well as resource and budgetary constraints. The current project will be crucial for reflecting on those factors and developing some key strategies to minimise the overall challenges and ensure high-end performance and massive staff motivation within UK real organisations.


[bookmark: _Toc225534312]Chapter Two: Literature Review 
[bookmark: _Toc225534313]2.1 Introduction 
Productive recognition programs and fair rewards improve employee motivation and foster a positive workplace. Formal training programs are vital, which also leads to improved employee skills, higher productivity and decreased employee turnover. Retailers with strong performance management experience improved organisational results. The research has discussed the influence of Maslow’s Hierarchy of Needs on HRM strategies to improve employee motivation and organisational performance. Moreover, the literature review has discussed all objectives regarding the research topic. 
[bookmark: _Toc225534314]2.2 Theoretical Discussion
Maslow’s Hierarchy of Needs
According to Calicchio (2023), Maslow’s Hierarchy of Needs framework is applied to UK retail HRM by aligning strategies with employee needs such as physiological or safety needs, belonging needs and esteem or self-actualisation needs. Competitive salaries and remuneration come under physiological or safety needs. Social interaction comes under belonging needs, and development also comes under esteem or self-actualisation needs. It really helps to improve employee motivation and performance. Team-based structures, employee recognition programs and social activities help build a supportive culture which helps to address the need for belonging and decrease feelings of isolation, specifically in retail stores. HRM strategies that focus on performance management, employee appreciation, rewards and promotion opportunities boost morale and foster a sense of achievement. 


[bookmark: _Toc225534315]2.3 Conceptual Framework  

Figure: Conceptual Framework
[bookmark: _Toc225534316]Source: (Author, 2026)
[bookmark: _Toc225534317]2.4 Current HRM Strategies of Retail Businesses and Their Impact on Their Overall Operational Performance of The Organisation and Staff Motivation
Flexible Scheduling and Technological Adoption 
Flexible scheduling approaches such as shift swapping, compressed workweeks and part-time roles are a necessity to maintain high turnover and unpredictable customer needs. The research of Olekanma et al. (2024) shows that flexible scheduling leads to improved work-life balance, which reduces burnout and employee absenteeism. In organised retail, it has been shown to improve employee motivation by increasing job autonomy and trust. A significant counterpoint is that flexibility in retail is skewed toward corporate roles, while frontline store staff, who are crucial, face limited options. The outcomes of the research of Machova et al. (2022) argue that without careful management, flexible arrangements can turn into unpredictable scheduling. It causes stress and reduces job satisfaction, specifically in unorganised, small-scale retail. 
Targeted Training and Development 
As per the research of Kinderis (2025), targeted training and development are critical, modern HRM strategies in retail that improve operational performance and staff motivation by aligning employee skills with evolving digital and customer service demands. The integration of AI, AR, VR and data analytics training to maintain modern retail technology. Most retail businesses strongly focus on interpersonal skills to improve customer experience and satisfaction. They also use flexible training methods to train employees without requiring physical presence. Specifically, well-trained employees work faster, make fewer errors and improve overall operational effectiveness. Improved skills directly translate to better customer service, higher net promoter scores and better sales outcomes. They have provided a strong focus on development, which improves retention, reducing the high costs of recruiting and training new retail staff. 
Formalisation of HR Policies
As opined by Bechter et al. (2022), the concept of organised retail strongly shifts from informal, flexible practices to structured HRM policies, which is critical for survival in a competitive landscape. Structured recruitment and onboarding allow retailers to rapidly increase their workforce for seasonal demand and manage high turnover. Standardised training ensures that employees are equipped with essential product knowledge and service skills, which directly contribute to sales performance. Specifically, transparently defined HR policies create a sense of fairness and transparency, which boosts employee engagement. When employees know exactly what is expected of them, understand career paths, and have fair performance assessments, their motivation and retention levels improve. 
