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Abstract
The goal of the study is to examine how strategic HRM benefits employee motivation at Burberry. Only the primary methods of data collection are prioritized in order to show the benefits of strategic HRM for employee motivation in the case of Burberry. This study maintains the survey and interview methods in order to produce results that can be justified. It is concluded that the gathered information was extremely useful to understand the perception of employee motivation and its contribution to shaping the business performance of Burberry. It is recommended that the organisation should take cognisance of the existing issue and based on that would strategies its HRM policies to retain existing employees, motivate them to perform better, and attract new talents. Through the analysis of quantitative as well as qualitative information, it has been identified that strategic HRM plays a crucial role in enhancing the motivation of employees. It has been found that the strategic HRM of Burberry focuses on the acquisition of skilled employees, career growth opportunities, learning opportunities, and employee benefits as well as positive workplace culture to motivate the employees towards better performance. 
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[bookmark: _Toc136882544]Chapter 1: Introduction
1.1 [bookmark: _Toc136882545]Research Background
Human resource management or HRM is a beneficial process for the professionals of human resources which allows for not only planned management yet, the overall achievement of organisational goals. Through the strategic HRM management procedures, the HR professionals direct the HR department’s performance in a way which entirely meets the organisational goals (Yonget al., 2020). Successful strategies of HR are crucial as they link talented professionals with the needs of the organisation. Therefore, the well–executed HRM assures that a firm stays relevant in an always transforming market and that is what meets the desires of the customers. Assessment of the HR practices of an organisation is done by a strategic management plan. Analysing the existing HR processes is essential for the continual growth and as well as processes. 
As per Werdhiastutie, Suhariadi and Partiwi (2020), without employee motivation, firms experience overall decreased productivity levels and decreased levels of output.  It is quite obvious that the organisation shall have various goals to reach yet, if there is no employee motivation then it is hardly possible for the organisation to reach its potential goals. It is found that strategic HRM plays a great role in enhancing employee motivation in an organisation. Strategic HRM leads the employees with a correct vision and as well as recognises and provides rewards for great work (Van Tuinet al., 2020). Strategic HRM has a great role to create a welcoming workplace environment. Employees naturally look forward to coming and working in such a pleasant work-friendly environment. The power of making the employees happy is to a large extent in the hands of the HRM team. Offering the employees with perks and benefits makes the employees engaged in the workplace. Such benefits make the employee lead a better life both inside and outside of work and this is what plays the role of boosting the mood as well as the sense of loyalty.  Burberry is a famous global luxury brand with an exceptionally rich British fashion heritage.
According to Ștefan, Popa and Albu (2020), the popular products that are available at Burberry, UK are scarf, trench coat, monogram, Burberry check and Equestrian Knight. Burberry, UK prioritise the aspect of employee motivation via the usage of strategic HRM. Strategic HRM at Burberry covers the practices of recruitment and retention as well as training and development to motivate them. Burberry, UK assures rewards to employees and recognises their hard work which makes them motivated to work. While Burberry also faces challenges regarding employee motivation via strategic HRM. The study thus explores the beneficiaries contributed by strategic HRM to employee motivation in Burberry.   
[bookmark: _Toc136882546]1.2 Research Problem
Strategic human resource management practice includes several operational as well as organisational structural benefits. As per the research of Khaliq, Usman and Ahmed (2021), strategic human resource management operation poses a core role in the development of employee motivation in the organisation, and this leads to the development of overall organisational productivity. Most organisation in the recent age faces a certain problem and this leads to failure in the implementation of effective rules for the proposition of strategic human resource management in increasing employee motivation. 
On the other hand, Kalia and Mishra (2023) stated that lack of commitment and certain interdepartmental conflicts fade the flexibility and the operation of strategic human resource management. The operation of strategic human resource management fails due to the high resistance from the organisation concerning the lack of cooperation among the bottom-line organisation's employees and in increasing employee motivation. Most organisation faces the core threat in the implementation of strategic human resource management due to the business market's ineffective planning concerning the perfect range of the integration of the resource of the organisation in the development of the overall productivity and the increasing of the revenue of the organisation.  There is a need for the developing reflection of a clear organisational view by the HR professional in increasing employee motivation.
1.2 [bookmark: _Toc136882547]Research Aim
A research aim is a wider statement that indicates the key purpose of the research project. The research aims to analyse the advantages of strategic HRM towards employee motivation in Burberry. 
1.3 [bookmark: _Toc136882548]Research Objectives
Research objectives are broader compared to the research aim. Through the research objectives, the true intention behind accomplishing the research project is prioritised. 
