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[bookmark: _Toc235375063]Introduction
This report examines contemporary HR challenges, the focus will be on current challenges that HR in Currys plc faces; Currys plc being the leading specialist electricals retailer in the UK. It aims to understand three related issues: technological development, talent recruitment and retention, and diversity, equity and inclusion, as well as understanding the HR techniques that can solve them. This report will be organized into three sections; where the first section provides the understanding of the organizational issues, the second section discusses the contemporary HR techniques and finally, the last part critically discusses how the managers can implement these effectively.
[bookmark: _Toc235375064]Explanation of Key Factors
Currys plc, the UK's largest specialist electricals retailer with over 700 stores and around 24,000 colleagues, operates in a sector that has been reshaped by online competition, changing consumer habits and rising cost pressures. Like most UK employers, Currys faces three interlinked HR challenges: keeping pace with technology, winning and keeping talent, and building a genuinely inclusive workforce.
Technological change is the most visible pressure. Currys sells and services technology, so it is expected to model best practice in its own operations, yet retail is also one of the sectors most exposed to automation, self-checkout, AI-driven customer service and e-commerce logistics. For HR, this creates a double challenge: reskilling existing store and repair colleagues so their roles evolve rather than disappear, and building the digital capability of the HR function itself, from applicant tracking systems to people analytics that can predict turnover risk. Where organisations fail to invest in reskilling, employees can experience anxiety about job security, which depresses engagement and productivity. Where HR itself lags behind in digital maturity, decisions on pay, scheduling and development are made on incomplete information, undermining both efficiency and fairness.
One of the key challenges for Currys is talent attraction and retention. It is well known that high employee turnover rates have always been a problem for the retail industry, and this is true in relation to Currys too, where the rates of store colleague turnover increased significantly in the beginning of the 2020s due to an employee value proposition that was not aligned with the diversity of their target audience. High turnover comes at a huge cost both directly related to recruitment and training expenses, but it also negatively impacts customer services and the transfer of knowledge, both being important aspects of the technical and advice-oriented retail. Meanwhile, the competition for talent with technological background, who is needed for further development online, implies that the retailer competes not only with other retailers, but with technology companies, that provide more flexible work-from-home conditions.

Diversity, Equity and Inclusion (DEI) is highly connected to both of the above-mentioned aspects. The company that lacks diversity in its staff does not have a chance to have good relations with customers and a wide range of talents available while the market is already scarce in terms of labour. There have been claims from Currys itself that the staffing in its stores was over-indexing in certain ethnic groups and this prevented the firm from hiring a wider range of candidates. However, apart from attracting new people, inclusiveness can be an important factor in making the current employees feel comfortable enough to do their job properly.
These challenges also interact with employee expectations that have shifted markedly since the pandemic. Colleagues increasingly expect flexibility, transparent progression routes and a genuine sense of purpose from their employer, not simply a wage. For a business built on a large in-store and field-based workforce, flexibility is harder to deliver than in office-based sectors, which makes retention strategy more dependent on culture, recognition and career development than on remote-working perks alone. This raises the stakes for HR to design engagement approaches that are credible and specific to a retail and repair workforce, rather than generic policies imported from other sectors.
Together, these three factors do not operate independently. Poor technology adoption limits the data HR needs to spot retention risks and inclusion gaps; Weak retention forces a cycle of constant recruitment, significantly compounding costs and operational disruption. This reliance on continuous hiring dramatically increases the pressure to get inclusive hiring right, as the cost of early turnover—or "bad hires"—is magnified (corentin.roux@lasuiteandco.com, 2024) and a non-inclusive culture undermines the employer brand needed to compete for talent against better-resourced digital employers. For Currys, addressing all three coherently, rather than as separate initiatives, is central to sustaining performance, engagement and long-term viability in a highly competitive, low-margin retail market.
[bookmark: _Toc235375065] Evaluation of Contemporary HR Practices 
 There are various HR practices that can be assessed in terms of the three criteria listed above, each of which has real strengths but also some practical shortcomings in application to an organization like Currys.
The use of digital HR tools and analytics is the natural solution to the technological criteria. It is something that Currys has already used to analyze attrition patterns and make people decisions based on store scheduling, and advanced analytics would be able to detect potential flight risks before a wave of turnover and give HR business partners the opportunity to react to this problem at an early stage. Its strength is the fact that this method will replace guessing with facts. Its shortcoming is that the quality of the information depends on the data fed into the system, and in the case of stores with high turnover, the quality of data might be rather poor; in addition, the focus on dashboarding might alienate people from making certain decisions, which is a manager's responsibility and which requires building relationships with employees.
Employer branding and strategic workforce planning take direct aim at talent acquisition. The example of Currys reworking its value proposition, from a restrictive 'tech lovers' promise to a broader value proposition designed to attract a wider range of applicants, is a sound illustration of this principle in operation; it occurred following a period of rapid staff attrition, and a realization that the existing brand was failing to resonate with the range of individuals they were hoping to recruit. Employer branding in this way works effectively since it will help to reduce cost per hire in the long run and ensure higher-quality candidates. However, the problem with employer branding is that it takes a while to turn public perception around and can result in a lack of credibility should the reality be at odds with the promise made in recruitment.
Retention initiatives for employees, including programs for onboarding, recognition systems, and enhanced career paths, have proven to be effective in lowering voluntary turnover rates in positions such as retail salespeople whose greatest risk for leaving comes in the first ninety days of their employment. Their main advantage lies in their cost-effectiveness compared to the money saved on recruiting and training.
Finally, the DEI policies and development programs like Currys' Employee Resource Groups and Leadership Inclusion Forum and its family and wellbeing program send the message of organizational commitment and provide a vehicle for expressing any concerns as well as shaping practice. This is good way of promoting inclusion beyond the mere compliance issue but success of this depends highly on whether these are sponsored by senior management and results, not just participation is measured.
None of the above practices alone can solve the problem. It requires the combination of decisions based on data, true employer brand delivered and not just promised and efforts to engage employees which are continuous rather than part of any campaign and inclusion practices across the whole process from hiring through progression and retention.

