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Human Resource Management (HRM) plays a vital role in helping organisations respond to an increasingly dynamic and competitive business environment. Rapid technological advancements, ongoing competition for skilled employees and the growing importance of diversity, equity and inclusion (DEI) have created new challenges for HR professionals.
Strategic HRM is defined as “a distinctive approach to employment management which seeks to achieve competitive advantage through the strategic development of highly committed and capable workforce, using an integrated array of cultural structural and personnel techniques” (Storey,1995.p5)
 Boots Uk must maintaining high levels of employee engagement and organisational performance.
This report analyses the contemporary HR challenges face by Boots UK, focusing on;
·  technological advancement
·  talent acquisition
·  Retention
· Diversity
· Equity
·  Inclusion
 It evaluates the HR practices used to address these challenges, critically examines the role of departmental manager in ensuring their effective implementation and provides practical recommendations to support organisational performance and long-term sustainability. 
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In this report we are going to focus on the challenges that HR departments face.
· The talent Acquisition and Retention at Boots UK. 
· Technological Advancement 
· Talent Acquisition and Retention 
The talent Acquisition and Retention
Attracting and retaining talented employees has become increasingly challenging for organisations operating the UK retail and healthcare sectors. Boots relies on a highly skilled workforce that includes pharmacist, healthcare professionals, retail managers and customer advisors. However, competition for qualified employees has intensified because organisations such as the National Health Service (NHS), Superdrug and other healthcare providers compete for the same talent segment (CIPD,2024).
Talent acquisition involves identifying, attracting and recruiting individuals who possess the knowledge, skills and behaviours required to achieve organisational objectives. However, recruitment alone is insufficient if organisations fail to retain experienced employees. For stuff retention it requires training costs, disrupts, operational efficiency and reduces organisational knowledge. Armstrong and Taylor (2023) argue that effective talent management contributes to organisational performance by improving employee commitment, productivity and leadership succession.
Employee expectations have also changed  significantly in recent years. In addition to competitive salaries, employees increasingly value flexible working arrangements, career development opportunities, wellbeing initiatives and supportive organisational cultures. Boots has reacted by investing in apprenticeship programmes, professional development, employee wellbeing and internal career progression to strengthen its employer brand and improve employee retention(Boots UK, 2025).
Nerveless, maintain employee engagement remains challenging within a competitive labour market, requiring continuous investment in reward strategies and workforce development to ensure long term organisational sustainability.
Technological Advancement 
This, has become a significant driver of organisational success within the retail and healthcare sectors. As one of the UK's leading pharmacy and health and beauty retailers, Boots UK has invested heavily in digital transformation through online pharmacy services, e-commerce platforms, mobile applications, automated distribution centres and digital. These developments have improved operational efficiency, customer accessibility and service delivery while enabling the organisation to remain competitive in an increasingly digital marketplace (Boots UK,2025).
From a human resource perspective, technological advancement requires employees to continually develop new digital competencies. HR plays a critical role in supporting this transformation by implementing Human Resource Information System (HRIS), online recruitment platforms and digital learning system that improve workforce management and employee development. According to Armstrong and Taylor (2023), digital HR technologies enable organisations to streamline administrative processes, improve decision making through workforce analytics and enhance employee learning through flexible online training.
Despite these benefits, technological change also presents challenges. Employees may experience uncertain or resistance when adapting to new technologies, in particular if they lack digital skills or perceive automation as threat to job security. 
Consequently, Boots must provide continuous training and effective change management to ensure employees possess the knowledge and confidence required to use new systems effectively. Not supporting employees during digital transformation could reduce employee engagement, lower productivity and limit the organisation’s ability to achieve long-term sustainability (CIPD, 2024).
Diversity, Equity and Inclusion (DEI)
This challenge has become strategic priorities for organisations seeking to improve innovation employee engagement and organisational performance.
Boots having a great diversity of costumers and stakeholders, Boots employs individuals from different cultural, ethnic, gender, age and socio-economic backgrounds.
Creating an inclusive workplace enables employees to contribute their perspectives, experiences and skills while encourage collaboration and innovation (Armstrong and Taylor,2023).
Boots has demonstrated its commitment to DEI through inclusive recruitment practices, leadership development programmes and wellbeing initiatives design to make feel the employee valued and respected (Boots UK,2025). Inclusive workplace promotes a rising employee engagement because individuals perceive and remain committed to a fairness organisation that give equal opportunities and psychological safety.
However, promoting diversity alone is insufficient without ensuring equity and inclusion throughout the employee lifecycle. HR department and managers must ensure recruitment, promotion, performance management and reward systems which are free bias and provide equal opportunities for all employees. Organisation must comply with Equality Act 2010 while promoting organisational culture values diversity and challenge (2023). Accomplish all this matter will result in a stronger organisational reputation and enhanced long-term sustainability. 