The research objectives for this research are as follows:
· To acknowledge the significance of strategic HRM in retail organisations 
· To explore the advantages of strategic HRM towards motivation of the employees in Burberry 
· To recognise the challenges faced by Burberry to deal with strategic HRM in employee motivation. 
· To suggest beneficial strategies to Burberry to improve strategic HRM in employee motivation.  
1.4 [bookmark: _Toc136882549]Research Questions
Research questions are significant as it answers the research project's aims and objectives. The questions mainly mitigate the research issues that via interpretation and analysis are answered to the conclusion of the study. 
The research questions for this study are as follows:
· What is the value of strategic HRM in retail organisations?
· What investigation can be brought regarding the benefits of strategic HRM for Burberry's employee motivation?
· What are the probable difficulties that Burberry faces in addressing strategic HRM in employee motivation?
· What are the helpful suggestions for enhancing strategic HRM in employee motivation for Burberry?
1.5 [bookmark: _Toc136882550]Research Rationale
Most the organisation is dealing with the core issue of lack of the implementation of strategic human resource management in increasing the motivation of the potential employee of Burberry. As per the research of Siregar (2021), this has become the core issue within the organisation as this leads to the failure of the organisational productivity and the decrease of the sales and revenue of Burberry. An employee cannot be equally interested in all of the organisation's activities and operations. At the same time, certain employees may not be equally proficient in all pursuits. The lack of motivation within the organisation leads to an increase in the rate of turnover and increasing in the resignation. On the other hand, Datta (2022) stated that, this poses the core role in the lowering of the productivity of the organisation. This has become a huge issue faced by the organisation doe the lack of flexibility and transparency in the implementation of strategic human resource management.
 A lack of quality is a crucial component in a person's disinterest in an activity.  Burberry in the recent year has been struggling with the lack of motivation among the employee of the organisation due to the lack of operational transparency and the flexibility of the strategic human resource management operation. As per the research of Cabigiosu and Cabigiosu (2020), however, the organisation's management frequently demands more from its employees, which can often demotivate them and damage workforce performance, which can in turn influence the overall success of the organisation. Excessive expectations present a barrier to properly motivating staff. Lack of training among the HR professional has been considered the core reason for the development of the motivation of the employee of Burberry. Strategic human resource management may lack strong confidence, which may be regarded as the most difficult task for regulating and encouraging personnel (Shao, Grace and Ross, 2019). The organisation poses the core requirement for the development of the business market investment in the adoption of strategic human resource management practices including effective changes and business market flexibilities. 
The research will shed light on the certain benefit posed by Burberry in the inclusion of the operation of strategic human resource management in increasing the rate of motivation among the employees. As opined by Yu et al. (2020), strategic human resource management's inappropriate recruiting is regarded as the most difficult task in motivating the staff of the organisation. Simultaneously, it has also been reflected that the proper individuals are not positioned in the right area of the manufacturing process, which might cause them to lose interest in the company's operations. Inappropriate employee recruiting and placement can make it difficult for an organisation's human resource management to properly encourage its personnel (Yong et al., 2020). There is a need the developing the overall business market investment as this will help with the hiring of an effective HR professional for increasing employee motivation within Burberry. Strategies of human resource management are to be strengthened to motivate the employee of Burberry's in assuring future organisational growth.
[bookmark: _Toc136882551]1.7 Research Structure
The research structure is significant such that the reader of the research does not get lost in which chapters are included. The research starts with an introductory chapter revealing the aims, objectives, questions and rationale for the study. The literature review comes next to enable the reader to get a wide background knowledge and theories about the core subject of the study. The methodology chapter is presented next to reveal the methodological interpretations required to cover the whole research. Then comes, the findings and analysis chapter which analyses data to reveal the outcomes. Finally, the conclusion chapter is framed to showcase the conclusion, recommendations and future scope of the study.  
[image: ]
[bookmark: _Toc136034513]Figure 1.7– Research Structure 
(Source: Author) 


[bookmark: _Toc136882552][bookmark: _Toc135992610]Chapter 2: Literature Review 
[bookmark: _Toc136882553][bookmark: _Toc135992611]2.1 Introduction 
This recent literature review chapter pivots on the analysing of the benefits of strategic human resource management on employee motivation at Burberry. This chapter describes the importance of human resource management. It describes the theory related to HR management. The theory of employee motivation describes in this section of this research paper. Significance of the HR management in gaining the motivation of employees is defined in this section of this research chapter. It identified the various roles of effective human resource management in gaining the profitability of the organisation. It describes the employees’ motivation as well as identified the various tools of employee motivation. The various challenges encountered by human resource management for employee motivation. It draws a conceptual framework on the basis of the dependent as well as independent aspects. The major gap in the literature is described here. In the end, it finds out the outcomes of this research chapter. 
