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1. Introduction 
Leadership in the workplace aims to inspire, motivate, and set a future vision to drive change, while management involves organising, planning, and directing resources to achieve particular daily operations. HRM (human resource management) handles the key role of leadership and management by aligning leaders' behaviours with company strategy, improving managerial competency, and fostering a trust-based culture (Hartley, 2025). The purpose of the report is to address the key challenges related to the HRM functions of a UK-based company, Burberry Group Plc. The report also aims to demonstrate the key factors related to technological advancement, talent acquisition, retention, and DEI. A critical analysis of the HRM practices of the Burberry Group has been discussed critically in this assessment and makes clear recommendations regarding the key gaps in the overall HRM system.  


[bookmark: _Toc227761314]2. Explanation of the particular factors related to the core strategic pillars of modern HRM
Meeting up with technological advancement 
Meeting technological advancement in HRM needs a balance digital adoption with human-centric strategies. Based on the statements of Mogaji et al. (2024), the technology acceptance model proposes two particular factors determining the successful integration of technology in business, such as perceived usefulness and perceived ease of use. In this context, workers must believe that new technologies such as AI-enabled recruiting or automated payroll technologies directly develop their performance, strategic decision-making capability, and overall productivity. Burberry makes significant investments in using AI and advanced technologies in its recruitment, hiring, and broader talent operations to develop efficiency and candidate experience. The adoption of advanced technologies in HRM systems by Burberry is viewed as vital for streamlining relevant tasks rather than unnecessary burdens, increasing the adoption rates. On the other hand, the adopted technologies must be perceived as user-friendly and need efforts to master. Reportedly, Burberry provides a range of in-person and virtual learning and development resources, such as self-directed digital learning platforms, B learning and GO1, and an internal Apprenticeship programme (Burberry, 2026). These initiatives of Burberry offer their employees intuitive digital access and training resources for flexibility and rapid skill acquisition, ensuring user-friendly engagement. A successful integration depends on implementing an intuitive interface that includes self-service portals, decreasing the training burdens, which helps in decreasing resistance to change. 

Talent Acquisition and Retention 
Effective talent acquisition and retention in modern HRM are critically driven by two particular and interrelated factors, such as cultural fit and employer branding, career development and learning opportunities. According to Leong and Said (2024), ASA (attraction-selection-attrition) is a theoretical model that posits that companies become homogeneous over time as similar individuals are attracted, selected and remain in them. Based on the concept of ASA, companies must attract and retain workers whose values align with their brand values. In this context, Burberry provides paid well-being days, offering digital upskilling, and organising employee resource groups, aligning personal passion with brand innovation. These key strategies of Burberry directly attract the right talents, while a positive and inclusive workplace culture ensures that every worker feels safe, which increases loyalty and reduces turnover rate. On the other hand, Rafid (2023) stated that human capital theory posits that training, education, health, and skills are investments, increasing an individual’s productivity, leading to higher future earnings. According to this concept, it can be stated that making significant investments in employee education and training enhances their productivity, which directly aligns with the company's success. For instance, Burberry provides internship and apprenticeship opportunities across the business, and offers a design graduate programme and undergraduate placement year programmes (Burberry, 2026). The clear career paths, mentorship and reskilling opportunities act as the major retention tools, making the workers feel valued and decreasing the likelihood of them seeking better opportunities elsewhere. 


Diversity, Equity, and Inclusion (DEI) 
Two specific and unconnected factors that drive DEI are unbiased talent acquisition and structured career advancements, explained through the lens of the Social Identity Theory. Based on the statements of Burke and Stets (2022), social identity theory posits that an individual’s sense of self is derived from their group memberships. This theory emphasises broadening the hiring system and strategies of the organisations to combat the tendency to hire similar individuals. In this context, the global diversity and inclusion strategy of Burberry is focused on valuing and embracing differences and developing an environment where every individual feels safe and secure (Burberry, 2026a). The company uses structured, diverse interview panels and mitigating unconscious bias in recruitment, ensuring varied perspectives according to race, gender, and experience, directly increasing company innovation. On the other hand, HRM must ensure fair access to opportunities for every employee in the workplace, promoting DEI initiatives. According to Bulletti et al. (2025), equitable career advancement involves creating transparent, merit-based pathways for promotions and reducing individual barriers for taking employment opportunities, hindering underrepresented groups. The HRM team of Burberry successfully manages these key initiatives through mentoring programs and equitable pay audits, fostering equity and ensuring diverse talent is effectively retained. These key practices also elevate the leadership of Burberry, which strengthens the entire organisational performance across the international marketplaces. 



[bookmark: _Toc227761315]3. Explanation of the different contemporary HR practices to address each aforementioned factor
Meeting up with technological advancement 
Modern HRM strategic pillars mainly emphasise agility, with technological advancement acting as the key driver for competitive edge and efficiency. There are key factors such as automation, people analytics, digital experience, upskilling, and change management that affect the overall HRM function of modern organisations in an effective manner. Based on the statements of Ojika et al. (2022), the implementation of AI refers to a key initiative of a company for routine tasks such as onboarding and payroll, decreasing manual errors, and freeing employees for high-value strategic work. For instance, Burberry Group leverages Alloy Automation’s Enterprise iPaaS, particularly Allow Flow, which is an AI-powered platform to manage the routine tasks for employees, and automate their internal staff sales, transforming a previously labour-intensive process into an efficient and seamless operation (Runalloy, 2026). On the other hand, leveraging data-driven insights from HRIS (human resource information system) enhances the ability of Berberry Group to make proactive decisions regarding talent acquisition, performance, and retention. 
Additionally, Burberry Group uses a hybrid, multi-cloud strategy, which is heavily centred on AWS (Amazon Web Services) to support its global retail operations and digital transformation (Amazon Web Services, 2026). The use of AWS increases the digital experiences, as well as enhancing employee engagement and remote work capabilities. In addition, Burberry Group has used luxury client service with Penguin, a Generative AI-enabled discovery and recommendation platform (DataIQ, 2025). These platform up-skills employees by augmenting them with generative AI as well as managing routine tasks, and allowing consultants to focus on creative and high-value clienteling. The employees of Burberry learn to interpret AI-enabled, context-rich data and natural language searches by adopting this, ensuring they are digitally fluent and future-ready. Burberry also successfully manages employee resistance during digital transformation, balancing AI adoption with human-centric leadership to handle moral and ethical standards, enhancing the overall HRM functions. 


