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1. Please provide me with material on AI in HR and IHR 

I confirm that I have not presented any AI generated text as my own work. I confirm I have copies of my drafts and other resources I used before, and after the use of AI tools which I may be asked to provide in evidence. 


	RESEARCH
	For this assessment, you can use Generative AI to support you in research, including searching for bibliography, using tools to summarise, compare and interrogate materials.
	Yes ☒

No  ☐

	STRUCTURE
	For this assessment, you can use Generative AI to support you in structuring your submission, including creating a draft argument structure, identifying parts and headings, etc.
	Yes ☒

No  ☒

	PROOFREADING
	For this assessment, you can use Generative AI to check your own text/creation for grammatical and syntactical mistakes, including rephrasing of your own work within specific standards.
	Yes ☐

No  ☒

	WRITING
	For this assessment, you can use Generative AI to create text for submission.
	Yes ☐

No  ☒

	CREATIVE
	For this assessment, you can use Generative AI to create creative materials, such as images.
	Yes ☐

No  ☒

	PROGRAMING
	For this assessment, you can use Generative AI to create and check code.
	Yes ☐

No  ☒

	NONE
	For this assessment, you are not allowed to use any type of Generative AI support. This includes research support, structure support, writing/proofreading support and creative support.
	Yes ☐

No  ☒
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Script: 
Introduction 
The integration of artificial intelligence (AI) into Human Resource Management (HRM) and International Human Resource Management (IHRM) is reshaping how organisations operate. AI improves efficiency and enhances decision-making, particularly in recruitment, performance evaluation, and employee engagement. It allows HR teams to make better, data-driven decisions, leading to improved operational performance, financial outcomes, and employee satisfaction (Tolici & Niculescu, 2025).
AI is also playing a crucial role in enhancing employee well-being and training. By using AI-driven tools, companies can monitor employees' health and well-being, identifying early signs of burnout or dissatisfaction. (Poisat, P. et, al., 2024) This predictive approach allows HR teams to intervene before issues escalate, improving employee retention and engagement. Additionally, AI can personalise learning and development programmes, making training more relevant and tailored to each employee's needs. The data-driven insights provided by AI enable companies to offer more targeted development opportunities, which can lead to increased employee satisfaction and performance (Vadithe & Kesari, 2025; Arora et al., 2021).
The shift to AI also comes with challenges, including the need for HR professionals to develop new digital skills. For AI to be fully effective, HR teams must adapt to new technologies and rethink traditional HR models. (Dreković, Radosavljević, & Teofilović, 2023) This requires continuous investment in digital skills training to ensure that HR teams are well-equipped to leverage AI in their decision-making. One of the key areas where AI is having a significant impact is predictive analytics. This enables HR to manage workforce development proactively, helping organisations make more informed decisions about their employees (Vadithe & Kesari, 2025; Arora et al., 2021).
The company chosen to analyse how is using AI in HR and IHR is Marks and Spencer as Steve Rowe, M&S CEO said: “We are committed to transforming M&S for our colleagues, customers and shareholders by delivering digital-first retailing across our stores and offices. Technology plays a huge role in this transformation – and having the right partners and model will enable us to be more agile, flexible and responsive. Through our Technology Transformation Programme our business will be faster, simpler and more focused on achieving a seamless customer experience.”  (M&S, 2018).


1.Advanced and Emerging Issues:

Artificial Intelligence (AI) is changing the way organisations manage their people. It allows HR teams to collect, analyse and act on large amounts of data faster than ever before. According to Tolici and Niculescu (2025), AI helps improve decision-making in recruitment, training, performance management and employee wellbeing, but with these benefits come new challenges, especially when it comes to fairness, data ethics, and the changing role of HR professionals.

At Marks & Spencer (M&S), these emerging issues are already being addressed through digital transformation. As part of its “Making M&S Special” programme launched in 2017, M&S worked with Tata Consultancy Services (TCS, 2022) to upgrade to Oracle PeopleSoft. This system replaced older, complex HR processes and brought all HR functions together in one place. It supports over 83,000 employees and helps manage payroll, absence tracking, performance management, and employee data, all from a single platform. 

A major issue in using AI in HR is making sure decisions are fair and unbiased. AI tools like Oleeo can help improve recruitment by sorting through thousands of applications quickly and fairly. At M&S, Oleeo reduced recruitment time by 40% and improved the quality of shortlisted candidates by up to 16%. The system also led to a 48% increase in ethnic diversity among candidates invited to interview (Marks & Spencer, 2018). 

Another challenge is helping managers understand the systems they are working with is relying on experience, but today, they also need to understand how to read data, ask the right questions and spot when something might not be right (Sithambaram, R.A. and Tajudeen, F.P., 2023). M&S (2023) has responded by developing training that builds data literacy, systems thinking and self-awareness. 

Employee wellbeing is also a key concern. AI tools allow M&S to monitor engagement, track patterns in behaviour, and detect early signs of burnout or stress. Through digital tools like  internal feedback surveys such as Your Voice, the company gathers data about employee satisfaction and engagement. In 2024, over 70% of employees completed the Your Voice survey, and engagement levels increased by 2% from the previous year. Globally, businesses must also manage HRM in different countries, cultures, and legal systems.. M&S is using AI not only in the UK but also to monitor labour standards across its global supply chain, ensuring fair treatment and ethical practices in all markets where it operates. (M&S, 2023, Crowley, L., 2021)


2.Influence on Strategic Aims:

Organisations today must move fast to stay competitive, and that means having the right people, with the right skills, in the right place. Technology and especially AI is key to achieving these goals. According to Arora et al. (2021), AI helps organisations plan their workforce, manage performance, and develop talent in ways that are aligned with business strategy.