[bookmark: _Toc136034550][bookmark: _Toc136882554][bookmark: _Toc135992612][bookmark: _Toc135992613]2.2 Significance of Strategic Human Resource Management 
Human resource management is the strategic strategy for providing support to its employees as well as making sure of a positive work culture. This strategic aspect of the HR department focuses on the organisational aim and objectives. The functions of this management team are based on the businesses and industry types. However, basically, this management team focuses on the hiring process, compensation as well as benefits (Chams and García-Blandón, 2019). On the other hand, another function of this industry is training and development and employee relations. It is employee management with an enhancement on those workers of the retail business. In this case, workers are related to human capital. This is such as the method of developing policies regarding the employees (Boon et al., 2019). The managers of the human resource department focus on the orientation as well as the induction of new workers. On the other hand, it focuses on the professional development of the current employees. This management team works like a bridge between the strategic objectives of the organisation as well as the performance of the employees. It plays a vital role in gaining success within the industry (Mansaray, 2019). Human resource management works as performance management. On the other hand, it served training as well as development to its employees. The recruitment process is one of the important functions of the HR management team. Onboarding as well as reinforcing the values of the retail business are the essential operation of the retail industry. The knowledge, skills, as well as capabilities of the employees, are developed through the human resource management team of the retail organisation. As per Vrontis et al., (2022) the economic growth of the retail industry is developed through the HR management team of the retail industry. The organisation enhanced productivity with the help of the HR management team. Three essential roles of human resource management are changing management, administrative management as well as people management. It provides a stronger workforce. It has a major ability for making better relations. The industry can reach its targeted profitability through this strategic HR team. It engaged with talent acquisition (Mirzapour et al., 2019). On the other mode. This strategic HR management has a major impact on the Covid-19 pandemic situation. It has major importance on the ongoing economic uncertainty. During that time period, this organisation focuses on the mental health of the employees. As well as it plays a major role in remote working during that time period. Actually, all employees can have gaps in their skills. Therefore, in this case, the performance management team plays a vital role in developing the organisational work (Ahammad, Glaister and Gomes, 2020). As well as this management team focuses on employee management that served benefits employee engagement. Comprehensive training, as well as personal development, have the major capability on any weak links in the retail firm. Moreover, it helps to gain a competitive advantage in its competitive market. The organisational culture is built through this management team of HR (Cuypers et al., 2021). this team has to focus on the job satisfaction of the employees as well as employee retention in the business sector. This team can engage employees within the organisational work. It has major importance for setting a positive organisational environment within the industry. Communication is one of the most essential significances of this HR management team. Through good communication skills, employees can understand misunderstandings (Rindfleisch, 2020). As well as it has an impact on gaining employee engagement. This team motivated its employees in terms of innovation as well as creativity in the business processes, products and services. Strategic human resource management has major ability in acquiring as well as retaining the best workers within the organisational work. It has a proactive as well as forward-thinking managerial practices for controlling the most valuable assets of the industry. On the other hand, strategic HRM minimise the probability of storage of potential human supply. 
[bookmark: _Toc136882555]2.3 Strategic Human Resource Management Theory 
The role of human resource management in the retail industry is described through two relevant human resource theories. These two relevant theories are transaction cost theory as well as Taylor’s theory. 
[bookmark: _Toc135992614]Transaction cost theory
According to the transaction cost theory, organisations can identify the transaction cost among the overall cost. The transaction costs considered the path from the manufacturer cost to the under users as well as what amount of cost is needed for this path (Ahluwalia, Mahto and Guerrero, 2020). Actually, most of the time, the organisation does not consider this cost and fix the organisational product cost except for these costs. Therefore, the profit margin of this industry is to be decreased. However, it affects the business in a negative way. As a result, the human resource management team related to strategic aspect of this retail organisation follows this transaction cost theory. In this context, the strategic HR management team of the organisation considered this transaction cost as well as fixed the price of the organisational products and services (Jain et al., 2020). However, the price of the retail products is increased. However, this industry can get more profit which means the profit margin of this industry is enhanced. This SHRM makes a connection between HR approaches as well as policies. On the other way, it can help to focus on the strategic aim of the organisational environment. According to this relevant theory, the strategic HR management team of the organisation maintain the workforce as well as hired the right employee in the right domain of the industry. In this way, the profit of this industry is enhanced in a proper format (Hensel, 2023). The productivity of the retail industry is increased through this strategic aspect of HR team. According to this relevant theory, this retail organisation engaged with a positive organisational culture that served positive benefits on the industry. 
