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[bookmark: _Toc215177931]Introduction
Pret A. Manger is a popular chain of fresh sandwiches, coffee and ready to eat meals based in the UK, which is devoted to its customers, sustainability and quality. Concerned about ethical conduct and the welfare of employees, the company has established a robust brand image as one that focuses on the community and freshness (Pret A. Manger n.d.).
The report will examine the manner in which Pret A. Manger is modifying its HR practices in response to the modern trends in the societal shifts, technological advancements, and the need to offer flexible working conditions. It will compare some of the most important HR practices, such as the acquisition of talent, employee engagement, and the integration of flexible work models in the company culture. Moreover, the report will cover how the managers may make sure that these practices can be implemented successfully, providing recommendations on how the HR strategy of Pret A. Manger can be further refined to help the company grow its business and satisfy its employees.
[bookmark: _Toc215177932]The specific factors related to societal changes, technology trends and flexible working arrangements within the Organisation
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Cultural Changes
The cultural changes have affected the organizational culture and HR strategy of Pret A. Manger to a substantial degree. With a more diverse society, companies such as Pret A. Manger need to change their workplace culture in order to correspond to the changes. In response, the firm has focused on diversity and inclusion in its human resource acquisition and organizational behavior. Pret has actively undertaken efforts to establish a conducive environment by training, pursuing equal opportunities policies, and making sure that different views are factored in decision-making. This cultural change has promoted an open, respectful and dynamic working environment, which promotes creativity and innovation (Barratt-Pugh and Bahn, 2015). Consequently, this has enabled Pret to have closer relationships with employees and customers who are more appreciative of diversity and inclusion. HR is essential in infusing these values in day-to-day operations so that every employee feels that they are valued which does not only augur with the trends in the society but also increases employee engagement, performance and retention.
Health and Well-being
Another societal change that has had impact to Pret A. Manger is the increasing attention to the health and well-being of employees. Employees are also demanding work environments that are sensitive to their physical and mental health as the consciousness about these conditions grows. Pret has also put in place several programs to ensure the physical and mental wellbeing of its employees, including access to mental health services, fitness benefits and establishing a workplace atmosphere that encourages a healthy lifestyle (Chang, 2024). Such programs of well-being are necessary in sustaining employee satisfaction, alleviating stress, and burnout prevention. HR is vital in fostering such initiatives and making sure that it is entrenched in the company culture. By making health a priority in employees, Pret A. Manger can increase productivity, decrease absenteeism, and employee retention, which will directly benefit the business and be in line with societal needs of making workplaces healthier.


[bookmark: _Toc215177934]Technological Trends
AI and Automation
AI and automation have become the focal point of the manner in which Pret A. Manger is carried out; especially in facilitation of operations and the enhancement of customer service. As an example, the company has adopted AI-based solutions to track inventory and forecast customer preferences to maximize the level of stock and minimize the waste. Food preparation and order systems automation have also improved efficiency and speed in the provision of high-quality service. Nonetheless, the combination of AI and automation has its problems, especially employee training to work with these technologies. HR is crucial in offering training programs to make sure the employees are adequately trained in the way to use new tools efficiently. Besides, the HR department in Pret must fight the issue of job displacement by prioritizing reskilling and upskilling programs that can enable employees to move to more value-based positions in the company (Singh and Karthik, 2025).
Cybersecurity
As digital tools and platforms continue to gain prominence, cybersecurity has emerged as a major issue of concern among Pret A. Manger. The company handles sensitive information about customers such as payment details and should put measures to make sure that such data is managed safely. Pret has employed strong cybersecurity solutions, including encryption and firewalls to guard against breaches that may occur. HR can also contribute to the development of awareness of the cybersecurity culture among the employees and provides training on the best practices of data protection as well as makes sure that the staff realizes the necessity to protect sensitive information (Alqudhaibi et al., 2024.). Moreover, with the increasing number of transactions between customers being carried out in electronic formats, Pret A. Manner has to constantly revise its investments in new technologies in order to remain ahead of any cyber threat, which means that HR, IT, and other units will have to constantly collaborate.