Talent Acquisition and Retention 
The modern HRM of Burberry Group centres around the development of a high-performance culture as a key pillar under the “Burberry Forward strategy”. Reportedly, Burberry Group highly prioritises inclusivity by employing a “gender decoder” tool in job advertisements as well as utilising anonymous CV screening to avoid bias in the hiring process (Burberryplc, 2026). On the other hand, the company also made a high investment in expanding its creative arts scholarship programme internationally to support the next generation in developing their talents (Burberry Plc Corporate, 2020). This requirement approach aims on addressing technical and creative skills essential for luxury craftsmanship, using both targeted external sourcing and internal talent mobility to align with the company’s Modern British Luxury Vision. On the other hand, retention is driven by performance-based rewards, clear career improvement programs, and competitive compensation (Fitri, 2024). In this context, Burberry Group offers employee discounts and performance-related incentives to its employees and believes in showing appreciation for employees who have invested years of service into the company (Burberrycareers, 2025). Additionally, Burberry also makes significant investments in workers' well-being, such as a generous global parental leave policy, which is a key initiative to manage employee retention rate in the workplace. 
Diversity, Equity, and Inclusion (DEI) 
Burberry integrates DEI (diversity, equity, and inclusion) as the key pillar of its Burberry Beyond strategy, targeting to foster a creative and inclusive culture across international markets. In this context, Burberry actively increases diverse representation in management and leadership roles, ensuring gender-balanced hiring to foster inclusion. Additionally, the company is the first luxury retailer to achieve accreditation as a UK real Living Wage employer by the Living Wage Foundation (Burberry Plc Corporate, 2024). It highlights that Burberry is committed to merit-based career improvement and pays its employees equally, creating an inclusive and diverse workplace. Moreover, Burberry implements global DEI training and a cultural advisory council to ensure a respectful workplace. Hence, these efforts support a high-performance workplace culture by ensuring diverse backgrounds, driving innovation, and success. 
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The departmental managers of organisations such as Burberry may ensure rapid implementation of modern HRM practices by prioritising a scale-first approach, including piloting AI technologies and tools for routine tasks (onboarding before full-scale adoption). In this context, the departmental managers must act as change agents to achieve urgent results through addressing resistance in terms of increasing transparency in communication regarding AI augmentation, rather than replacing employees. According to Raza et al. (2023), organisational leaders manage transparency in communication, building trust, boosting employee engagement, and enhancing productivity levels. Additionally, immediately upskilling teams on AI tools and data analytics can be effective to ensure the employees are future-ready. Hence, the implementation of human-centric, ethical oversight while leveraging data-driven data can ensure Burberry’s high-value strategic work will be achieved efficiently. 
The departmental managers of Burberry can also actively improve the strategies rather than treating previous processes as HR only initiative to urgently implement higher performance and inclusive HRM. According to Fabris et al. (2025), the utilisation of gender decoders for every vacancy provides organisations with an immediate approach to decreasing hiring bias, resulting in more diverse applicant pools and faster hiring timelines. The department managers of Burberry must mandate the use of gender decoders for every vacancy, ensuring immediate recruitment bias reduction. The department manager of the company can also use internal talent mobility to boost retention, which connects workers to creative scholarships rather than relying solely on external recruitment. On the other hand, the performance-based rewards plan of Burberry also needs regular one-to-one sessions for immediate feedback, which ensures workers' appreciation feels timely. The active promotion of global parental leave and well-being practices needs to be done to prevent turnover in competitive marketplaces. 


The departmental managers of Burberry can shift from passive compliance to active ownership to urgently implement the DEI strategy in operations. Firstly, the departmental managers of the company need to immediately adopt blind resume screening as well as mandate diverse interview panels for every vacancy to guarantee gender-balanced recruitment. Moreover, the departmental managers of Burberry can also review team pay insights to ensure alignment with the UK Real Living Wage Accreditation, handling the pay gaps. The managers must also embed mandatory DEI training and use Employee Resource Groups for immediate feedback and reviews to ensure a respectful workplace culture. Hence, the managers may operationalise these inclusive practices urgently by holding themselves accountable through tracked, transparent metrics on team diversity. 
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· The department manager of Burberry needs to implement AI-enabled training platforms and channels to rapidly up skill their existing employees in digital tools. 
· The company managers also need to define particular diversity goals in hiring and recruitment systems, leading to avoiding generic statements to enhance attraction. 
· The departmental managers of the company need to use internal talent marketplaces to successfully retain talent and close skill gaps. 
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On a concluding note, it can be stated that every modern organisation needs to manage the key HRM issues such as keeping up with technological advancement, DEI practices and talent acquisition and retention. The management of these issues is critical for operational efficiency and competitive advantages for the organisations. Technology adoption enhances the overall HRM process, and talent acquisition and retention ensure continuity and innovation. DEI (diversity, equity, and inclusion) fosters a diverse, inclusive, and engaged workforce, increasing profitability and innovation. Hence, the organisations have to manage these key factors while handling their HRM functions, leading to building a resilient company across the competitive marketplace. 
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