[bookmark: _Toc235281099]3.Evaluation of Contemporary HR Practices 
[bookmark: _Toc235281100]3.1 Evaluation of  the HR practices 
Digital HR systems have become an essential component of modern HR management. Boots uses Human Resource Information Systems (HRIS), online recruitment platforms and digital learning technologies to support  workforce planning, recruitment and employee development. These systems automate routine HR activities, improve data accuracy and provide workforce analytics that enable evidence-based decision-making (Armstrong and Taylor,2023). For example, workforce analytics can help Boots identify employee movement trends, forecast staffing requirements and evaluate the effectiveness of recruitment and training programmes.
Digital HR Systems and Workforce Analytics 
The principal strength of digital HR systems is their ability to improve organisational efficiency and responsiveness. Digital recruitment reduce hiring times and enhances the candidate experience, while online learning platforms allow employees to develop new digital skills at their own pace. These capabilities are particularly valuable for Boots as it continues to expand its digital healthcare and e-commerce service(Boots UK, 2025).
However, digital HR practices also have limitations. Workforce analytics are only as reliable as the quality of the data collected, and poor data management may lead to inaccurate workforce planning. Furthermore, increased reliance on technology raises concerns regarding data privacy, cybersecurity and algorithmic bias in recruitment processes. Therefore, Boots should ensure that digital HR systems are supported by appropriate governance, regular staff training and compliance with data protection legislation for effectiveness (CIPD, 2024).
Employer Branding and Strategic Workforce Planning 
Employer branding and strategic workforce planning are important HR practices that support Boots’ ability to attract and retain talented employees. Employer branding promotes Boots as an organisation offering career development, employee wellbeing and opportunities within retail and healthcare. A positive employer reputation enhances organisational appeal and enables the organisation to compete more effectively for skilled professionals (Backhaus and Tikoo, 2004).
Strategic workforce planning complements employer branding by forecasting future workforce requirements and identifying potential skills shortages. Given the increasing demand for pharmacist and healthcare professional, Boots must anticipate labour market trends and develop sustainable recruitment pipelines through apprenticeships, graduate programmes and partnerships with educational institutions (CIPD, 2024).
Although these practices strengthen employees experience excessive workloads, limited promotion opportunities or inadequate managerial support. Workforce planning is dependant on accurate labour market forecast, which may affected by economic uncertainty and changing employment trends. Consequently, Boots should regularly review workforce data and employee feedback to ensure its recruitment strategies remain aligned with organisational needs.
Employee Engagement and Retention Strategies 
This has become a strategic priority in HR, because engage employees results in more productive, committed and likely to remain with an organisation.
Boots supports employee engagement through wellbeing initiatives, flexible working practices where operational is viable, career development opportunities and recognition programmes. According to (Armstrong and Taylor, 2023). Organisations that invest in employee development and wellbeing experience higher levels of employee motivation and lower turnover.
These initiatives provide several organisational benefits. Career development programmes strengthen succession planning by preparing employees for future leadership roles, while wellbeing initiatives contribute to improve mental health, reduced absenteeism and higher job satisfaction. Flexible working arrangements can also improve work life balance and increase organisational commitment, particularly among employees with caring responsibilities (CIPD, 2023).
Nevertheless, engagement strategies require continuous investment and consistent managerial support. Flexible working opportunities may not always offered equally across customer-facing retail and pharmacy roles, potentially creating perceptions of inequity. Furthermore, reward and recognition programmes may have only short-term motivational effects if broader issues such as workload, career progression and organisational culture are not addressed. Therefore, Boots should integrate engagement initiatives with wider talent management strategies to improve long term employee retention.
recruitment and long-term workforce planning, they also have limitations. Employer branding alone cannot guarantee employee retention if broader issues such as workload, career progression and organisational culture are not addressed. Consequently, Boots should integrate engagement initiatives with wider talent management strategies to improve long-term employee retention.
Inclusive Recruitment Practices and DEI leadership
This HR strategic is fundamental to Boots’ commitment to diversity, equity and inclusion. The organisation has introduced inclusive recruitment practices, employee resource groups and leadership development programmes to create a workplace where employees feel valued and supported (Boots UK, 2025). Inclusive recruitment broadens the talent pool, enhances organisational creativity and strengthens Boots’ reputation as an inclusive employer. 
However, the effectiveness of DEI initiatives depends on organisational culture rather than policy alone. This initiatives may fail if managers not demonstrate inclusive leadership or if employees perceive DEI initiatives as symbolic rather than meaningful. Moreover, measuring inclusion remains more complex than measuring workforce diversity because it involves employee experiences and organisational culture (CIPD, 2023). Boots must monitor DEI outcomes through employee engagement surveys, diversity metrics and promotion data while holding managers accountable for creating inclusive workplaces. This would enable the organisation to move beyond compliance and achieve sustainable improvements in employee engagement and organisational performance.
3.2 [bookmark: _Toc235281101]SWOT 
	Strength
	Weaknesses 