Taylor’s theory
Taylor's theory is based on scientific management that makes a relationship between employees as well as a strategic HR management team in a cordial and complete way. This theory focuses on the working house of the employees. According to this relevant theory, the SHRM team of the retail industry defines suitable working hours (Mustafa, Nordin and Razzaq, 2020). Actually, employees can manage the heavy working pressure for one day or two days. However, they cannot manage this heavy work pressure continuously. Therefore, it affects the productivity of the retail business in a negative way. According to the context of strategic human resource management. Organisations focuses on the work force as well as it optimises the aims and vision of the industry.  The approaches of the strategic HRM are aligned with the strategy that reduced for its business development. As per this relevant theory of scientific management, monitor the efficacy of the employees. As well as it motivates the employees for putting more efficacy into the organisational work in a proper manner (Ozkeser, 2019). According to this theory, this retail organisation identified a suitable working schedule as well as a good working schedule that can bring effective productivity as well as profitability in the retail business. According to this relevant theory, this organisation can allocate resources as well as enhance its maximum profit. This relevant theory makes sure that the increased productivity of the retail organisation is in a scientific way that has a major impact on the employees as well as the needed aim of the organisation (Ali and Anwar, 2021). As per this relevant theory, this industry focuses on the individual efficiency as well as productivity of the employees who work in this industry. As per Taylor's theory, this retail industry engaged with inefficient employees as well as working issues and focuses on the decreased efficacy of the employees. Therefore, this retail industry explained the role of SHRM by applying this relevant theory. 
[bookmark: _Toc136882556]2.4 Employees’ Motivation Theory 
Two theories of motivation are used to analyse in detail the importance of employee motivation in the business organisation. The first one is McClelland’s theory of motivation. It has 3 dimensions. They are the need for power, achievement and affiliation. These domains can be achieved with the use of culture and experience. When the strategic human resource management applies this theory in the workplace, it is possible to motivate the employees and enhance their performance (Acquah et al., 2021). The employees in the organisation want to achieve something and for that motivation is required. The need for the achievement has to be enforced by the organisation in the employees and when the employees feel the need, they will be self-motivated to achieve the aims. The employees take up the responsibility in order to reach the achievement. They have a tendency of winning and they want to win at any cost. They fear failure and always want to be at the top. In the need for power, the employees are highly influenced, and they are competitive in nature. The need for power motivates the employees and they work hard for the organisation. They do not go into a disagreement with the management who is responsible for giving them the power in the workplace (Rybnicek, Bergner and Gutschelhofer, 2019). In the need for affiliation, the employees are cooperative in nature, and they ate also friendly. They mix with everyone in the company, and they exaggerate their own position. Employees who fall into this category want to excel by maintaining a coordinating relationship with everyone. This theory states clearly that the need for power, achievement and affiliation are the guiding factors which provide motivation to employees. Motivation is provided to the workers by the domains of power, achievement and affiliation. 
[image: What is McClelland's Needs Theory? definition and meaning - Business Jargons]
[bookmark: _Toc136034514]Figure 2.4: McClelland’s theory of motivation 
(Source: Rybnicek, Bergner and Gutschelhofer, 2019) 
The next theory which is used is the behavioural theory of motivation. According to this theory, the behaviour of the employees is of two types, and they are influenced by two factors which are the rewards and the incentives. When the employees in the organisation are rewarded for their performance, they are motivated and give the best of their performance (Teixeira et al., 2020). Incentives are a great way of motivating employees. The employee works all day in the organisation, and they may feel that their talents are not recognised in the company. However, when they are treated differently in the organisation because of their talents, they get self-confidence and are motivated. As per this theory, giving rewards to the employees according to their performance in the companies not only motivates them but also the company can make a name in the market for their good culture in the organisation. The workers are more engaged in the work in the desire for getting rewarded in the company. It is a natural desire for employees to get recognised in the workplace and this gives satisfaction to the employees where they work (Shafiei and Maleksaeidi, 2020). Employee satisfaction is required in the workplace to retain them in the workplace for a longer period of time. The goals of the organisation are tried to achieve by the employees when they feel that they will be rewarded for their work, and this will help them to get a good name in the future. A positive attitude towards the work is gained by the employee with the use of incentives. Incentives can be monetary or a word of praise from the HRM. 