[bookmark: _Toc215177935]Flexible Working Arrangements
Remote Working
Remote working has been a huge factor that influences Pret A. Manger particularly during the COVID-19 pandemic. Although most of the employees in the company are stationed in its stores, most of the corporate and support employees have been provided with an opportunity to work remotely. This has enabled Pret to provide more flexibility, enhance the work-life balance of employees who would have otherwise had to commute long distances or provide care to their loved ones (Kravariti, Jooss and Scullion, 2023). The work of HR in the job of enacting remote working policies is very vital in maintaining a way of keeping the workers on their feet and in touch with the organization even though there is physical distance. The company has availed the digital tools required to facilitate remote collaboration such as video conferencing and project management tools. Yet, remote working also imposes a further responsibility on HR to uphold an effective communication process and make sure that staff members are well-covered in terms of keeping their productivity, engagement, and a sense of belonging to the company at a high level.

Shift Work
Another important flexible work at Pret A. Manger is shift work particularly among those employees who work in the stores and production kitchens. The company has long operating hours in order to fulfill the needs of the customers and shift work enables the employees to have more flexibility in their work schedules. The arrangement allows the employees to manage between work and personal life and achieve greater job satisfaction. HR guarantees that the schedules of the shifts are fair and in correspondence with the labor laws, providing competitive pay to the evening or weekend shifts and providing the necessary rest between the shifts (Freathy and Leigh, 2013.). In addition, the HR should periodically review the effect of the shift work on the well-being of the employees and take measures to curb any adverse influence, including provision of wellness programs and career growth. Using flexible shifts, Pret A. Manner is able to retain talented employees, keep operational efficiency low and limit turnover.
[bookmark: _Toc215177936]Evaluation of Contemporary HR Practices at Pret A. Manger
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At Pret A. Manger, the engagement of the employees is perceived as one of the bases of the organizational success. The company acknowledges that engaged employees are more productive, motivated and loyal and they help in better customer service and general company performance. The engagement strategy of Pret relies on the principles of excellent communication and recognition, whereby employees feel special and part of the decision-making procedures (Pass et al., 2024). They provide feedback possibilities, by survey, and both routine team meetings and make sure that the voices of those employees are heard, making them feel a sense of ownership and belongingness to the company.

Nevertheless, one of the challenges underlying to Pret is to make sure that the engagement is high, particularly during the period of transition, which may be an organizational restructuring or fast development. To resolve this, the Motivation-Hygiene Theory developed by Herzberg may be used. Herzberg believes that intrinsic (recognition, achievement, personal growth) and extrinsic (salary, work conditions) factors play an important role in engagement and dissatisfaction prevention, respectively (Herzberg, 2015). The intrinsic motivators can be justified by the attempt of Pret A. Manger to implement career development, employee well-being programs, and work flexibility that encourage high employee engagement and morale. HR should keep evaluating these aspects on a regular basis in order to have an optimal balance and guarantee employee satisfaction.
[bookmark: _Toc215177938]Diversity, Equality, and Inclusivity (DEI)
Diversity, equality and inclusiveness have become key elements in the HR practices of Pret A. Manger, a move that not only heeded on societal demands, but also the values of the company. The firm acknowledges that workforce diversity increases creativity, innovation, and decision-making. In order to achieve inclusiveness, Pret has introduced programs such as mentorship programs among the under-represented populations, unconscious bias training, and zero-tolerance policy on discrimination (Robinson, 2024). The policies play a critical role in the attraction and retention of a diverse workforce not only within the expectations of the society, but is also vital to the success of the company within a competitive industry.

The hierarchy of needs is one of the theories by Maslow, which aids in comprehending the importance of DEI in the workplace. Maslow argues that at the point that the staffs have satisfied the basic needs such as safety and job security, they will pursue the higher needs such as esteem and self-actualization. By creating an inclusive workplace where every worker feels respected and appreciated, Pret A. Manger will address these needs, which are at the higher level. They motivate employees to achieve their potential and this will increase their engagement and loyalty (Sowmya and Anokha, 2025). The emphasis of the DEI in the company is not only a response to the demands of the society but it also positively influences the performance of the organization as it produces a more innovative and engaged employee base.

[bookmark: _Toc215177939]Talent Acquisition
Effective One of the major elements of the Pret A. Manger strategy to stay competitive and maintain its quality and customer service standards is effective talent acquisition. To hire the most successful employees, the company adopts a proactive method of recruitment and employs both old-fashioned and new technologies, including AI-oriented ones, to recruit the most successful employees. The cultural fit has an important place in Pret since new employees are supposed to be aligned with the company and its values of sustainability, customer service, and involvement in communities (Christiansen et al., 2024).

