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Executive Summary
This report contains detailed analysis on modern high-performing workplaces that are featured with employee-centric managerial practices and strong organisational culture, which is supported with strategic investments for workers’ wellbeing and development. Fortune disclosed that top employers provide upskilling options and career development training to prepare employees for future workplace changes, especially in digital transformation and AI integration. Besides, employee empowerment using autonomy and participation in decision-making improves productivity performance and innovation. Traditional organisations are highly replaced with agile, and hybrid work structures that need adaptable leadership qualities like transformational leaders with change-motivating skills to manage succession pipelines. Contrarily, modern succession plans adopt a strategic and data-centric approach. Current companies focus on talent, leadership influence and diversity instead of replacing candidates.
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[bookmark: _Toc229407557]Introduction
This report demonstrates systematic understanding of current issues in HRM with different engineering organisations. This is considered to ensure effective management, design and fair methods integration for effective procedures and employee performance growth in organisations. 
[bookmark: _Toc229407558]High-Performing Workplaces
Current high-performing workplaces are featured with an HRM system that helps enhance employee wellbeing and consistent learning for better organisational performance. Based on the Resource-Based View (RBV) Theory, employees represent valuable organisational assets which are able to generate sustainable competitive benefits using innovation and productivity. Based on the ranking of companies from “Fortune’s 100 Best Companies to Work For” and “Great Place to Work UK”, leading employers constantly adopt HRM (Human Resource Management) practices to improve employee engagement, performance and trust in organisations (Fortune, 2026; Great Place to Work, 2025). Companies like Cisco, Accenture, PwC and Hilton are consistently recognised for their people-centric leadership and inclusive workplace HRM strategies. However, the workplace rankings are often overstated due to the fact that employee experience structures are temporarily used and after an employee resigns, the feedback is not collected, making it a biased and temporary structure analysis. 
Organisational practices commonly used by the top-ranking companies reflect transformational and participative leadership use in operations. For instance, key leadership skills include initiating or planning tasks for followers and controlling performance using sound communication, decision-making and evaluation abilities (Khalilov et al., 2025). Leaders from top companies like Hilton, Cisco and Accenture motivate employee involvement and transparency in decision-making with open communication. This helps in building organic trust and collaboration between the employer and its employees without any artificial valuation. For example, in the UK, a coproduces synthesis of James Lind Alliance’s top 10 companies for health and care research work showed employee priorities of wellbeing and security (Crocker et al., 2024). It indicates the need for safety in the workplace to retain top-level skills and organisational development. Yet, various organisations highly invest in structured onboarding and learning programmes. Fortune disclosed that top employers provide upskilling options and career development training to prepare employees for future workplace changes, especially in digital transformation and AI integration (Fortune, 2026). These initiatives improve workforce adaptability and long-term organisational resilience.  
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Figure 1: Top Best Organisations to Work in 2025
(Source: Leonard et al., 2025)
Another defining feature is employee benefits related to high-performing workplaces. Flexible and hybrid working arrangements have become highly common, which ensures employee in gaining healthy work-life balance. For instance, synchrony ranked at the top level in Fortune’s 2026 list, which helps in adopting permanent remote work flexibility, aligning with parental leave policies (Schott, 2026). At the same time, organisations identify UK rankings, provide wellness programmes, mental health support and paid volunteering days for career progression pathways (Leonard et al., 2025). Including financial rewards like bonuses, stock options and competitive compensation also provides stronger employee retention and motivation (Sorn et al., 2023). An example includes BDO USA, which linked its employee ownership strategy with organisational success and satisfaction of employees (BDO, 2025).
 The organisational culture of these top workplaces is strongly associated with trust, inclusion, empowerment, and recognition. Based on Fortune’s list, most successful employers “rebuild social contract at work” by supporting their employees both personally and professionally (Fortune, 2026). In addition, inclusive cultures motivate workers from different backgrounds to feel valued and respected, and recognition enhances morale and commitment to the company (Geetha, 2024). However, inconsistency in compliance with recognition models and employee empowerment using autonomy and participation in decision-making hardly improves productivity performance and innovation.  
