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Executive Summary
Human resource management in different companies is considered to be effective with the aim of leveraging betterment. Moreover, the initiatives have been significant for the context of Marks & Spencer's facing significant barriers. A brief interpretation has been considered based on Marks & Spencer’s for analysing their Human Resource management. Through this discussion, the specific factors associated with the need for technological advancements, inclusion and retention have been evaluated. While evaluating the different ways departmental managers can make the process frequent and effective with urgency.  Development of a change management framework and inclusive pathways have been recommended for M&S for further development of HR practices.
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[bookmark: _Toc222332934]Introduction
Marks & Spencer, being a leading UK retailer with over 73000 staff worldwide in the year 2025, has contributed to reshaping their Human resources approaches (macrotrends, 2025). Their workforce strategies amid rapid industry transformation have been considered to be evaluated throughout the time. M&S’s success is highly dependent on its workforce management and Human resource activities. This is mainly due to their ability to have £13.9 billion in group revenue and £511.8 million profit from their staff's efficiency (Marks and Spencer, 2025). Pressing challenges associated with technological advancements, talent acquisition and retention, as well as DEI is significant in the culture of Marks & Spencer’s. The following report will delve into this analysis while aiming to leverage better strategies which can be vital for the company to sustain competitiveness and enhance its staff engagement. This can be further possible through long-term resilience in the retail landscape and shifting workforce expectations.
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Meeting up with Technological Advancement
A significant technological transformation programme has been launched by the company as part of its five-year plan. This initiative has been mainly taken by Marks & Spencer to achieve their presence as a digital-first business (Marks and Spencer, 2025). This mainly encompasses the approach of upgrading their human capital management platform, which is beneficial to manage their overall 73000 staff members. Through replacing outdated systems with a dynamic HR hub, M&S has aimed to meet the technical requirements in human resources (Marks and Spencer, 2025). Technological advancements are not only a luxury, it works as the most significant component for M&S due to their presence in the online retail industry, requiring AI-driven skills and management for proper maintenance of logistics. Their core initiatives have been associated with streamlining the human resource processes, making improvements in accessibility and enhancing employee experiences. Without proper investment in digital literacy staff members of Marks & Spencer might be left behind in the competitive race (Marks and Spencer, 2025). Moreover, this can result to reduced operational efficiency and customer satisfaction. Core components associated with retail’s technological advancements are AI, Augmented Reality and Vistual try ons, Data and analytics with logistics and supply chain technologies.
Talent Acquisition and Retention
M&S has scored in the bottom 45% of similarly sized companies for staff retention, which made the process a significant challenge associated with the business. 65% of employees have reported being excited to go to work on a daily basis. Moreover, in the same context, the female employees rated retention lowest at 28% compared to 86% among male employees (Comparably, 2025). These significant differences mainly caused issues in workplace culture and inclusivity. The retention challenges are so prominent that the number of people has reduced from 74,297 in 2024 to 73,333 employees in 2025. This creates a significant need for the organisation to address the turnover issues to avoid escalation of recruitment costs and loss of institutional knowledge (macrotrends, 2025). Companies in the retail industry are more likely to face issues in talent acquisition due to having competition for skilled retail and digital talent. Majorly, younger, tech-savvy workers are beneficial for M&S, with the ability to make them feel valued in the workplace.
Diversity, Equity, and Inclusion
DEI has been made a strategic priority by M&S in order to create a culture where employees can bring their whole selves to work. Education, awareness and representation are more likely to be prioritised by the human resource management of Marks & Spencer. Equal gender ratios among senior managers have been considered by the company efficiently (Bridger, 2022). However, the retention data mainly showcases significant disparities across gender and ethnicity. This has suggested that DEI intaves has fully translated into equitable staff experiences. The majority of the employees being women has affirmed the importance of inclusivity in career progression and workplace culture being vital. In the modern industry Diversity, Equity and Inclusion are not only considered as moral yet integrated as a potential business necessity. Marks & Spencer can achieve success through integrating diverse teams in their culture, allowing the development of innovation and better customer connections.
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Digital transformation and management of human capital 
 Marks and Spencer is focused on embracing digital transformation, which has helped the company become a digital-first retailer.  The company has considered itself a retailer which has made the investment in retail-specific innovation and technologies (M&S, 2026).  Effective human capital management activities have included performance management, analysis of payroll and workforce planning.  The HR system that operates on the cloud system can gain a higher level of efficiencies in real-time reporting and strategic decision making. These systems will also enhance the number of self-service employees and support decreasing administrative workloads. However, the introduction of technology needed effective planning and change-management plans for behavioural modification of activities and for gaining leadership assistance in order to fulfil the expectations of digital HR transformation. 
Development of digital skills and creating a culture of lifelong learning 
Digital technologies have improved the activities of HR practices an integration of machine learning and tracking systems has supported the development programmes. Inclusion of generative AI and automation has helped in managing client preferences (Ekdahl, 2026). Marks and Spencer is operating in the competitive retail sector. The development of digital skills will help the company in gaining competitive advantages.  of the AI-based development program, gamification, training and digital simulation have developed a more engaged workforce. Similarly, in the case of M&S, potential investment in digital technologies will help in developing the digital competencies of the employees. However, managerial intervention and alignment with business strategies determine the effectiveness of training.