One of M&S’s strategic aims is to build a future-ready workforce. This means making sure employees have the digital skills and product knowledge they need to succeed. The BEAM Academy was launched to meet this goal. It offers personalised learning that adapts to each employee’s progress and needs. BEAM sessions more than doubled in a year from 14,000 to 26,000 and helped thousands of staff develop digital skills. Similarly, the Product Academy trained over 40,000 employees in sales and customer service (M&S, 2024).

AI supports these training programmes by recommending tailored learning content based on employees roles and performance. This makes learning more engaging and effective. Also, ensures that training supports M&S wider goals, such as increasing customer satisfaction and improving in-store experiences (Azeem, M.M. et al., 2024)

Another key strategic aim at Marks & Spencer (M&S, 2024) is to improve employee performance and overall productivity. This is supported by the implementation of the MyHR platform, which links each employee’s objectives directly to the company’s nine strategic business priorities. 

Moving away from traditional, once a year performance appraisals, M&S encourages ongoing performance conversations between managers and their teams. These discussions are informed by real time data from MyHR, which helps managers to identify trends, recognise high performers, and offer timely support to those who may be struggling (Yadav, P.V. et al., 2023).

The introduction of the CommUnity platform was a key step toward this goal. It provides a space where employees can submit feedback, ask questions, and see transparent responses from senior leaders. This initiative supports open dialogue and reinforces a culture where employees feel heard, valued, and connected to the wider organisation (Azeem, M.M. et al., 2024).

These systems help M&S avoid a common pitfall in AI-enabled workplaces: the risk of disconnect between people and processes. As Ahmetaj (2025) explains, managing in an AI-driven environment involves emotional labour, and it can become more difficult to keep teams motivated, cohesive, and psychologically safe when decisions are heavily guided by systems.
He stresses the importance of ensuring that managers feel empowered and informed so that their teams continue to trust and rely on them. If managers are sidelined or confused by AI processes, the belief that they are “in their team's corner” starts to break down.

M&S (2024) recognises this challenge and addresses it through its leadership development programmes, which go beyond technical training. These programmes focus on building data literacy, systems thinking, curiosity, and self-awareness. Managers are encouraged to critically assess AI generated outputs and to be confident in questioning recommendations that do not align with their experience or understanding of their teams (Oschman, J.J., 2017).

This approach not only supports ethical and fair decision-making but also maintains the human element in leadership.M&S acknowledges the importance of preserving team culture and connection. As Ahmetaj (2025) suggests, one way for teams to thrive especially when dealing with complex, data driven tasks is by maintaining small, informal traditions and team rituals. 

Technology also supports M&S’s Worklife programme, which offers flexible working options like shorter Fridays or compressed workweeks. AI systems track participation and feedback, helping HR understand how these changes affect wellbeing and productivity. Over 3,000 managers have benefited from the Worklife initiative, which helps promote work-life balance and boost morale (M&S, 2024).












3.Impact on Competitive Edge:

Organisations that use AI effectively in HR can gain a real competitive advantage. This means they can work more efficiently, attract better talent, keep their employees happy, and adapt faster to market changes. According to Ellingrud et al. (2023), AI and automation can save 30–40% of HR professionals’ time, allowing them to focus on more valuable tasks like talent planning, leadership development, and business strategy.

At M&S (2023), AI is not just about cutting costs, it is about being smarter and faster. The Oracle PeopleSoft HCM system, rolled out with TCS, brings together all HR functions under one roof. This centralised portal supports everything from recruitment and onboarding to payroll, absence tracking, and performance management. It serves more than 83,000 employees and covers over 1,450 locations. 

The use of AI in recruitment is one of M&S biggest success stories. The Oleeo system uses data and algorithms to screen applications, recommend top candidates and reduce hiring time. By automating early stages of the hiring process, M&S has saved significant time and improved diversity. 

AI also gives M&S better insight into training needs. For example, the company uses predictive analytics to see where skill gaps are likely to emerge. That way, they can train staff ahead of time, instead of reacting when it is too late. This forward-thinking approach ensures the workforce is always ready to meet new challenges and supports internal career development, reducing the need for expensive external hiring (Choudhari, Y. et al., 2025)

The company also gains a competitive edge by investing in employee wellbeing. With AI tools that track mental health and engagement, M&S can act early to support staff. Platforms like Worklife and CommUnity help create a workplace where people feel supported and valued. This not only boosts productivity it makes M&S a more attractive place to work (M&S, 2024)






4.Recommendations 


Marks & Spencer has clearly made significant strides in integrating AI into its HR and IHR and business practices, but there are still a few important recommendations to ensure that progress continues in a balanced and sustainable way.

It is important to maintain the human aspect of leadership,  while AI systems like MyHR provide valuable real-time data and performance insights, they should not replace the role of the manager.Employees need to feel that their managers are present, approachable, and genuinely involved in their growth and wellbeing. 

M&S is already investing in leadership training, but there is value in expanding this even further. Managers need not only technical and data literacy skills, but also the ability to lead with empathy and emotional intelligence. In an AI-enhanced environment, these soft skills are critical for building trust and maintaining a healthy team dynamic.

Digital tools like surveys and feedback platforms are effective in gathering large-scale insights, although, they should be complemented by face-to-face interactions. Having in person conversations can offer deeper understanding and show employees that their voices are being heard beyond the data. 

Finally, one of the most important recommendations is to keep focusing on balance. M&S should continue to refine a three part model where AI, digital tools and human leadership work together. Relying too heavily on just one dimension can lead to unintended consequences or gaps in decision-making, instead when all three are aligned, it creates a more responsive, ethical and people organisation.
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