[bookmark: _Toc225534318]2.5 Barriers for Retail Businesses While Incorporating Workforce Motivational Strategies as Their HRM Practices
Limited Budget for Training and Rewards
According to Uwakwe Udeh et al. (2025), retail businesses in the current business market generally fail to provide formal training due to a lack of time or funds, which leads to high turnover of entry-level employees seeking better opportunities. When training is implemented without competitive pay or benefits, it specifically fails to enhance employee motivation. Budget constraints generally force retailers to adopt quick or reactive measures, which fail to address the long-term essence of employee engagement and skill development. The findings of the study of Priatna et al. (2025) argue that the focus should shift from reducing training cost to maximising the return on investment from training. Literature suggests intrinsic motivators involving recognition and work-life balance, which can partially mitigate the need for large monetary rewards. 
Talent Pool and On-Demand Pay 
As opined by Diez (2024), retailers face a chronic shortage of skilled and long-term employees, along with many workers viewing retail roles as temporary. The need to fill vacancies quickly generally leads to hiring for immediate availability rather than cultural fit or growth potential. It really undermines strategies aimed at building a motivated, long-term workforce. As opined by Liaquat et al. (2024), retail businesses face stiff competition from other sectors such as logistics, e-commerce and hospitality, which can offer similar or better roles. It really helps them to create a talent shortage that shrinks the pool of available workers. On-demand pay allows employees to access earned wages before the traditional payday, generally through an app. While this can motivate staff, it introduces significant logistical and financial challenges. Without the literacy of strong financial concepts, employees could misuse the system, which can lead to financial instability. It really decreases motivation and increases stress. 
Inflexible Scheduling and Poor Work-Life Balance
Inflexible scheduling and poor work-life balance are critical barriers in the retail sector, which directly contribute to high employee burnout, low morale and staggering turnover rates. The research of Bello et al. (2024) shows that high-pressure environments combined with long, unsociable hours lead to stress, burnout and decreased quality of life, which also improves absenteeism. Inflexible scheduling undermines the productivity of motivational HRM practices such as recognition programs, career advancement and employee engagement. Rewards feel hollow if employees are too exhausted or stressed to enjoy them. Moreover, long, unpredictable hours decrease the capacity of employees to take training or seek promotion. Unpredictable schedules make the workforce feel like expendable resources, which also erodes loyalty towards the job role. 
[bookmark: _Toc225534319]2.6 Recommended HRM Approaches for Retail Businesses Overcome the Problems Related to Staff Motivation and Ensure Organisational Success
Developed Training Programs 
According to Elugbaju et al. (2024), developed training programs are a highly recommended human resource management approach for retail businesses, which serves as a critical tool to overcome low staff motivation, high turnover and skill gaps while driving overall organisational success. Retail managers can transform jobs into careers by creating a structured learning environment. It strongly improves employee confidence and fosters a culture of engagement that directly influences customer satisfaction and sales performance. Job rotation and cross-training allow employees to acquire new skills and understand different facets of the business, which also prevents burnout and encourages enthusiasm. 
AI-Driven Forecasting 
The research of Croitoru et al. (2025) shows that AI-driven forecasting platforms analyse massive datasets such as historical sales, local events, customer foot traffic and weather patterns. It generally helps them to predict staffing needs by analysing employee skills with operational requirements. AI-enabled scheduling creates fairer rosters by factoring in employee preferences, availability and labour laws. It strongly minimises the perceived unfairness of manual scheduling. When employees feel the work distribution is fair and their personal needs are considered, it really increases their motivation level. Retailers using AI for workforce management experience higher retention rates due to decreased employee turnover. A properly staffed store with motivated employees leads to better customer service, higher sales and improved loyalty. 
Establishment of Improved Work-Life Balance
According to Sirgy and Lee (2023), the use of digital tools to allow employees to swap shifts or choose their hours helps balance personal obligations with company needs, which reduces absenteeism. Training employees in several roles prevents burnout during peak times, generally fosters teamwork and provides more career development opportunities. It is important to create an environment in which employees feel valued and heard, including access to employee assistance programs for mental health and stress management. The application of Maslow's Hierarchy of Needs to retail human resource management enables better work-life balance and higher motivation, which drives organisational success. Retail businesses can decrease staff turnover, improve morale and enhance employee engagement by addressing needs from base-level pay and safety to social belonging, esteem and self-actualisation. Specifically, a motivated and less-stressed workforce engages more positively with customers, which specifically improves the shopper experience and increases the sales rate. The implementation of the effective work-life balance and technology-driven scheduling results in higher productivity, better attendance and also improved competitive benefits. 
