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Primark is a well-known company and considered as one of the most impactful international fashion retailers, operating in the United Kingdom and Europe. Also, it is identified for providing affordable products by a high-volume retail model. The retail environment, considered as highly competitive and fast-paced, means that organisational success heavily relies on efficient Human Resource Management (HRM). Retail assistants, known as frontline staff, are considered major drivers in creating customer experience and keeping operational efficacy. Ulrich et al. (2017) state that HRM is a key prospect to relate workforce capabilities to business strategy, guaranteeing companies to be more competitive in dynamic markets.
HR functions are important for companies when attracting, developing, and retaining employees who can adapt to organisational standards and customer expectations. Moreover, contemporary companies encounter rising stress aligned with digital transformation, changing workforce expectations, and the demand for inclusive work settings (Cascio and Boudreau, 2018). These problems force companies to consider adopting flexible and strategic HR practices.
This report analyses major HR issues encountered by Primark, like technological improvement, talent acquisition and retention, and Diversity, Equity and Inclusion (DEI). Furthermore, it evaluates modern HR practices that identify these problems and fully defines the position of managers in guaranteeing their efficient and consistent implementation.
[bookmark: _Toc226324685]HR Challenges
[bookmark: _Toc226324686]Technological Advancement
As a major HR challenge for large companies like Primark is adjusting to fast technological improvement in the retail sector. The increasing application of the digital systems, artificial intelligence (AI), and automation processes has rapidly changed how the work is implemented. So, there is a demand for staff possessing strong digital abilities, which is difficult for many organisations to meet (Strohmeier, 2020). Therefore, a digital skills gap appears, where staff are incapable of efficiently working with new technologies. This causes problems in efficiency and operational issues.
Moreover, technological transformation demands constant reskilling and upskilling of staff. However, companies regularly encounter problems in providing training programs that correspond to fast-changing technologies. As a result, this can lead to outdated knowledge and decrease the competitiveness of the company in the industry (Bughin et al., 2018). Staff can also feel frustration about automation processes that can replace their roles. This can negatively influence motivation and engagement. Moreover, resistance to change and lack of technological enthusiasm among employees can reduce digital transformation processes (Vial, 2019). So, technological developments help companies improve operational and psychological issues for HR management.
[bookmark: _Toc226324687]Talent Acquisition and Retention
In addition, retention and attracting staff is crucial in highly competitive labour markets. Labour shortages and high turnover rates are widely observed in the retail sector, which increases recruitment costs and decreases organisational stability (OECD, 2019). Several roles in retail are known as low-paid and stressful. So, it is very difficult for companies to hire skilled applicants.
Moreover, modern staff expect different benefits. Employees heavily focus on flexibility, wellbeing, and career growth opportunities. When these demands cannot be met by companies, staff are more likely to leave and cause high turnover (Gallup, 2022). Also, retention is decreased as the need to create a positive work environment is very difficult. Organisations like Primark should look for a solution that satisfies professional and personal needs.
In addition, companies should compete in the retail sector and other industries, as they provide better working conditions. According to Baum et al. (2020), factors like work-life balance, job satisfaction, and meaningful work are important in staff retention. So, talent acquisition and retention are current issues that directly impact on overall organisational performance.
[bookmark: _Toc226324688]Diversity, Equity and Inclusion (DEI)
Handling diversity, equity, and inclusion is considered as another important HR challenge, especially in companies with various workforces. Diversity can increase innovative policies and decision-making processes. On the other hand, it can also represent complexities aligned with communication, inclusion, and fairness. Also, differences in cultural backgrounds, values, and communication styles can cause misunderstandings and workplace conflict when not managed efficiently (Roberson, 2019).
The unconscious bias can impact recruitment, promotion, and performance evaluation decisions. This can cause unequal opportunities and decreased staff satisfaction. Moreover, underrepresentation of certain groups is still a persistent issue across many sectors (Shore et al., 2018).
Moreover, diversity is not enough when staff cannot feel included. In addition, organisational climate is an important factor when companies guarantee that staff feel valued and appreciated. When not managed well, diversity can negatively impact on staff engagement, teamwork, and retention (Roberson, 2019). So, creating an inclusive and equitable workplace is still a complex and present challenge for HR professionals.
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In order to identify HR challenges, companies like Primark use different practices. The practices are created to solve instant workforce issues and support long-term organisational performance and sustainability. Also, contemporary HR approaches heavily emphasise on flexibility, staff experience, and constant improvement to maintain higher competitiveness in the retail sector.
[bookmark: _Toc226324690]Technological Advancement – Digital Training and E-learning
To adequately manage technological change, companies use digital training programs and e-learning platforms. These approaches help staff to learn according to their own understanding and abilities and improve digital skills wanted from modern retail organisations (Noe, 2020). This is considered crucial in retail settings where staff may have various levels of experience with technology.
E-learning is considered as cost-efficient and flexible, being very essential and suitable for large companies. Moreover, mixed learning methods, like online and practical training, improve staff’s knowledge in real-world situations (Salas et al., 2023). For instance, staff may complete online sessions. Then, they can implement what they have learnt using systems like digital skills or stock management tools during shifts.
Still, companies should guarantee that training is available and adequate to all the staff. In addition, continuous learning is important to maintain the pace with technological changes. Also, companies must regularly update training content and gain support from management to guarantee that staff are confident when working with the new systems.