[bookmark: _Toc135992615][bookmark: _Toc136882557][bookmark: _Toc135992616]2.5 Impact of Strategic human resource management on employee motivation 
Strategic management of the HR focuses on the transformation that is new in the domain of human resource management. The main aim of the strategic human resource management focuses on the performance development through the process of people management. In these terms, industry should manage their HR process in an effective as well as efficient mode for gaining the required goals as well as objectives of the company. The human resource management team has a direct relationship with employee motivation. An effective strategic HR management team has the capability to order its employees for working hard as well as gaining the pre-identified aim of this business organisation. Strategic HR management worked aligned with the needs of the consumers. Effective HRM can motivate employee motivation in an effective as well as efficient manner (Davidescu et al., 2020). The strategic HR team can encourage employee morale. The workforce of the organisation is motivated by the SHRM team. Employee motivation has a major positive impact on the retail business profit in its industry. The strategic HRM is distinguished into four stages that are administrative HR assistant, HR strategic partners, human resources manager as well as human resources business partners. It optimises the long-term mission as well as objectives of the industry. This team enhanced employee satisfaction with the organisation's job. This employee motivation can enhance job satisfaction to its employees. Therefore, motivated employees served high-quality as well as better-performance to its workers. In this way, organisations can serve profitability. As per Yu et al., (2020) the managers of HR in terms of strategic aspect are required for understanding the needs of employees so as to encourage them in a proper manner. Employee motivation can increase employee engagement in an effective as well as efficient manner. Employee motivation has the capability of enhancing the quality of like-work balance for their workers. In a similar way, the climate of the organisation can develop as well as a direct effect on productivity (Lee et al., 2019). The managers of the strategic HR department should understand that motivation is related to the development of the performance of each employee in direct way. In this way, employees work in that company in a strategic way. Strategic HR managers motivate employees for enhancing their creativity as well as self-confidence. Through this management team, this organisation can reach the internal needs as well as focuses on productivity for working capability.  According to Hamadamin and Atan, (2019) HR managers in relation to strategic perception should enable professionals for interacting in a dynamic way with products as well as personal methods. In this case, this management team always considered the skills, personalities as well as qualities. In this way, this team motivated employees for working within a team. Therefore, teams make strategic principles as well as finishes for gaining organisational aim. All these approaches of the retail organisation are considered through the mission, vision as well as values of the retail company (Islam et al., 2020). The reason is, it is from them that HR approaches will be matched with the organisational actions.  The organisation uses various strategies for increasing the motivation of the workers.  This strategic HR team works according to the aim as well as objectives of the organisation. This organisation can implement the performance goals. As well as it can recognise the positive attitudes of the employees. It engaged with the training procedure in which employees served training to its inefficient employees (Amrutha and Geetha, 2020). The human resource management team served open as well as transparent communication channels for building communication between employees as well as the organisation. It has to serve an area where it can serve constant feedback. In the end, it can be said that, in these cases, human resource management is significant in terms of employee motivation. Through strategic management of the industry developed the understanding of the objectives of the company. As well as, on the other hand, strategic HRM evaluates the HR capability. It has an ability to critically analyse the recent ability of the HR in terms of organisational goals as well as objectives. 
[bookmark: _Toc136882558][bookmark: _Toc135992617]2.6 Essential approaches of effective strategic human resource management on the Profitability of the Organisation 
Strategic HRM defines the various needed tools for its workers for completing the work. The potential sate of the industry is organised by the SHRM. One of the important approaches of the SHRM is developed the performance of the employees through a strategic way. In this case, it focuses on the sustainable development of the organisation through an innovative strategy.  An effective strategic human resource management team has major importance on the profitability of the retail organisation. This organisation has a major impact on enhancing the productivity of the retail industry. Strategic HR management team enhance corporate profitability in two ways that are cutting costs as well as generating revenue. This organisation engaged in cost-cutting for developing its profit. On the other hand, it has the ability for generating revenue for the retail business (Boselie, Van Harten and Veld, 2021). In this context, Cost-cutting enhances the profits in a fast-forwarded mode which is a basic tactic of the HR management team. Through cost-cutting, this business organisational team applies various technologies for serving employees self-service. This Self-Service technology is applied by managers as well as employees for changing benefits options, pursuing e-learning, managing performance as well as getting answers to stock and compensation questions. The strategic HR managers has major ability to assess the recent workforce. On the other word, it can help to make employee through improvement plan. It can make s succession plan. Strategic HR activities engged with the working in gap analysis. It helps to determine the enhanced resources for the potential perspectives. The effective administrative process focuses on utilising the technology that helps to reduce the overall cost of the organisation (Malik et al., 2019). On the other hand, effective HR management can reduce time on the organisational work for enhancing its profitability. This organisation enhances organisational profitability by recruiting correct employees within its organisational