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Executive Summary (Approx. 120 Words)
Human resource management helps organisations navigate rapid technological change, workforce challenges and growing expectations for fairness, inclusion and equality, ensuring employees remain supported, engaged and adaptable. Marks & Spencer operates within a competitive retail environment were attracting skilled employees, adopting digital innovation, and sustaining workforce engagement are critical to success. This report explores three contemporary HR challenges facing M&S: technological advancement, talent acquisition and retention, and DEI. It evaluates current Modern HR practices support recruitment, engagement, development, and inclusive hiring while improving workforce effectiveness overall. Approaches. Drawing on theories such as Lewin’s Change Management Model, the Technology Acceptance Model, Psychological Contract Theory, Equity Theory, and Social Identity Theory, the report assesses organisational effectiveness, workforce outcomes, and future improvement opportunities.
Introduction – 100 WORDS = 94
Human Resource Management (HRM) is increasingly important as organisations adapt to technological change, labour market challenges, and growing expectations for diversity, equity and inclusion. Marks & Spencer operates in a competitive retail sector were attracting talent, embracing digital innovation, and maintaining employee engagement are essential. This report examines technological advancement, talent acquisition and retention, and DEI as key HR challenges. It evaluates HR practices support people through technology, engagement, recruitment, inclusion, and workforce planning effectively.. Relevant theories are applied to assess effectiveness, workforce outcomes, and opportunities for organisational improvement and sustainable success.

1.1Contemporary HR Challenges 600 WORD = 558

1.2 Digital Transformation
Technological advancement has become one of the most significant factors influencing contemporary HR management, transforming how organisations recruit, develop, and manage employees (Davis, 1989; Parry and Strohmeier, 2014). As part of its digital transformation strategy, Marks & Spencer (M&S) has invested in technologies such as workforce analytics, digital HR systems, artificial intelligence, and automation to improve operational efficiency, enhance customer experience, and strengthen its online retail operations. These developments have enabled the organisation to streamline processes and support more informed decision-making.
Despite these benefits, technological change also presents several challenges. The Technology Acceptance Model suggests that employees are more likely to embrace new technologies when they perceive them as useful and easy to use (Davis, 1989). However, varying levels of digital literacy can create skills gaps, reducing employee confidence and productivity. Furthermore, Lewin's Change Management Model highlights the importance of supporting employees throughout the change process to minimise resistance and encourage successful adoption of new systems. Critics argue that excessive reliance on technology may reduce human interaction and raise concerns regarding data privacy and employee surveillance (Parry and Strohmeier, 2014). From a Resource-Based View perspective, digital capabilities represent valuable organisational assets that can create competitive advantage (Barney, 1991). Therefore, M&S must continue investing in employee digital development while maintaining a balance between technological efficiency and effective people management.

1.3 Employee Attraction and Retention
Attracting and retaining talented employees remains a significant challenge within the UK retail sector due to labour shortages, evolving employee expectations, and intense competition for skilled workers. Employer Branding Theory argues that organisations with a strong reputation as employers are more successful in attracting high quality candidates. Marks and Spencer can enhance recruitment by promoting career development opportunities, flexible working practices, employee wellbeing programmes, and an inclusive working environment. A strong employee value proposition can help attract diverse talent and strengthen organisational appeal.
Retention is equally important for maintaining productivity, service quality, and workforce stability. Psychological Contract Theory suggests employees expect support, recognition, and development opportunities, while Herzberg’s Two Factor Theory highlights achievement and career progression as key motivators. Consequently, M&S should invest in employee development, recognition initiatives, wellbeing support, and clear career pathways to improve engagement, commitment, loyalty, and long-term retention.