[bookmark: _Toc225534320]2.7 Literature Gap
The research generally focuses on the existence of HRM policies rather than their inconsistent implementation across different UK retail branches. It really leads to varying levels of employee motivation and performance. While high-performance human resource management is documented, there is a lack of focus on labour-intensive industries such as retail in the UK, where worker flexibility and high staff turnover create unique complications. The literature discussion does not discuss how AI-enabled HR tools influence staff motivation, specifically in balancing effectiveness with human-centric management. While a correlation between HRM and performance is recognised, the research has not discussed psychological mechanisms through which retail-specific HR strategies translate to improved motivation and performance. 
[bookmark: _Toc225534321]2.8 Summary 
The research has indicated that HRM strategies in UK retail, specifically focusing on intrinsic motivation and training, effectively increase employee motivation and organisational performance. Productive strategies such as high-performance work systems and performance management strongly improve productivity and retention. Strategies that prioritise job satisfaction and personal growth have a strong association with improved organisational performance. 


[bookmark: _Toc225534322]Chapter Three: Research Methodology
[bookmark: _nstcl4chd8l1][bookmark: _Toc225534323]3.1 Introduction
The current chapter will elaborate on the systematic process of data collection and analysis that is used in this research. Moreover, the design, strategy, and method of the project will be also determined in this scenario. 
[bookmark: _ndhhvzd62a3w][bookmark: _Toc225534324]3.2 Research Onion
[image: Diagram of the Research Onion showing all six layers of research methodology.]
Figure: Research Onion
Source: (Smith, 2024)
This is one of the most systematic frameworks which are used for the accomplishment of research projects. It has multiple layers, like approach, philosophy, design, and others, which allow investigators to achieve the aims and objectives of studies accordingly (Smith, 2024). The framework has been used in this context for identifying the influence of HRM strategies followed by the UK retail organisations on their employee motivation and organisational performance.
[bookmark: _8acisftupl1a][bookmark: _Toc225534325]3.3 Research Philosophy
The practical, theoretical knowledge and key assumptions of a researcher define the philosophy of the research. This guides the investigator throughout the overall steps of the project and allow to accomplish them accordingly. In this case, a pragmatism philosophy has been chosen by the investigator over positivism and interpretivism (DePoy, 2024). The overall approach has helped in investigating the current phenomena and aligning some key insights related to the work. Due to the use of this philosophy, the depth of the project has been enhanced, which has allowed the investigator to achieve the aim and objectives of the research in an adequate manner. 
[bookmark: _qaj2j4nj6uy9][bookmark: _Toc225534326]3.4 Research Approach
The procedure of conducting research is referred to as the approach of the project. In this scenario, the investigator has prioritised an abductive procedure over deductive and inductive procedures (Williams, 2022). Due to the use of this process, the researcher has been able to deal with the current phenomena accordingly and highlight the influence of HRM practices on the overall motivation of workers in the UK retail landscape. The proper utilisation of this approach has assisted the investigator to gather a wide range of data for the work and highlight crucial insights effectively.  
[bookmark: _m6ldbbtwvuac][bookmark: _Toc225534327]3.5 Research Strategy
A case study strategy has been followed in this context for the accomplishment of the current research. This has helped the investigator to focus on a particular factor and execute the overall project effectively (Creswell and Plano Clark, 2023). Moreover, the case study of Marks & Spencer (M&S) has been chosen for extracting key findings from the study. Such a process has helped in understanding the influence of HRM measures on their staff motivation factors.  This has also allowed to determine the key barriers for the firm and develop some effective strategies to deal with these problems in an adequate manner. 
[bookmark: _70s1igig1ft1][bookmark: _Toc225534328]3.6 Research Design
The overall research has been developed on the basis of an exploratory design over a descriptive one. In this context, the chosen type has helped the research to explore a wide range of secondary resources such as case studies, articles, books, websites, and others. This has helped to maintain consistency of findings and elaborate on critical insights related to the topic (Molina-Azorin and Fetters, 2022). Due to the use of this method, the overall aim and objectives of the research have been effectively achieved by the investigator without major complexities.  