performance. HR managers put major efforts into the organisational operations for reducing overall cost and enhance profitability in an effective as well as efficient path (Amrutha and Geetha, 2020). This strategic HR management team focuses on the approaches for exploring the best ways for high-capable employees for joining the team as well as vision. Strategic HR team of the industry worked as per aim of the industry. It served benefits as well as policies that help to gain an effective workforce for organisational performance. This management team not only focuses on attracting and retaining talents. As well as it enhanced the profitability and productivity of the industry. This organisation works for gaining success within this industry. Strategic HR managers play a critical role in enhancing their profitability through workforce optimisation approaches. One of the essential factors for gaining success as well as profitability is the effective capability of the employees. As stated by Islam et al., (2019) it needed a systematic as well as ongoing focus on the approaches that develop the performance of the employees. The leaders of the strategic HR management team engaged with reassessing as well as redefining the roles within the industry for making sure that employees remain productive as well as involved with the industrial work (Hamadamin and Atan, 2019). It has the major capability for gaining targeted profit from its clients. The business grows in an effective as well as efficient path through this team's performance. It has a major contribution to profitability effectiveness as well as efficiency. On the other way, the financial performance of the industry is determined through the strategic HR team of the management in the business sector (Lee et al., 2019). This team can manage the relationship between demands and satisfaction of the employees as well as organisational profitability and capability for reaching the targeted position. The financial performance of the retail industry is developed through this HR approach in terms of strategic. Therefore, through these ways, the profitability of the retail business is enhanced by the human resource management team. As a result, it has been seen that there is a positive relationship between effective strategic human resource management as well as enhanced profitability. Strategic human resource management has major role in focusing on the competitive advantage. Each performance is influenced by the SHRM as well as the job satisfaction of the workers and the organisational agreement is developed through SHRM of the business form. It focuses on the sustainable competitive advantages. 
[bookmark: _Toc136882559]2.7 Benefits of Employees’ Motivation with the use of the strategic human resource management 
The motivation of the employees plays an important role in the organisation. It is important for the employees to feel motivated in the organisation in which they are working. When the workers of the company are motivated, the productivity of the employees is also enhanced. The employees feel encouraged to work and they give their best for the organisation. It is important to align the goals of the organisation with the employee’s needs and for this reason, the motivation of the workers is required and that can be achieved with the use of the strategic human resource management (Budnick, Rogers and Barber, 2020). The motivation of the employees is responsible for the innovation of the employees in the organisation. Innovation is only possible in an organisation where the employees are encouraged to do the work and try out various ideas to complete the task by the innovative and the creative ideas. The human capital is aligned with the goals of the organisarion.  The employees in business organisations remain less absent when they are interested in doing the task. This is beneficial for the performance of the company and the productivity is also enhanced. Less absenteeism means that there is more productivity in the company and hence motivation is provided to the employees (Spisakova, 2019). Motivation can be in any form, whether in terms of incentives or a word of praise from the leaders. This gives them the motivation as well as the confidence to do the task. The turnover ratio is also diminished when there is worker motivation. The employees prefer to work in the place where they are interested, and they do not leave the job when they are satisfied with their work. When the employees remain in the organisation for long, the reputation of the organisation is enhanced and, in this way, the talents are attracted to the company. It helps to build strong recruitment for business organisations. 
The efficiency of the employees is increased with the motivation of the workers. The workers are interested to learn the work and they give their best to the goals of the company. Employee motivation is required for the growth and development of the organisation (Riyanto, Endri and Herlisha, 2021). The employees remain attached to the organisation when they are motivated. It is necessary for the employees to remain attached to the company which enables them to build a strong relationship with the organisation. The employees gain the trust of the organisation and vice versa and this is helpful for the performance of the company. The workers do not leave the company easily and they remain in the company for long. Motivation can be provided to the employees and their skills can be enhanced by giving them training from time to time. This is important to develop the skills which are required for the performance of the employees (Asaari, Desa and Subramaniam, 2019). The progress of the organisation will not remain stagnant when there is motivation in the company, and this provides more revenue to the organisation. The strategic HRM is responsible for providing motivation to the employees in the business firms. Apart from this, the SHRM looks to the fact that the activity of the HR matches the aims of the organisation.  All the employees in the organisation are not the same and the management may face problems while handling some of the employees. However, with the aid of motivation, the behaviour of the employees can be changed, and it can be changed in a positive direction. To change the behaviours of the employees and make them beneficial for the company, encouragement must be provided, and support must be given to the employees at all levels of the organisation (Ali and Anwar, 2021). Change is common in any organisation and to cope with the changes, motivation is required so that the employee does not feel stressed or bored in the organisation. Hence employee motivation has a positive impact on the performance of the organisations. 