Furthermore, central themes emerge from high-performing workplaces with employee well-being, flexible work practices, consistent development and trust-based cultures. All such practices are required to improve engagement, production, and loyalty among workers, and they can be easily achieved through the integration of a talent management framework. Talent management framework is a structured strategy used to align workforce abilities with long-term business goals (Urme, 2023). Yet, workplace rankings often overstate organisational qualities due to inconsistent reports from employees regarding corporate branding and actual experiences, as per employee feedback showing restrictive talent management framework usage (Rita et al., 2026). Nonetheless, reputable rankings reflect organisations prioritise employee growth and wellbeing to sustain competitive advantage and long-run performance in a dynamic business ecosystem.  
[bookmark: _Toc229407559]Employee-Oriented Practices
Hilton’s Induction Programme structure is supported as Fortune’s “World’s Best Workplaces”. The induction programme uses organisational orientation, digital learning, mentoring and career development initiatives at role-specific training options (Whale, 2026). Hilton University is the company’s internal learning platform that provides its workers with training module support to cover customer service, leadership, compliance, operations and safety procedures (Hilton, 2026). This induction usually starts with organisational orientation in which employees are introduced to Hilton’s culture, service protocols, values and customer satisfaction goals. It is followed by department-related training and supervised practical learning. The integration of development programmes like “LAUNCH” and Management Development Programmes (MDP) in Figure 2 provides learning scope on a rotational basis with career progression objectives for fresh graduates recruited in the company. This induction programme reflects a strong reliance on Hilton’s organisational objective to deliver constant customer experiences across the globe. It is related to the recognition from Fortune that Hilton’s people-first culture helps improve business and customer satisfaction (Fortune, 2026a). Yet, there remain controversial outcomes as employee resistance to AI-integration and inconsistency in technology upgrade utilisation in daily work are limited. This needs an alternative approach of advanced technology training programmes in company to educate employees on its benefits. 
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Figure 2: Management Development Programmes (MDP) in Hilton
(Source: Hilton 2026)
Clarity and usefulness of Hilton’s programme include e-learning, shadowing and practical training, making it the most comprehensive and accessible option for trainees. The live sessions, online webinars and remote accessibility locations support employee growth and operational excellence, challenging the geographical location gap among workers. For instance, launching DailyPay in 2022 among US properties helped Hilton to encourage employees and improve retention rate by 40% (Burleigh, 2024). However, there are inconsistencies in programme integration, especially in franchised hotels. It was observed that many employees have insufficient training duration due to poor management support during onboarding. Use of workforce analytics frameworks is considered useful as it helps collect, analyse and interpret employee data for guiding decision-making (Okon et al., 2024). Besides, based on Great Place to Work and Hilton data, more than 90% employees consider their ability to learn and grow in the organisation using MDP and Launch training programmes (Hilton Stories, 2026). This reflects that onboarding is not restricted to short-run orientations but long-run talent creation. 
Hilton’s orientation programme aligns with strategic objectives of employee engagement, leadership growth and service improvement. Hilton links employee wellbeing and learning to customer satisfaction and organisational performance (Hilton, 2026). This onboarding process supports the organisation’s future objective of succession planning with skilled talent retention and rotational leadership programmes. However, evidence-based improvement like standardised onboarding quality across franchised and corporate properties is required. Due to the lack of central HR monitoring, limitations, and regular audit in different locations, the mentorship system needs to be improved for better employee orientation, training and onboarding process. Besides, Hilton can increase personnel onboarding technology with AI-based learning options that can adapt training content as per employee roles, skills and progress (Yusuf et al., 2024). It will help enhance consistent training support and career development pathway creation for employees.    
[bookmark: _Toc229407560]Modern Approaches to Succession Planning
Evolving organisational structures and workforce dynamics influence current succession planning strategies, including fast changes in organisational structures, workforce expectations and digitalisation to transform succession planning strategies. Traditional organisations are being replaced with agile and hybrid work structures that need adaptable leadership qualities like transformational leaders with change-motivating skills to manage succession pipelines. Current organisations now prioritise flexibility and digital competencies for cross-functional collaboration while identifying future leaders. As per Rožman et al. (203), organisations dealing in dynamic segments highly adopt a strategic talent management ecosystem, focusing on agility, consistent learning and leadership adoption compared to rigid hierarchical promotion options. 