	· Digital HR systems and workforce analytics improve recruitment and workforce planning
	· High implementation and training cost 

	· Strong employer brand attracts skilled candidates
	· Skills shortages in pharmacy and retail remain challenging

	· Employee wellbeing, career development and flexible working improve engagement and retention
	· Flexible working is difficult to apply consistently in customer-facing roles

	· Inclusive recruitment and DEI initiatives strengthen organisational reputation 
	· Measuring the impact of DEI initiatives can be difficult 





	Opportunities
	Threats

	· AI and digital technologies can enhance HR decision-making and employee development 
	· Competition from the NHS, Superdrug and other employers for skilled professionals

	· Partnerships with universities and apprenticeship programmes can strengthen the talent pipeline
	· Labour shortages and changing employee expectations increase turnover risk

	· Expanding DEI initiatives can attract a more diverse workforce 
	· Rapid technological investment and reskilling 

	· Workforce analytics can support future strategic workforce planning 
	· Economic uncertainty increase recruitment and retention challenges 



[bookmark: _Toc235281102]4.Conclusion and recommendations 

[bookmark: _Toc235281103]4.1 Conclusion 
This report examined the key HR challenges facing Boots UK, including technological advancement, talent acquisition and retention, and diversity, equity and inclusion (DEI).
 “Aligning people management with the organisation’s strategic direction involves examining key business objectives and challenges, identifying the functions and jobs the most influence  organizational success, clarifying the most critical competencies and establishing overall strategic performance imperatives”(Baraldi and Cifalino, 2015, p181)
These challenges influence organisational performance, employee engagement and long term sustainability. Boots has addressed these issues through digital HR strategies and adapting to changing workforce needs, Boots can strengthen its competitive position and support sustainable business growth.










[bookmark: _Toc235281104]4.2Recommendations 

















[bookmark: _Toc235281105]5. References 

· Armstrong, M. and Taylor, S. (2023) Armstrong's Handbook of Human Resource Management Practice. 16th edn. London: Kogan Page.
· Backhaus, K. and Tikoo, S. (2004) ‘Conceptualizing and researching employer branding’, Career Development International, 9(5), pp. 501–517.
· Baraldi, S. and Cifalinò, A. (2015) ‘Delivering training strategies: The balanced scorecard at work’, International Journal of Training and Development, 19(3), pp. 179–198.
· Boots UK (2025) Environmental, Social and Governance: Empowering People and Promoting Diversity. Available at: https://www.boots-uk.com/environmental-social-governance/what-we-do/empowering-people-and-promoting-diversity (Accessed: 16 July 2026).
· Boots UK (2025) Why Boots. Available at: https://www.boots.jobs/why-boots (Accessed: 16 July 2026).
· Chartered Institute of Personnel and Development (CIPD) (2023) Inclusion and Diversity Factsheet. London: CIPD.
· Chartered Institute of Personnel and Development (CIPD) (2024) Resourcing and Talent Planning. London: CIPD.
· Chartered Institute of Personnel and Development (CIPD) (2025) People analytics. Available at: CIPD People Analytics Factsheet (Accessed: 18 July 2026).
· Chartered Institute of Personnel and Development (CIPD) (2025) Skills development in the UK workplace. Available at: CIPD Skills Development Factsheet (Accessed: 18 July 2026).
· Equality Act 2010. London: The Stationery Office.
· Storey, J. (1995) Human Resource Management: A Critical Text. London: Routledge.




Continue investing in digital skills training to support technological change and improve employee capabilitty (CIPD,2025).


Monitor HR performance using employee feedback, retention rates and workforce analytics to ensure continuous improvement and effective implementantion (CIPD,2025).


Strengthen talent acquisition and retention through career development, competitive rewards and strategic workforce planning (Armstrong and Taylor,2023).


Enhace DEI  by setting measurable diversity targets and providing inclusive leadership training for managers (CIPD,2023).
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