[bookmark: _1a20ypg5mc5f][bookmark: _Toc225534329]3.7 Research Methods
A mixed method has been chosen by the investigator for the accomplishment of the overall research. Mono and multi have not been considered by the investigator to reflect on the broader scenario related to the topic (Bougie and Sekaran, 2025). Such a process has helped the researcher to access both qualitative and quantitative resources in this context. This has supported the investigator \to elaborate the generalised facts and align them with numerical insights. This has enriched the reliability of the overall research and assisted to achieve the objectives in an adequate manner. 
[bookmark: _f3idxsdhjm5v][bookmark: _Toc225534330]3.8 Data Collection Tools and Techniques 
Only the secondary tools have been utilised by the researcher for the completion of the overall research work. Key insights have been collected with the use of reliable sources such as case studies, articles, peer-reviewed journals, books, industrial reports, and relevant websites (Christiansen, 2025). Such a process has helped to maintain the consistency of the research and complete the project systematically. Moreover, the secondary data collection has been effective in terms of cost and time. A wide range of resources has been collected digitally, which has helped to gain critical insights related to the topic. Such a process has helped the investigator to reflect on key facts and figures accordingly. 
[bookmark: _lgqtklm5wcyh][bookmark: _Toc225534331]3.9 Data Analysis Method
A numerical analysis has been conducted by the investigator in this scenario with the use of relevant graphs, charts, and figures. This has helped to extract crucial statistical insights related to UK retail organisations. Apart from that, a content analysis method has been also utilised for the evaluation of secondary qualitative resources. Due to the use of both these types, the researcher has been able to maintain the consistency of results (Tan, 2022). Such a process has assisted in achieving the aim and objectives of the research. In this context, only reliable resources have been chosen, and unbiased information has been utilised. This has enhanced the reliability and validity of the research in an adequate manner. 
[bookmark: _x40drywxblv6][bookmark: _Toc225534332]3.10 Time Horizon
A cross-sectional time horizon has been utilised by the investigator for completing the current research work. This has helped the researcher to finish all the phases of the project systematically within the timeline. Such a process has also supported in mitigating delays and managing consistency with the help of ethical considerations. Due to these aspects, the reliability and validity of the project have been enhanced (Williams, 2022). 
[bookmark: _tsilmzjbxrx5][bookmark: _Toc225534333]3.11 Ethical Considerations
The investigator has maintained all ethical considerations in this context. Only reliable secondary sources have been utilised for extracting the key findings related to the work. Moreover, the researcher has delivered proper acknowledgements to the original authors (Creswell and Plano Clark, 2023). Such a process has supported the investigator to minimise ethical concerns and copyright issues. Proper analytical technique has been followed by the aspirant, which has assisted in mitigating biases from the research.
[bookmark: _krx7rquz1lfh][bookmark: _Toc225534334]3.12 Chapter Summary
An Onion framework has been utilised by the researcher for the development of the current research. The pragmatism philosophy has been supported with the use of an abductive approach. Moreover, the case study of Marks & Spencer (M&S) has been utilised for the accomplishment of this mixed-method project. Both secondary qualitative and quantitative resources have been utilised by the investigator. Such a process has supported in gaining crucial insights related to the research. A content analysis and a numerical evaluation have been conducted by the investigator. All ethical considerations have been also followed by the aspirant throughout the completion of the research. 


[bookmark: _Toc225534335]Chapter Four: Data Analysis and Discussions
[bookmark: _Toc225534336]4.1 Introduction
The following section will highlight an in-depth data collection and analysis section focusing on the influence of HRM strategies within the UK retail sector on employee motivation and organisational performance. Both secondary qualitative and quantitative data sets will be used to address the topics and generate effective insights. Followed by that, a discussion section will also be included here comparing the outcome from both the literature and the data collection sections. 
[bookmark: _Toc225534337]4.2 Qualitative study
Flexible and hybrid working models
The working landscape has changed a lot after the pandemic, as most of the UK retail businesses have introduced remote and hybrid working procedures. By adopting the trend of remote working and following the employee demands, the HR management has initiated the process where employees can remotely work (Retailistmag, 2024). It has made most of the employees highly satisfied as they can maintain a good balance between their personal and professional lives. 