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Figure 3: Example of System Dynamics Demand-side
(Source: Micheli et al., 2023)
Besides, workforce demographic and labour market trends increased demand for modern succession plans, giving rise to remote working, a multigenerational workforce and high employee mobility to change traditional career options. It is visible in Figure 3 with the design phase, construction phase and test phase demand for workforce (Micheli et al., 2023). However, Christy and Kowalewski (2023) argued against the succession plan as it was no longer reactive to trigger retirement or resignation. Rather, it became a constant strategic activity to maintain organisational resilience and leadership consistently. The need for talent pipeline development with competency frameworks help companies support talent management and organisation development (Benayoune, 2024). The same can be used as an alternative to modern succession plans in handling workforce performance and talent management. 
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Figure 4: Main Best Practices in Succession Planning
(Source: Bano et al., 2022)
Comparison of traditional and modern approaches can be done focusing on the traditional succession plan that focuses on replacing senior executives with linear promotion systems (Bano et al., 2022). Companies often select successors as per tenure, trust and managerial experience in stable organisational hierarchies. This is offered for better institutional knowledge retention and consistency. However, it creates leadership homogeneity and a less innovative mindset among other employees. For instance, traditional succession options are highly criticised for their favouritism, restrictive preparation for transformational challenges and diversity (Raharijaona 2025). Contrarily, modern succession plans adopt a strategic and data-centric approach. Current companies focus on talent, leadership influence and diversity instead of replacing candidates. Ingale (2024) reflected that motivation and strategic leadership training are the main aspects of modern succession planning frameworks. Figure 4 shows best practices by Robert M Fulmer, William Rothwell and Chief Executive Magazine in handling and retaining employees with leadership development, coaching and succession planning processes (Bano et al., 2022).  However, the challenges of uncertainty for promotion from agile structure restrict modern succession planning. It reflects that any organisation with a weak data management system can struggle to integrate a modern succession framework if relevant talent management and retention initiatives are missing. Despite such challenges, due to high technological advancement support and demand, modern approaches are being adopted due to their inclusive and reliable support in strategic HR capabilities. 
Workforce analytics in organisations to improve succession planning is crucial as it helps improve succession planning with evidence-based decisions. Companies currently use predictive analytics, AI and HR analytics to assess highly skilled employees, workforce trends and leadership gap analysis (GUPTA et al., 2024). Predictive analytics can help assess employee performance, leadership readiness and risk management retention options for better skill development training in future. Fakhar et al. (2025) stated that predictive analytics enhances fairness, accuracy and efficiency in succession planning with support from objective talent assessment and limiting leadership biases. At the same time, HR analytics tools help in tracking employee activities, engagement, learning progress and career aspirations using real-time monitoring (Frohnhoefer et al., 2022; Wanner 2020). Such options ensure proactive workforce management and leadership development. However, cost of such tools is higher compared to traditional leadership support and training for employees, reflecting higher investment in employee/talent management. As an alternative, AI-based workforce forecasting reflect companies can use machine learning (ML) to observe worker shortage in future and develop a personalised talent pipeline to align with organisational objectives (Yanamala, 2024).  
[bookmark: _Toc229407561]Resourcing and Retention Strategies
Labour market trends contain hybrid working options, higher employee mobility and skill shortage that affects organisational ability to attract and retain talent. Modern employees prefer flexible work options and inclusion for well-being in the work environment (Gupta and Nagariya, 2025). Similarly, companies need to adopt evidence-based resourcing and retention options as per current employee demands. Attracting different talent using skill-based hiring over academic qualification of traditional experience is justifiable. For example, Deloitte, in the 2024 workforce trend report, mentioned that employers are highly focused on competency-based recruitment to access cross-border talent (Deloitte, 2024). It reduces bias and improves the chances of underrepresented groups like women and ethnic minorities from getting rejected in interviews. However, these options need careful monitoring to prevent algorithmic discrimination and enable fair hiring practices.
Similarly, flexible work options with hybrid work models and scheduling improve the work-life balance of employees. According to SHRM research, it was observed that flexible working and support from leaders are key drivers in employee engagement and retention rates (SHRM, 2024). Deloitte's Human Capital trend report showed the same advantage with the adoption of human sustainability to enhance employee well-being and business performance in 2024 (Deloitte, 2024). Furthermore, another evidence-based strategy is the creation of an inclusive organisational culture to promote belongingness, recognition, and equity for employees. The recognition and appreciation related to the social needs of recognition under Maslow’s Hierarchy Theory (Van Heerden and Naicker 2025). Besides, young Gen Z employees are expecting employers to demonstrate genuine commitment to diversity, inclusion and sustainable well-being (Molloy, 2024). Companies failing to provide an inclusive work culture to employees often experience low engagement and high turnover rates among diverse employee groups. 