[bookmark: _lo2lnan2422r]Strategic Talent Acquisition and Employer Branding
Talent acquisition is a crucial process of attracting and selecting talent and a pivotal part of employee journeys (AIHR, 2026). The management of intense competition in the retail sector requires technologically proficient and experienced individuals.  In order to manage the competition in the retail sector of the workforce that requires skilled and technologically proficient individuals, it also, demands innovative recruitment methods. Modern HR practices have incorporated the use of data-driven technology to reduce recruitment errors, AI-based screening of candidates, and identification of relevant candidates through social media.  An employer branding campaign has also supported cost effective recruitment process and has helped in attracting top talent. Similarly, inclusion of digital technology and branding will also support talent acquisition at Marks and Spencer. Targeted recruitment as per the job role will also reduce the rate of turnover and help the company to include quality candidates. Leveraging AI-based technology in the screening of candidates and inclusion of automated recruitment tools will reduce the errors related to human judgments.
Strategies of Employee Engagement and Retention
Women have faced higher discrimination and less career supports which has limited their progress. Women have also confronted multiple structural barriers (Krivkovich, 2025).  Therefore, retention techniques must address the gender differences and required contemporary HR intervention for the development of flexible work arrangements.   Inclusion of rewards and recognition, flexible working arrangements, and career development programmes can be included as a contemporary approach for mitigating gender differences.  Similarly, HR practices of   Marks and Spencer can also integrate Surveys of pulse and can collect employee feedback for understanding dissatisfaction among the employees. Apart from that, designing leadership and mentoring development programmes also enhances the opportunities of further career advancements. Such practises will also help Marks and Spencer’s to improve the morale of the employees and ensure the success of the employees within the organisation through constant managerial commitment and open communication.  
Multiculturalism, Equity, and Inclusion (DEI) Integration
 Diversity equity, and inclusion are regarded as the practices that help in creating a respectful and fair workplace to eliminate biases and ensure equal opportunities irrespective of employee background (Barney, 2024). Development of promotion criteria, unbiased training and development of leadership programme and regular equity audit help in improvement of working cultures. The development of particular diversity objectives and enforcing them in the performance review of managers also helps in improving accountability. For instance, retailer like M&S may undertake development of inclusive HR policies for supporting innovation and relationships with employees irrespective of their background. 
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Accelerating Technological Literacy
Managers must move beyond simply installing the new Human Capital Management (HCM) to driving digital adoption effectively. Most significantly, the digital adoption through utilising WalkMe or similar digital adoption platforms is more likely to allow managers to provide real-time and on-the-job training. Moreover, through effective gamification, the transition and rewarding of digital champions with their teams can help to achieve effective business management. Failure to manage these can cause shadowing of IT or a return to manual or outdated processes (Brzeziński and Bitkowska, 2022).
Forging Accountability through Data
In order to ensure that the practices are implemented effectively, accountability needs to be served effectively. Managers need to have real-time dashboards showing turnover rates, and training completion can be significantly associated with the process of accountability management. These initiatives will not only allow technological success but also leverage effectiveness through the context of team retention and DEI progress, which can transform these soft contemporary practices into hard business requirements.
Implementing Reverse Mentoring Programs
Reverse monitoring programs can be significantly beneficial, which can bridge the digital literacy gaps. In order to do this, the managers need to pair the senior leaders with tech-savvy younger workers. The traditional hierarchy can be flipped with the help of these initiatives while allowing newer staff to train managers on AI-driven logistics and tools related to AR and VR. This process is expected to rapidly accelerate technology adoption in the workplace. While staff retention can be significantly benefited by serving a sense of value to the new employees effectively (Carreño, 2024).
Decentralised DEI Taskforces
The initiative of DEI integrated among M&S’s workforce can achieve success through managers creating local inclusion teams. This can be developed within their specific stores or significant departments effectively. The main intention of this group will be to identify and inquire about cultural barriers in order to retain what the national corporate policy might miss (Metcalf, 2025). Moreover, this can give these groups a direct line to report to the HR department, allowing for better management of Diversity and Equity in the management of effective business management.
[bookmark: _Toc222332938]Recommendations 
Development of a change management framework 
Change management refers to the comprehensive planning that determines the strategy, process, and scope that is required for the elimination of disruption (Atlassian, 2026). The company should undertake the development of an effective change management model for accepting the digital transformation. Transparent communication, proactive approaches of leadership and engagement of employees are required for the development of an integrated change management framework.
 Designing inclusive pathways for career development 
 The company should also balance internal resources for the development of the inclusive career development programme. Balancing internal resources also helps in reflecting the culture and inclusion of the approach that can effectively scale for everyone. M&S should also introduce development programmes for minority employees and women.
Engaging digital capabilities through reverse mentoring 
The development of reverse mentoring and engagement of senior leaders will significantly improve digital literacy. Limiting the hierarchical barriers and supporting creativity and innovation will also be developed an engaged workforce.  Reverse mentoring should integrate a structured programme where employees can easily share their concern that can support further refinement of the process.


[bookmark: _Toc222332939]Conclusion 
According to the above discussion, it can be determined that M&S is one of the renowned retailers of the UK that has reshaped the approaches of human resources. The company has significantly invested in a technological advancement programme to establish itself as a digital-first business.  The company has also prioritised diversity and inclusion and has supported talent acquisition. The implementation of these practices has provided potential strategic benefits, supported cultural amendments and improved data-driven accountability. The company has also considered structural planning instead of being transformational.  
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