Digital transformation and AI engagement
A lot of HR managers of the retail businesses are also integrating digital technologies like AI, ML, Cloud and modern ERP systems. These technologies are mostly automating the HR processes like recruitment, employee feedback, performance management and providing compensations (IMD, 2026). These technologies are not only automating the process, but also adding flexibility and reducing redundancy and errors from the processes for better organisational management. 
Employee well-being and development
Focusing on career development and their physical and mental health is another major responsibility of HR management. In order to perform that, a lot of retail businesses have introduced employee training and development programs to make them upskilled (Harrington, 2024). This is helping in both of their current and upcoming professional lives. Moreover, HR personnel are looking after the well-being of their employees, looking after their issues and communicating with them to solve their issues. 
High employee engagement
The HR management of the retail businesses in the country has adopted several strategies which are making the employees satisfied and more engaged with their workplace. In organisations like Marks & Spencer, Tesco and Sainsbury's, employee recognition programs are being conducted, which are establishing a supportive culture (Corporate, Marks and Spencer, 2026). With the training programs, the employees are feeling valued at their workplace and that is also motivating them to work more efficiently for the organisation.  
Better operational efficiency
Effective training and development programs are enhancing skills and confidence among the employees. This is directed towards a highly dedicated and efficient workforce for the organisations (Mitchell and Gamlem, 2022). Within the retail businesses, the customer service, inventory and store management operations are getting improved with the help of those skilled and quality employees. 
Economic pressure and increasing labour expenses
The overall managerial costs within the UK retail sector have increased a lot in recent times due to the rising National Insurance Contributions. Alongside that, the organisations also have to contribute to the National Living Wage, for which billions of pounds of expenses have been added for the retailers (Pucik et al., 2024). For that reason, a lot of retailers are struggling to manage those high costs and they are trying to cut their costs from other operations like employee training and reward systems. A lot of retail businesses have also slowed their employee recruitment processes to restore their financial stability by reducing spending on employee salaries. All of these factors are creating a major demotivating work environment and people are leaving their jobs, which is affecting the organisational workforce.  
Increasing turnover and seasonal recruitment
The annual turnover rate for the UK retail sector has increased a lot and for that, it is becoming very hard to incorporate employee motivational strategies for a longer period (Stor, 2023). As employees are leaving their jobs in large numbers, it is becoming hard for HR management to incorporate the training and recognition programs. This is also demotivating those who have not left the organisation and that is further driving towards a reduced workforce of the organisations. 
Higher budget allocation
One of the major issues that the HR management of UK retailers is facing is the rising costs of employee and organisational management. However, to manage this issue, the management of those organisations needs to allocate a higher amount of funding from different sources (Bratton et al., 2021). Bank loans and angel investors are two of the major financial sources through which businesses can get a huge amount of money, which they can invest in employee development and reward programs. It will make the employees highly motivated and enhance the workforce of the organisation.
Optimising talent pipelines and streamlining the onboarding process
Talent optimisation and effective employee onboarding are other strategic approaches that the retailer can adopt to tackle the issues with high employee turnover (Cassell et al., 2022). Building a talent pool, robust job posting and leveraging employee referrals have been some effective strategies that these organisations incorporate to streamline their recruitment pipeline (Wilton, 2022). Moreover, fast-tracking the employee onboarding process with the help of AI could also mitigate the crisis of employee deficiency. 
[bookmark: _Toc225534338]4.3 Quantitative study
[image: ]
Figure: Organisational culture that is driving employee recognition
Source: (EFX, 2026)
Developing an effective company culture is one of the major strategies that the UK retail organisations are adopting to make their employees more productive and enhance organisational performance. The above graphical representation highlights some relatable factors which are not only developing company culture but also driving employee motivation. 54% employees think that the organisational vision and values are making them motivated and more engaged with the organisational purposes. 53% employees think that the employee recognition initiatives are encouraging them to work more efficiently, while 50% of them think that the approaches for improving their performance are developing a higher workforce. 33% people think that employee training programs are motivating them, while 28% think that the physical workspace is driving their motivation. Therefore, most of the employees agree with good organisational values and employee recognition initiatives as their motivation factors.  