[bookmark: _Toc135992618][bookmark: _Toc136882560]2.8 Tools of Employees’ Motivation by the strategic human resource management 
When the employees are motivated in the organisarion, there is increase of sales and this can be achieved with the use of the strategic human resource management.   There are many tools which can be used by the HRM to motivate the employees. It is the responsibility of the SHRM to provide the employees with a pleasant working environment. A healthy working environment is required by all the people in the organisation to work in a stress-free environment and show their creativity. The environment must be encouraging and not boring which can provide motivation to the workers (Tahiri et al., 2022). When the environment is friendly and the workers can work in a peaceful manner, their productivity is automatically enhanced. Understanding the employees for the management of the organisation. When the needs of the employee are understood by the SHRM in a strategic way, they can be solved to get better results and achieve the aims of the organisation. If the employees are not understood in the organisation, a misunderstanding happens between the HRM and the employees and this is harmful for the company. Hence understanding the employee and their needs is much needed. Another tool is being respectful and supportive (Al-Jedaia and Mehrez, 2020). When the manager is supportive and understands the employees, the trust of the employees can be gained by the management, and this is required for the motivation of the employees. The workers can also trust the organisation and share the problems with the HR manager, it becomes easy to work in the organisation. A mutual understanding is created between the workers and the managers which brings more production to the company. 
The next tool of employee motivation is rewarding employees according to their performance. The employees are encouraged, and they get the self-confidence to work in the organisation when their talents are rewarded by the company. Incentives can be given to employees when their performance is good in the organisation (Kuswati, 2020). This motivates them to work in the organisation and give more effort to reach the objectives of the company. The HRM must provide the employee with the scope to grow in the organisation. The main aim of the SHRM is to integrate the HR activities and the activities of the business.  There must be enough space for the employees where the workers can showcase their talents and they have the possibility to grow in the company. This is significant in giving them motivation as all the employees in the organisation want to have a better future and for this purpose and they need room to grow. Another strategy is displaying the objectives of the organisation (Machova et al., 2022). It is important for the management to display the objectives to the employees and give them strong reasons to work hard in the organisation and each the aim of the company. The employees remain aware of the objectives, and they strive to give their best to achieve the target when the objectives of the company are displayed to the employees, and they are reminded of it from time to time. The next is sharing the feedback with the employees. It is important for the strategic HRM to share the feedback which may be positive or negative. When the employees get feedback from the managers, it gives them the scope to rectify their mistakes and make better results (Kurniasih, Setyoko and Saputra, 2022).  Positive feedback from the HR manager gives them the confidence to show their talents. The last tool is being transparent. Transparency brings the confidence of the employees, and they can rely on the organisation. Transparent communication between the workforce and the managers helps to achieve a lot of difficult tasks. 
[bookmark: _Toc136882561][bookmark: _Toc135992619]2.9 Challenges of strategic Human Resource Management for Employee Motivation 
There are several challenges which are faced by the SHRM to motivate the employees in the organisations. The first challenge is attracting the top skills for the organisations (Kim and Beehr, 2020). It is not always possible for HR to hire the top skills in the organisation. The top talents may have their own preference and interest which may not match with the organisation. When such employees are taken into the organisation, they are not motivated to work, and this reduces the production of the company. HR finds it difficult to attract talent according to the needs of the organisation. Until HR takes the best talents in the organisation, the company cannot perform better, and they can lack in the competitive market. The next challenge is engaging the employees in the organisations (Hamouche, 2021). Until there is employee engagement in the organisation, there can be no motivation for the employees, and they do not do their duties well for the company. It is a difficult job for SHRM to engage the employees every time in the organisation and maintain a good relationship with the HR. All the activities may not be encouraging for all the employees and in such cases the employees are not engaged in that work which is why they lack the motivation to work. Moreover, only one technique which is used by HR to motivate the employees may not work for all the workers in the organisation. The next challenge the SHRM face is tracking the productivity of the team (Bury et al., 2021). In an organisation, there are various departments, and it is hard for HR to track the productivity of the team. There are many teams in the company which work under different heads and the HR finds it hard to track the team's production all the time. 