1.4 Diversity, Equity and Inclusion (DEI)
Diversity, Equity and Inclusion (DEI) has become a strategic priority for organisations seeking to improve performance, employee satisfaction, and corporate reputation. Many businesses recognise that a diverse workforce enhances creativity, innovation, decision making, and problem solving, helping organisations respond more effectively to changing customer and workforce needs. 
Social Identity Theory suggests that individuals naturally classify themselves into different social groups, which can influence workplace relationships, behaviours, and perceptions. When organisations fail to implement effective DEI practices, unconscious bias, discrimination, and exclusion may emerge, negatively affecting employee engagement, collaboration, and organisational culture.
Equity Theory argues that employees assess fairness by comparing their treatment, rewards, and opportunities with those of others. If employees perceive inequity, motivation, commitment, and retention can decline. As a result, organisations must maintain transparent and fair recruitment, promotion, development, and reward practices.
Although DEI initiatives can deliver significant organisational benefits, implementation challenges remain. Some critics argue that organisations focus on symbolic diversity targets without addressing deeper cultural issues. Therefore, M&S should support DEI through measurable objectives, leadership accountability, employee education, and continuous cultural change to build trust, inclusion, engagement, and sustainable organisational success for the future workforce.

2. Evaluation of Contemporary HR Practices 600WORD =573

2.1 HR Technology and Analytics
Digital HR systems have significantly transformed workforce management by increasing efficiency and supporting strategic decision making across organisations. At Marks and Spencer, applicant tracking systems, performance management platforms, and workforce analytics provide valuable insights that assist workforce planning, performance monitoring, and talent management activities.
The Resource Based View argues that organisations gain competitive advantage through valuable, rare, and difficult to replicate resources, including skilled employees and organisational knowledge. Workforce analytics helps identify skills shortages, predict employee turnover, and improve succession planning, enabling more effective workforce strategies and informed HR decisions.
Despite these benefits, critics suggest that excessive dependence on data can encourage managers to focus on measurable outcomes while overlooking behavioural, cultural, and interpersonal factors that also influence performance. Therefore, analytics should support rather than replace professional judgement.
Digital systems may also create ethical concerns. Automated recruitment tools can unintentionally reinforce bias when algorithms reflect historical inequalities. Consequently, HR professionals must regularly evaluate technology to ensure inclusive outcomes.

2.2 Employer Branding and Workforce Strategy
Employer branding and workforce planning are important approaches for addressing recruitment and retention challenges within competitive labour markets. Marks and Spencer have strengthened its employer brand through career growth opportunities, flexible working, and employee wellbeing initiatives that enhance organisational attractiveness. Effective employer branding can improve recruitment outcomes by differentiating organisations from competitors and attracting high quality candidates. However, branding alone cannot ensure employee retention. When employee expectations differ from workplace realities, engagement and commitment may decline. Consequently, employer branding should accurately reflect organisational culture and everyday experiences. Strategic workforce planning also supports long term success by identifying future talent needs and skills gaps. Although forecasting remains challenging, proactive planning enables organisations to implement recruitment and development.

2.3 Employee Engagement and Retention Strategies
Employee engagement is strongly associated with productivity, organisational commitment, and employee retention. Marks and Spencer have introduced a range of initiatives designed to enhance wellbeing, recognise employee contributions, and support career development. Herzberg’s Two Factor Theory suggests that motivation is influenced by both hygiene and motivational factors. While salary, policies, when employees have good conditions help employees feel satisfied, while recognition and growth increase motivation increase motivation significantly. Although Herzberg’s theory remains widely used, critics argue that employee motivation is highly individual and can vary according to personal preferences, job roles, and organisational circumstances. Consequently, Marks and Spencer should avoid relying on standardised engagement approaches. Employee engagement initiatives can deliver substantial organisational benefits, but their success depends on strong managerial commitment. Organisations that fail to address workload pressures, management behaviours, and workplace culture may achieve limited results. Therefore, engagement strategies should be integrated.

2.4 Inclusive Recruitment and DEI Policies
Inclusive recruitment practices, including blind recruitment, diverse interview panels, and unbiased job advertising, can help reduce discrimination and improve workforce diversity. Research suggests that diverse teams often achieve better outcomes because they bring broader perspectives, greater creativity, and improved problem-solving capabilities. However, recruitment initiatives alone cannot eliminate workplace inequality. If promotion opportunities, leadership representation, and organisational culture remain unchanged, improvements in recruitment may produce only limited long term benefits. Therefore, Marks and Spencer should embed DEI objectives throughout the entire employee lifecycle, from recruitment to progression. Diversity by itself does not guarantee inclusion. Employees must feel respected, valued, supported, and able to contribute fully within the workplace. Consequently, DEI strategies should extend beyond hiring and include development opportunities, career progression, and cultural change to achieve sustainable organisational success for the future workforce overall.