[image: ]
Figure: Reasons behind employee demotivation
Source: (EFX, 2026)
This graphical representation highlights some core reasons why the employees are getting demotivated. 43% of the employees think that they feel undervalued in their workplace, which is demotivating them. Bad managers and their poor employee management are two major reasons why employees also feel demotivated. 43% of the employees think that this bad manager is the major issue which is demotivating them. 40% of the employees feel that the lack of employee recognition is another crucial factor which is driving their interest away from their workplace. Therefore, according to these statistics, most employees think that feeling undervalued and having bad managers are two major reasons behind their disengagement with their workplace. 
[image: ]
Figure: Statistics of employee engagement
Source: (Jager, 2026)
The above statistics highlight that the employee engagement strategies are most effective and beneficial for the organisations which are trying to improve their performance. According to 92% executives, the highly engaged employees are driving a higher company performance. On the other hand, 72% of organisational leaders like organisational management and HR management think that highly engaged employees are transforming the customer service into a very positive and high standard. On the other hand, demotivated employees think that absenteeism is 37% higher than that of motivated employees. 18% lower productivity can also be seen among the disengaged workers compared to the motivated ones. 
[bookmark: _Toc225534339]4.3 Discussion
The above section has highlighted both the qualitative and quantitative analysis processes regarding the influence of HRM techniques on employee motivation and organisational performance. From the qualitative study, different HR strategies integrated in the UK retail sector, like flexible and hybrid working models, digital transformation, AI engagement and employee wellbeing and development, have been highlighted. From the graph chart analysis, employee recognition and aligning employees with organisational values are some motivating factors that are making them more engaged with the organisations. Flexible scheduling and technological adoption, targeted training and more effective HR strategies have been highlighted in the literature section, which highlights similar outcomes with the data collection section. Furthermore, the literature section has highlighted some challenges like limited budget, flexible scheduling and more, which affect the adoption of effective HR strategies. From the qualitative data collection section, economic pressure, increasing labour expenses and increasing turnover and seasonal recruitment are some issues with the implementation that have been highlighted. From the quantitative analysis, lack of value, bad management and poor recognition strategies are highlighted that are demotivating employees. Therefore, lack of budget and poor recognition are some similar outcomes that are affecting the process of implementing HR strategies. To mitigate those issues, some strategies have been highlighted in both sections. From the literature section, AI-driven forecasting, developing training programs and more techniques have been discussed. Followed by that, the qualitative data collection section highlighted strategies like higher budget allocation and optimising talent pipelines. From the graph analysis, it has been seen that developing employee engagement has been the most beneficial factor, which is improving the organisational performance. Therefore, introducing technologies in HR processes and initiating training programs are strategies which are similar and can help retailers adopt HR strategies for employee motivation.
[bookmark: _Toc225534340]4.4 Summary
The data collection and analysis section has been conducted above, where both the qualitative and quantitative analysis processes have been highlighted. For qualitative, a content analysis and for quantitative, a graph analysis has been done here. Afterwards, a discussion section has been added where the findings from literature and the data collection sections have been introduced. Analysing both the findings, it can be justified that some of the outcomes match with each other and this is evidence of high-quality research.


[bookmark: _Toc225534341]Chapter Five: Conclusion and Recommendations
[bookmark: _Toc225534342]5.1 Introduction
The research has indicated that HRM strategies in UK retail, specifically focusing on intrinsic motivation and training, significantly improve employee motivation and organisational performance. Productive strategies such as high-performance work systems and performance management strongly improve productivity and retention. Recognition and incentives are known as effective recognition programs, and fair rewards improve employee motivation and foster a positive work environment. The conclusion and recommendation section has discussed the summary of the entire research findings. Moreover, this section has also discussed the contribution and limitations of the research. Furthermore, the conclusion and recommendation section states the suggestions for future research related to this research topic.  
[bookmark: _Toc225534343]5.2 Summary of the Research Findings
Research into HRM strategies in UK retail business sectors shows that integrated, strategic HR practices such as training, performance-linked rewards and employee empowerment. It majorly boosts employee motivation and overall organisational performance. Productive HRM fosters engagement, decreases turnover and improves productivity, although inconsistency in application remains a key challenge for large retailers. Well-trained employees are vital for success in the competitive retail sector; however, heavy workloads generally hinder the ability of managers to provide training. It generally helps them to decrease the potential for improved performance. High employee engagement is fostered through positive workplace environments and empowerment, which acts as a primary driver for accomplishing organisational goals. Moreover, the integrated human resource management approaches are linked to superior financial performance and employee engagement, especially in multinational UK retail enterprises. Highly engaged staff are directly linked to improved productivity, decreased turnover and higher customer satisfaction. Overall, focusing on employee satisfaction, development and incentive-based rewards constitutes the core strategy of successful UK retail HR. 