Practices that are proclaimed without being supported by anything and remain isolated HR initiatives rather than shared management tasks will result only in temporary improvement of things.







[bookmark: _Toc235375066]Critical Evaluation of Managerial Implementation
Good HR policies will work well only if they are implemented by the departmental managers on an urgent basis, and this is usually where even good policy intentions fail.
Accountability of the leaders comes first. For instance, at Currys, store managers and department managers serve as the point of contact for most of the employees, and it is important for them to be responsible for DEI initiatives and retention strategies coming from the head office, say, by making people-related KPIs part of their own performance reviews and not by leaving it to HR’s sole discretion. In case the accountability is shared, initiatives that have to be urgent are easily deprioritized due to commercial needs, such as selling or shrinkage.
Communication strategies determine whether managers understand not just what to do but why it matters. A common failure mode is that HR issues detailed guidance which is not translated into plain, practical direction for a busy store manager during a trading day. Two-way communication, including structured briefings, manager toolkits and forums where managers can feed operational reality back to HR, is more effective than one-way policy cascades, because it surfaces implementation barriers early and builds genuine buy-in rather than compliance.
Monitoring and performance measurement close the loop between intention and outcome. This requires moving beyond activity metrics, such as how many colleagues attended training, toward outcome metrics, such as retention rates, engagement survey results and representation data at each level of seniority, reviewed at department level, not only at group level. Currys' annual Inclusion and Belonging survey is a reasonable model of this, but its value depends on results being visibly acted upon at store and department level, not simply reported upward; where survey data is collected but managers see no consequence or follow-through, participation and trust in future surveys decline.
Organizational culture ultimately determines whether practices stick. Even well-communicated, well-monitored initiatives will falter in a department where the prevailing culture, set by day-to-day manager behavior, contradicts stated values. If a manager tolerates exclusionary behavior or treats engagement activity as a distraction from targets, no formal policy will overcome that signal. Embedding practice therefore depends on manager role-modelling as much as on formal process.
Several barriers commonly limit effective implementation: competing operational pressures that push HR priorities down the list; inconsistent manager capability and confidence in handling sensitive conversations around inclusion or performance; and a perception that HR initiatives are imposed rather than co-designed with the departments that must deliver them. These barriers can be reduced by equipping managers with practical training and scripts rather than abstract policy statements, by involving frontline managers in designing initiatives before roll-out, and by ensuring senior leaders visibly priorities and follow up on outcomes rather than treating launch as completion. Urgency is best created not through additional mandates but by tying outcomes to metrics managers already care about, such as turnover and sales performance, making the commercial case for action explicit rather than assumed.
[bookmark: _Toc235375067] Conclusion
Currys faces the same structural pressures affecting much of UK retail: a need to modernize HR through data and digital capability, a need to rebuild an employer brand and retention approach after 

a period of high attrition, and a need to embed inclusion beyond policy statements into everyday store culture. The organization has taken credible steps in each area, including workforce analytics, a redeveloped employee value proposition, Employee Resource Groups and an annual inclusion survey, but the evaluation shows that impact depends less on the existence of these practices and more on consistent managerial implementation, honest measurement of outcomes, and alignment between stated values and day-to-day manager behavior.

[bookmark: _Toc235375068]Recommendations 
· Build people metrics, including retention, engagement and representation data, into departmental managers' own performance objectives, not solely HR's.
· Invest in manager capability through practical training on inclusive management and difficult conversations, rather than relying on policy documents alone.
· Strengthen feedback loops so that survey and analytics data are visibly acted upon at store level, with results reported back to the colleagues who provided them.
· Ensure employer branding claims are matched by lived experience in stores, reviewed periodically against exit interview and early-attrition data.
· Treat DEI and engagement as ongoing management responsibilities embedded in daily operations, rather than as periodic HR-led campaigns
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