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In order to improve retention, companies must use reward systems like competitive salaries, bonuses, and employee benefits. Armstrong (2020) indicates that efficient reward management improves motivation and job fulfilment. The rewards can also increase organisations’ competitiveness in attracting new staff. Moreover, a transparent reward system can improve trust between staff and management. In this way, employees can feel that their efforts are treated fairly.
Career growth opportunities are also crucial. For example, providing training program, promotion manners, and performance feedback sessions motivates staff to remain and improve in the organisation (Bratton and Gold, 2022). Also, internal promotion structures can improve staff’s motivation and improve their career progression. In addition, mentoring and coaching approaches can help staff development by concentrating on certain individuals’ confidence and improving abilities over time.
Flexible working arrangements can also help companies improve staff’s work-life balance. This is highly important in retail settings. In addition, these practices help staff decrease stress levels and increase their engagement. Moreover, identifying staff achievements by non-financial rewards like praise or employee of the month programs, will improve loyalty and motivation. When staff are appreciated in financial and emotional ways, they will be more likely to be dedicated to the organisation.
[bookmark: _Toc226324692]DEI – Inclusive Recruitment and Policies
To promote inclusion and diversity, companies should adopt inclusive recruitment practices, guaranteeing equal opportunities for all applicants. This consists of excluding bias from recruitment processes and applying diversity in hiring (CIPD, 2022). In addition, structured interviews and clear selection criteria can help companies decrease subjectivity. Also, applying various hiring panels can improve fair treatment and decrease the influence of unconscious bias.
Moreover, companies use diversity training programs to improve awareness of cultural differences and decrease levels of discrimination. For example, inclusive policies like equal pay and anti-discrimination measures improve honesty in the working settings (Shen et al., 2021). The policies also show high organisational commitment to ethical practices. Regular monitoring of these policies is important to guarantee that they are efficient and relevant.
Staff engagement initiatives like feedback systems and support networks can also help companies create an inclusive environment where people feel appreciated. Moreover, companies can launch staff resource groups or diversity committees to help underrepresented groups and improve inclusion across the working environment. These activities can also improve communication between staff and management, which can cause a more positive organisational culture.
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Departmental managers are considered a major part in guaranteeing that HR practices are applied efficiently. On one hand, HR policies provide a framework. On the other hand, it is the managers' duty to implement these practices in day-to-day operations. Moreover, their ability to convert strategic HR goals into practical actions directly impacts staff performance and organisational outcomes.
[bookmark: _Toc226324694]Monitoring Staff Performance
Managers should supervise staff performance in order to guarantee that training and development initiatives are efficient. Primark can do that by creating performance appraisals, feedback systems, and key performance indicators (KPIs). However, when monitoring is very strict, it can create tension and decrease staff motivation. Aguinis (2019) states that performance management systems must emphasise on evaluation and on employee development and support. This will help Primark increase its long-term performance.
[bookmark: _Toc226324695]Using Leadership Style
Leadership is another factor considered important. In addition, transformational leadership that emphasises on motivation, support, and development can help the company improve staff engagement and overall performance (Northouse, 2021). Despite the efficiency of this approach, it needs severe communication skills and emotional intelligence. Moreover, leaders should be able to adapt to different employees’ responses to leadership styles. This is very important in various teams.
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Managers must guarantee that DEI policies are implemented properly. This consists of treating all employees fairly and identifying all issues of discrimination. Still, unconscious bias can still impact on decision-making processes that can cause inequality when not well managed. Nishii (2018) proposes that inclusive leadership behaviours like openness and fairness are considered important for establishing a complete workplace environment.
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Communication is considered crucial in HR. Managers must properly explain organisational changes. Moreover, when these changes are aligned with technology, they decrease uncertainty and resistance. Despite the availability of training sessions, staff still face difficulties when they are not supported by managers. Organising regular team meetings and creating open communication channels can improve staff's feeling of being more informed and confident.
[bookmark: _Toc226324698]Organisational Goals and Staff Wellbeing
Another problem is creating a balance between organisational goals and employee wellbeing. Efficiency is extremely important, and extra pressure can cause more stress and burnout. This may lead to high levels of turnover that will be a setback for the goal of retention. So, managers must promote wellbeing activities and motivate a healthy work-life balance.
So, managers should use a harmonised approach that concentrates on organisational performance and staff needs. Constant evaluation and application of HR practices are demanded to guarantee long-term success.

[bookmark: _Toc226324699]Conclusion and Recommendations
To conclude, Primark encounters essential HR issues like technological improvement, staff retention, and coping with a different workforce. These issues are very common in the retail sector and should be carefully planned and considered by efficient HR strategies. In order to manage with technological changes, Primark must offer regular digital training and additional support to employees. So, in this way, staff can be more confident when working with new systems. This will help the company improve efficiency and decrease stress levels at work.
Moreover, the organisation has to concentrate on keeping its staff. High employee turnover can decrease the level of service and raise costs. So, Primark must improve its recognition and reward structures, provide career development opportunities, and establish a better positive working setting for staff. Therefore, employees will feel more appreciated and prefer to stay and work better.
Managers are also considered major drivers in guaranteeing HR success for a company. They must also receive training programs in leadership and diversity to manage teams fairly and provide equal support to all the staff. In addition, good communication and regular feedback will help Primark’s managers recognise problems in advance and enhance employee engagement.
Lastly, Primark must create a supportive and inclusive working environment that guarantees staff wellbeing. Doing so, the company will improve performance, increase satisfaction, and achieve long-term success.
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