[bookmark: _Toc225534344]5.3 Contribution of the Research
Research into HRM strategies in UK retail shows that high-performance work practices such as intensive training, recognition programs, and performance-based pay directly increase employee motivation. Moreover, these strategies improve employee engagement and skills, which leads to higher productivity, decreased staff turnover and improved overall organisational performance in a competitive market. The research has confirmed that effective motivation strategies significantly improve productivity and business success within the UK retail sector. The outcomes of the research have highlighted that investment in training, development and career planning are major drivers of employee motivation and performance. Integrated strategic human resource management in large UK retail firms is directly linked to better financial performance and stronger market competition. The research has highlighted that UK retail businesses heavily depend on motivated staff, making HRM strategies critical for survival. Constant acknowledgement and tangible rewards are critical to motivating staff and boosting morale. The implementation of a diverse and inclusive environment fosters a sense of belonging, which decreases turnover and improves motivation.  
[bookmark: _Toc225534345]5.4 Limitations of the Research 
A major gap in this research is the lack of empirical evidence on how the gap between intended HRM policies and implemented HRM influences motivation, specifically during crises such as COVID-19 or when dealing with part-time or seasonal UK retail staff. This literature has frequently highlighted that UK retail HR practices focus heavily on labour flexibility. A gap exists in understanding how to put the human back into HR, specifically regarding intrinsic motivation rather than solely on pay-based incentives to improve performance. There is a lack of research on how modern HRM strategies, such as AI-enabled workforce management and hybrid roles, affect motivation and productivity, which has highlighted that UK employees are sceptical of technology in their roles. 
[bookmark: _Toc225534346]5.5 Suggestion for Further Research
The research has followed the secondary-mixed research in which the combination of qualitative and quantitative data has been implemented. The researcher can follow the primary data collection process, in which the researcher can use the survey process to collect different opinions on the role of HRM in improving employee motivation. Along with that, the researcher can follow the secondary-based qualitative data collection and analysis methods, which can help the researcher collect measurable information about the research topic. Quantitative surveys allow for the measurement of the relationship between HR practices and specific outcomes such as motivation and organisational performance. Apart from that, the researcher can also use a mix of structured questionnaires for quantitative data and interviews for qualitative insights, which offers an extensive analysis of HRM effectiveness (Ratten, 2023).  
[bookmark: _Toc225534347]5.6 Recommendations
Research on HRM strategies in UK retail should focus on how tailored training, performance-based rewards and flexible work arrangements drive employee motivation and organisational performance. They should examine the impact of specific techniques such as career development, reward and recognition and also health and safety on motivation (Kareska, 2023). The implementation of formal recognition programs is essential for celebrating employee contributions to foster a positive, motivating workplace culture. It is important to develop strong training programs that improve employee skills, knowledge and capabilities. This specifically enables employees to keep pace with industry changes and improves overall performance (Ogbonnaya and Aryee, 2022). They should adopt flexible working hours and support mechanisms to decrease work-related stress, which helps improve employee satisfaction and retention. HRM managers have to use HR analytics to understand employee performance trends, turnover, and to make better, more transparent and objective decisions. They have to encourage open-door policies and trust to foster an environment in which employees feel secure and comfortable in their work (Chapano et al., 2023). 
[bookmark: _Toc225534348]5.7 Summary
The research has indicated that HRM strategies in the UK retail organisations, such as performance-based pay, training and recognition, significantly drive employee motivation and organisational performance. Productive HRM practices boost productivity and retention by fostering a supportive, engaging work environment. It strongly links employee goals directly to company success. Retail businesses that provide strong, supportive HR policies improve employee retention and overall performance. Successful UK retail organisations use tailored HRM strategies, such as development opportunities and rewards, which are effective in driving motivation and improving performance. 
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