3. Evaluation of Management Implementation Practices
Departmental managers play a central role in ensuring that Human Resource strategies are successfully translated into everyday workplace practice. While HR specialists design policies, managers implement them and influence how employees experience organisational initiatives. Their actions directly affect engagement, performance, communication, and workplace culture. Within Marks and Spencer, managers act as a link between senior leaders and frontline employees, helping to align business objectives with workforce needs. Consequently, the effectiveness of HR practices often depends upon managerial capability, leadership behaviour, and the consistency with which policies are applied across different departments and teams daily for sustained success.
Effective leadership becomes particularly important during periods of organisational change. As Marks and Spencer continue to invest in digital transformation and modern technologies, managers must guide employees through new ways of working and reduce resistance to change. Transformational Leadership Theory suggests that leaders who inspire, motivate and support employees are more likely to achieve positive organisational outcomes. By communicating a clear vision, encouraging participation and supporting learning, managers can strengthen trust, commitment and confidence. In practice, managers who encourage digital skills development and provide guidance can increase acceptance of technological change and improve workforce adaptability and long-term resilience success.
Kotter’s Change Leadership Model also highlights the importance of creating urgency, communicating change effectively and empowering employees throughout transformation initiatives. This perspective suggests that successful implementation depends not only on strategy quality but also on how managers engage and support their teams. Poor communication, inadequate guidance or inconsistent leadership may increase uncertainty, reduce morale and weaken productivity. Despite potential benefits, several implementation challenges remain. Some managers may lack the skills, experience or confidence required to lead change effectively. This can create inconsistent policy application across departments, resulting in unequal employee experiences and reducing the effectiveness of organisational initiatives and outcomes.
Additional challenges may arise when managers feel overwhelmed by expanding responsibilities or unconvinced about the value of new practices. In such circumstances, employees may receive mixed messages regarding organisational priorities, which can weaken trust, engagement and commitment. Resource limitations can also affect implementation. Although development programmes, wellbeing initiatives and diversity strategies can deliver long term benefits, budget pressures may restrict investment in training and support activities. Research suggests that organisational culture and senior leadership commitment are often just as important as managerial actions in determining implementation success. Therefore, responsibility for HR outcomes should be shared across organisational levels and functions.
Effective implementation also requires continuous monitoring and evaluation. Managers should use workforce metrics including engagement scores, turnover rates, diversity indicators, absence levels and training outcomes to assess the impact of HR initiatives. However, relying exclusively on quantitative data may overlook important employee perceptions and cultural factors that influence workplace experiences. Therefore, managers should combine workforce analytics with regular employee feedback to obtain a broader understanding of organisational performance. Ultimately, successful HR implementation at Marks and Spencer depends on strong leadership, effective communication, adequate resources and collaboration between managers, HR professionals and senior leaders to support engagement, productivity, inclusion and sustainable.
4. Recommendations 100 WORD - 104
1. Invest further in digital capability programmes to improve employee confidence, reduce resistance to change, support technology adoption, and strengthen transformation.
2. Strengthen employer branding by promoting career progression, flexible working arrangements, employee wellbeing programmes, and supportive workplace cultures.
3. Implement measurable DEI objectives, annual reporting, and regular monitoring to strengthen accountability and track progress.
4. Expand employee development through mentoring, leadership training, and continuous learning opportunities to improve retention rates.
5. Provide mandatory change leadership training for managers to strengthen communication, employee support, and organisational change effectiveness.
6. Increase workforce analytics usage to identify turnover risks, monitor engagement levels, and improve recruitment effectiveness.

5. Conclusion 100 WORDS = 120
Contemporary HR challenges continue to influence organisational performance across the retail sector. For Marks and Spencer, technological advancement, talent acquisition and retention, and diversity, equity and inclusion remain important strategic priorities. Although the organisation has introduced a range of modern HR practices, their success depends upon employee acceptance, managerial capability, and strong leadership commitment. The analysis demonstrates that technology, workforce management, and inclusion initiatives can improve organisational performance when implemented effectively. By strengthening leadership capability, investing in workforce development, enhancing diversity practices, and using evidence-based HR decision making, M&S can improve engagement, resilience, and long-term competitiveness overall success.
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