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Introduction 
This report critically examines how Burberry, a Uk leading fashion house, must adapt to its human resources approaches to meet upcoming challenges. It focuses on core areas shaping HR practices: respond promptly to technology growth, enhance talent acquisition and retention, adopting Diversity, Equity and Inclusion across workforce. The discussion assesses a variety of modern HR methods related to each factor and evaluates the effectiveness within Burberry’s operational context. The report summarises by analysing the role of managers department in making sure these practices are applied promptly to aid organisational performance and long-term sustainability.
Explanation of the specific factors 
Meeting up with technological advancement 
Technological advancement is reshaping HR processes at Burberry, requiring practitioners to adapt quickly to new digital tools. AI and machine learning now streamline recruitment by identifying suitable candidates and predicting performance more accurately (Pessach et al., 2020). Deep learning systems analyse employee feedback to reveal trends that support engagement and retention (Rane, 2023). Natural language processing enables chatbots that automate routine HR queries, improving efficiency (Bian et al.,2025). However, these innovations evolve rapidly across different HR functions, forcing practitioners to constant update skills and redesign workflows. Meeting technological advancement therefore becomes a strategic HR priority, not just an operational adjustment.
Talent Acquisition and retention 
HR practitioners at Burberry face increasing pressure in talent acquisition and retention as skilled workers are being attracted to better opportunities in other industries, leaving a gap that is often filled by lower skilled applicants (Kumar et al., 2023). This reduces the available pool of experienced talent needed for creative, digital and retail roles. The wider retail sector is also experiencing a talent drain, as employees seek improved working conditions or move abroad for higher quality employment prospects. These trends make it harder for Burberry to secure and retain high performing staff, forcing HR to strengthen employer branding, development pathways and retention strategies.
Diversity, Equity and Inclusion
Diversity and inclusion involve creating a workplace that actively supports organisational goals by attracting and retaining skilled employees and ensuring the organisation is fit for purpose (CIPD, 2024). 
At Burberry diversity, equity and inclusion impacts the way the business hires individual fairly within shortlisting and selection, promoting a diverse workplace. As a result, Burbury shows this by having a team in 32 countries with 120 nationalities showing a diverse embrace of individuals and experience which brings its innovative capability to keep developing (Burberry,2024). Furthermore, Burberry further includes a global education programme, inclusive recruitment practice, employee resource groups and partnerships such as Outsiders Perspective and the business disability Forum (Burberry,2024). Diversity, equity ad inclusion impacts on the hr practioners as Burberry needs to make sure it attracting diverse talent to boost its reputation and make sure its following legal compliance. 
Evaluation of different contemporary HR practices to address each factor 
Digital training programmes
[bookmark: _Int_eAsTzpiG]While digital training has become a central HR strategy for supporting technological advancement, its effectiveness is not uniform across all organisational contexts. The integration of eLearning platforms and VR-based training demonstrates clear benefits such as improved efficiency, higher engagement, and greater accessibility. Related to this Gizem Dilan Boztaş et al., (2025) support the idea of digital training effective as employees get to have more management with their learning as to being face to face delivered, allowing employees to take ownership of its learning. Even so digital training still requires substantial investment in infrastructure, continuous content updates, and skilled HR professionals who can align training with evolving technological demands.
Moreover, digital learning can create disparities among employees with varying levels of digital literacy, potentially widening skill gaps rather than closing them. Without strong managerial support, structured follow-up, and opportunities for practical application, digital training risks becoming a passive learning experience rather than a driver of workplace transformation. Nevertheless, when implemented strategically, digital training remains a powerful tool for building a technologically adaptive workforce. It equips employees with the agility needed to navigate automation, data-driven systems, and emerging digital tools, ultimately contributing to sustained organisational competitiveness and innovation (Alaghbari et al., 2024). Continuous investment in these training initiatives enhances employees’ digital skills, empowering them to adapt swiftly to technological changes and contribute to organizational agility



Automation of administrative tasks
Human resources (HR) analytics and data driven decision making 
The use of AI in human resources and data driven decision making improves Burberry ability to keep up with technological advancements effectiveness in polishing workforce management by analysing, forecasting and diagnosing workforce issues with analytical data (Danielle,2025). This is effective as overall helps the outcomes be data based able to be measured and predict Burberry workforce performance and outcomes efficiently.
Talent Acquisition and Retention
Table of effectiveness each practice is for talent and acquisition and retention
	Practice
	Effectiveness
	Strengths
	Weaknesses 
	Short- and long- term impact
	Overall effectiveness

	Employer branding strategies

	Reliable, time efficient, reach bigger audience in large scale by its socials and advertisements (Team, 2025)
	Allows Burbury to reach to its preferred audience with its advertising effectively (Team, 2025)
	Temporary engagement boost

	Strong employee reputation
	5

	Flexible working policies

	Inclusive 
Attracts talent 
	Can help employee's readiness to company goals (Tsen et al., 2021)
Decrease burns out 

	Difficult for operation roles
	Good increase in employee's satisfaction and retention,
Decrease turnover costs
Boost, organisation trust and autonomy.
	5

	Competitive reward packages

	Attracts top talent faster
	Industry competitiveness balanced
	Attracts money driven candidates, however, is not enough to convince individuals
	More applicants
	4

	Internal mobility and career development

	
Allows employees to give their full potential and be loyal to Burbury,

(burberrycareers.com, n.d.)
	
Enables Burbury to be productive by the progress, motivation of its employees (burberrycareers.com, n.d.)
	