Organisations face challenges despite the use of evidence-based strategies mentioned above due to changing workforce expectations and uncertain economic conditions. As per the Talent Retention Report by iHire in 2024, salary growth alone was insufficient to improve employee loyalty as they prioritised a positive workplace culture and supportive leadership (iHire, 2024). Voluntary quits reduced to 11.1% as 38.5% workers left their jobs in past due to fear of AI that can replace their jobs in the next five years (iHire, 2024). It indicates that a holistic approach with both intrinsic and extrinsic rewards is necessary to retain the loyalty and engagement of employees. The need for AI training and leadership support to reduce toxic mentality and resistance to change is necessary before implementing the evidence-based strategies in the organisation’s HRM policies. However, rising expenses for AI training and integration play a vital role in companies’ financial performance management. As an alternative, organisations can improve attraction and employee retention by amalgamating inclusive recruitment, flexible working, and technology-based training support. The use of a matrix organisational structure for a hybrid framework can help combine functional vertical reporting with horizontal projects and optimise resource sharing, leading to cost control in talent retention and resourcing strategies. 
[bookmark: _Toc229407562]Talent Insight and Strategic Retention
One of the key principles of HR cycle is attracting and retaining talented people with rewards and motivation (Urme, 2023). Companies highly rely on talent-insight tools and employee assessment system to improve recruitment and retention rate in workforce. For instance, in a competitive labour market, performance review with CRM tools and tracking induction and training implications for high production ensures managing good staff. Similarly, companies often rely on data-based HR technologies including predictive analytics, psychometric tests while recruitment and employee-feedback system for strategic talent handling (Khan and Rizwan, 2025). 
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Figure 5: Technology engagement and retention of employees
(Source: Kayusi et al., 2025)
Figure 5 shows high employee satisfaction after AI integration at 12.1% due to reduction in hiring biases and better workforce quality. It shows predictive analytics to improve retention strategies by identifying risk of disengagement among employees. For instance, Deloitte showed that organisations with workforce analytics gain stronger employee retention and workforce planning due to proactive measures in addressing dissatisfaction as observed from global workforce trends (Deloitte, 2024). On same note, personalised retention scopes help tailor learning options for different employees as per their job roles to provide customisable career development options in training. 
Despite these benefits, talent-insights technologies pose certain limitations and ethical concerns for companies and their employees. For instance, an AI-based recruitment system can unintentionally reinforce bias from historic discrimination in workforce database (Sony et al., 2025). The published data in International Journal of Research Publication and Reviews (2023) criticised overreliance on AI-based recruitment, as they can marginalise different candidates, prioritising historically ideal employee profiles. Thus, need to consider proper transparency, fair recruitment, and human intervention on AI-based recruitment process for talent retention in talent-insight technologies. 
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Figure 6: Employee Engagement, wellbeing and Daily Emotions by Leadership Level Tracking
(Source: Gallup, 2026)
Based on existing employee feedback process, specific retention surveys and engagement processes have a significant role in refining HRM strategies. All these tools provide organisations with consistent insight into employee satisfaction, workplace culture and organisational challenges (Vereb et al., 2025). Compared to annual performance reviews, a retention survey helps companies to observe the emerging workforce in real-time. Based on Gallup’s 2024 workplace research, companies with a daily employee feedback system experienced high engagement, low absenteeism and better retention results (Gallup, 2026). This is visible in Figure 6, showing leadership level daily emotions tracking for employee engagement and life evaluation. However, companies need to balance technological efficacy and ethical practices for maintaining machine-made and human judgments in recruitment and retention decision-making. Talent-insight and management tools like workforce analytics framework and HRM application can help retain employees with proper talent pipeline creation (Elugbaju et al., 2024). This will also help balancing technological efficacy and ethical practices with use of workforce analytics tools.    
[bookmark: _Toc229407563]Conclusion
It is concluded that attracting different talent using skill-based hiring over academic qualification of traditional experience is justifiable. Besides, young Gen Z employees are expecting employers to demonstrate genuine commitment to diversity, inclusion and sustainable well-being. The need for AI training and leadership support to reduce toxic mentality and resistance to change is necessary before implementing the evidence-based strategies in the organisation’s HRM policies. 
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