The Engagement Theory developed by Kahn is useful as the means to evaluate the talent acquisition practices at Pret. According to Kahn, the engagement of employees is at the highest level when people are emotionally, cognitively and physically loyal to their work. This is applied in the hiring of new staff in recruitment as we ensure that we hire people who are not only technically competent but also people who identify with the mission and values of Pret. Pret A. Manger is achieving a workplace where employees feel engaged and motivated as soon as they hire them, as it ensures a fit of culture, which improves the retention rates and leads to the overall success of the company in the long term (Harris, 2024).

[bookmark: _Toc215177940]Critical Evaluation of How Departmental Managers Can Ensure HR Practices Are Implemented

[bookmark: _Toc215177941]Lead by Example
Leading by example is one of the best practices that departmental managers at Pret A. Manger can adopt to guarantee that contemporary HR practices, including employee engagement and diversity, equality, and inclusivity, are fast-mover. Managers are supposed to be leaders who are an example of what they want to see their teams perform in terms of professionalism, respect and teamwork. An example is when the company lays emphasis on inclusivity; the managers must take part in diversity training, discussions on inclusivity, and should make sure that they are promoting diverse views when making decisions (Barrow and Mosley, 2005).
The practice of leading by example is also applicable to the emphasis of the company on the well-being of its employees. When managers are the ones who take health, work-life balance, and mental health seriously, it will send a strong signal to the employees on the values of the company. The HR programs, like the wellness programs or mental health assistance, will only work when leaders in the department are willing to implement it and take the health of their employees seriously. The managers who lead by example do not only influence their subordinates to emulate them but also develop a culture of trust and transparency, which is crucial in promoting a culture of participation and inclusiveness.

These behaviors, when manifested physically, will enable managers to quickly build the sense of collective responsibility and urgency regarding the adoption of HR practices. Being the first to lead will give the managers the power to keep their teams in check and motivate the workers to act in line with what the company has adopted as a value.

[bookmark: _Toc215177942]Integrate HR Technologies
The integration of HR technologies is another important tool that departmental managers may incorporate in order to make sure that modern HR practices are being successfully implemented. In the modern digitalized world, the idea of HR technologies such as applicant tracking systems (ATS), learning management systems (LMS) and employee engagement tools are now useful in the context of automating HR services, improving communication and areas of employee experience. The departmental managers should be keen to ensure that these technologies are integrated into their teams and are fully utilised (Trullen et al., 2016).
As an example, the implementation of an employee engagement platform will enable managers to monitor the satisfaction of their employees, obtain feedback, and respond to concerns immediately. Through the adoption of this technology, managers are able to respond promptly to problems so that the employees feel that they are being listened to and their plights are being addressed. Equally, technologies that are provided by the HR such as the performance management system allow managers to establish clear expectations, give continuous feedback, and carry out regular reviews, which makes the performance management process more streamlined and efficient.
Efficiency is also provided by the use of HR technologies in automation of routine, which enables managers to concentrate on more strategic activities, including coaching and talent development. Managers should make sure that the employees receive sufficient training on how to use these systems and overcome any form of resistance to change and work towards a digital first culture in the department (Wiblen and Marler, 2021). Adopting HR technologies, the managers will have the opportunity to not only improve their performance in the operational aspect but also see to it that HR activities such as performance reviews and employee engagement are implemented more precisely and in a faster manner.
[bookmark: _Toc215177943]Conclusion
In conclusion, modern HR activities of Pret A. Manger, such as employee engagement, diversity, and talent acquisition, are part of the approach to creating a motivated and high-performing workforce. Departmental managers are critical in ensuring that these practices are put into practice. Managers are able to initiate engagement, communication, and efficiency by participating in the intervention and utilizing HR technologies as a leader by example. These plans will help Pret to remain competitive and it will also have a positive and inclusive workplace environment that is compliant with the fundamental values of the company.
[bookmark: _Toc215177944]Recommendations
It is recommended that Pret A. M. Manager should continue to invest in HR technologies to streamline operations further and enhance employee engagement. Another quality Managers must stress on is being a role model where they should not act contrary to the values of their company. Continuous training on the use of technology and appropriate leadership practices that will help in creating an inclusive and productive work environment will facilitate the successful implementation of the HR initiatives.
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