May have limited opportunities on job roles and money sourcing need
	
	5



Evaluation of human resource practices Towards DEI – (Diversity, Equity and Inclusion)
Unconscious bias training
This type of practice may be effective to an extent with scientifically proven experiment of 15years (Cox,2022). The results show this type of training give insufficient support to diversity equity and inclusion to be made within the hr practice. As a result, this practice is still in development to complement and add significant positive impact withing diversity equity and inclusion within the training.
Inclusive recruitment practices
This HR practice supports diversity, equity and inclusion as enables underrepresented individuals from different backgrounds to have same job opportunities and allows Burberry to show and embrace diversity and build a strong company with a broad range of skilful individuals representing different backgrounds. Reflecting on what Burbury,n.d presented on its diversity and inclusion website section, is shown this  continually proven and implemented by Burberry with its diversity and inclusion team which connect with the company delivering a global focused programme which building an open inclusive community, promoting education and awareness, and adapting global strategies are its main standards.
Pay transparency
Schuman,2023 demonstrates a range of reasons why pay transparency has its advantages which also can benefit effectively on DEI where allows employees willingness to work to be boosted as they know how much each department by role is paid according to its function. Additionally, it supports DEI on improving and discussing pay differences transparently. Overall transparency pays supports DEI in an effective way so employees at Burbury feel equally recognised by its work and there is no bias in between, but a fair well stablished pay given.

Critical evaluation of how departmental managers can ensure these contemporary practices are being implemented as a matter of urgency 
Digital Training
Departmental managers should allow employee to have access to digital training by providing a digital platform where learning is given or have company purchase digital learning courses from a provider from basic to advanced learning to equip employees for their job role daily tasks and to have transferrable skills for career progression. Additionally digital training should be urgently implemented within Burbury design department so staff know how to use advanced equipment such as 3D machines and its constant change in features as if not addressed it can slow down work produced and make employees not feel confident to do their job. Relating to this Spiler, (2023) adds to this reasons as also shows its evidence reflects how  having training on current digital equipment will also allow Burbury to enable employees to add more work value and enable time to be well used and contribute to the business increase in revenue by how it can broaden the work in a large way and be time effective. Managers can ensure recruitment tools to boost Burberry organisation capabilities instead of treating as a symbolic initiative and implement diversity equity and inclusion to create accountability, however it also presents risk of becoming performative if not supported by behavioural change. The ability to apply these practices can be affected by skill gaps and competing priorities, therefore managers need to implement structed steps such as selection process and diverse hiring panels to reduce bias in decision making. As according to Bunica,( 2024) being bias can happen without noticing when managers choose individuals who are in a social and cultural group as the managers as a result is important to keep process fair and not bias and without this urgency it may lead application to only reach surface level instead of meaningful inclusion.
 The application of digital training programmes shows principles of human capital theory which emphasise the need to invest in employee skills to enhance productivity. To relate to Mehta, (2025) which refers that higher the human capital, higher work progression is made, showing how crucial is to equip employee's skills. However, the idea of digital learning automatically boosting capability is flawed due to having its limitations. Managers have an important role in bridging the gap between training completion and practical application. Moreover, close supervision can have a crucial impact on productivity and learning progression of employees. Without active reinforcement such as coaching and performance report, digital training risks of becoming a passive exercise and it reflects on urgency not guaranteeing effectiveness. The impact of supervision, training and teamwork on employee psychological capital, (2022) article proves the advantage of having management support beneficial as it has enabled employees to have a high turnover through the training and feedback responses of manager’s supervision. Upon reflecting, managers should not only rely on technology but on data literacy and management judgement to interpret insights that support Burberry and employees.
 Regarding flexible working, managers should communicate decisions clearly and apply procedures fairly. Consistent practice helps toward the development of commitment and prevents inequality, for example by ensuring remote working hours are made the same as if employee were working on Burberry premises.  Having flexible work according to Baumann and Marcum, (2023) will only support on having devoted employees to the organisation and boost job fulfilment.Hences why the importance of managers applying flexible working practice effectively.
 Pay transparency can boost trust and diversity, equity and inclusion (DEI) even so it may show pay differences and create issues if not clearly explained. Managers need to explain decisions clearly to employees and make realistic expectations to ensure fairness. To conclude human resources practices are important, but their success depends on skilled and accountable managers. Without support and behaviour change, it risks of becoming symbolic. Burberry must invest in developing managers to ensure urgent initiatives direct to sustainable results.


Recommendations
A reinforcement on management upskilling is one of the suggestions to enable managers to have an advanced understanding towards digital tools, inclusive leadership and data driven decision making to bridge the gap between policy practice. Second an enhancement in communication and transparency so that there is a clear communication standard on progression, flexible working, reduce bias, pay and keep a consistent employee experience across departments. Thirdly management accountability boost should be given by introducing KPI’s and regular audits to make sure managers are applying HR practices other than using them as symbolic initiatives.

Conclusion
In conclusion, contemporary HR practices at Burberry are important for keeping competitiveness in a fast retail environment built with constant technological change, Talent shortages and growing expectations around diversity, equity and inclusion. On the other side digital training, inclusive recruitment and pay transparency demonstrate clear strategy their effectiveness depends on consistent management involvement without it puts in risk the alignment of these practices with Burberry goals and be superficial practices. Therefore, department managers play a key part in implementing HR strategy into measurable outcomes. Overall making an investment in management upskilling alongside with clear structures and supervisions is important to ensure these practices are made to deliver long term Burberry performance and inclusivity.
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