The major challenge which HR face is the lack of confidence in the management. When the management is not confident, it is not possible for them to give confidence and motivation to their fellow workers. In many business firms, the management lacks confidence and they are not confident about the objectives of the organisations (Pura, 2022). When the management is not clear about the objectives, they cannot meet the expectations of the workers in the organisation and cannot motivate them to work for the benefit of the organisation. This hinders the growth and progress of the employees as they are not sure about the job roles and what is expected from them in the company. The next challenge the SHRM can face in terms of employee encouragement is the high-level expectation (Flocco, Canterino and Cagliano, 2022). Often the managers expect too much from the employees and when they perform less, they are not satisfied with the performance, and they lay off from the companies. The managers create too much pressure on the employees which is why there is a high employee turnover ratio in the organisation. This pressure from the management does not provide any motivation to the employees and in turn demotivates them and they leave the job. The achievement anxiety works in the workers, and this leads to the loss of interest for the employees. A positive relationship is not achieved by the HRM in many organisations and there is no clear communication between them. 
[bookmark: _Toc135992620][bookmark: _Toc136882562]2.10 Conceptual Framework
The conceptual framework shows the steps which are taken to arrive at the concept of the LR chapter. At first, the importance of the SHRM is stated. After that the theories of SHRM and employee motivation are shown. In strategic HRM, the two theories which are taken are Taylor and Francis theory and the Transaction cost theory. The theories of employee motivation include the Behavioural theory of motivation and McClelland’s theory of motivation. Then comes the strategies and tools of employee motivation which is followed by the challenges the SHRM face in providing motivation to the employees. The same steps have been followed in the chapter also. 
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[bookmark: _Toc136034515]Figure 2.10: Conceptual Framework
(Source: Author) 
[bookmark: _Toc136882563][bookmark: _Toc135992621]2.11 Literature Gap 
The author has tried to complete the study in the most authentic form. However, all the information could not be found by the researcher which has created a gap in the literature. There are many other problems which the HR managers face in terms of employee motivation. Those challenges could not be covered by the researcher as there was a restriction in the word limit. The strategies are many which are also not discussed and apart from the advantages, there are also many benefits which the HRM can have on the encouragement of the employees. Another gap identified is the specification related to Burberry only. There are a few research papers received where SHRM process of Burberry is specifically discussed. Hence, it is challenging in relating the views of the authors with that of the real-world scenario. Moreover, the differences in expectations and requirements of the employees are not considered in the literatures. For example, a few employees can be motivated by money while other may not. This is considered as constant in majority of the views of the authors. 
[bookmark: _Toc135992622][bookmark: _Toc136882564]2.12 Summary
This current literature review section of the research paper pivots its concentration on the benefits of strategic human resource management towards employee motivation on the basis of the retail organisation. This human resource management has major importance on the organisational work. It can help to enhance the profitability of the retail industry. As well as it hires the correct employees for the correct job role. It trained well to the inefficient employees through training as well as the development procedure. It served attractive benefits as well as incentives to the workers on the basis of good working performance. In this context, this team has major importance on employee motivation. Through this team, this organisation motivated employees for working in a more efficient way as well as provide better quality in the organisational performance as well as work. In this case, the researcher describes two human resource management theories Taylor’s theory and transactional cost theory, by using these theories, this retail organisation managed the entire organisational process as well as employees in an efficient as well as effective way. HRM faced a few challenges while motivating its employees for the organisational work such as a lack of confidence in the management team and a lack of involvement. 



[bookmark: _Toc136882565]
Chapter 3: Research Methodology
[bookmark: _Toc136882566]3.1 Introduction
The methodology is used to examine the overall methods used by the author to carry out and collect the data. Research methodology is one of the important chapters that discuss the various methodological elements that are necessary to maintain the advancement concerning the research is this one. It includes the various approaches used by the research investigator while carrying out the research, as well as the research philosophy, strategy, and methods. This chapter also discusses identifying interests for societal benefit and the appropriate sampling technique that has been used to uphold ethical principles.
[bookmark: _Toc136882567]3.2 Research Philosophy
The philosophy of the research is considered the core belief that depicts the way for the gathering of quality data in reaching the optimal research outcome. As per the research of Muhaise et al. (2020), positivism, interpretivism and realism are the three core philosophies of the research that helps in the development of the research outcome aligning with the objectives of the research. As per the research of Abu-Alhaija (2019), the positivism philosophy is the effective one as it effectively relies on subjective experiences with the development of the objectives of the concerning research. For the particular research philosophy of positivism has been considered as positivism philosophy completely relies on the subjective experiences concerning values added to the research. Positivism philosophy has been considered in answering the research question of current research as this posse the core values in the interpretation of the values-free reason concerning the analysation of human feelings. This has helped throughout the analysis of the certain benefit drawn by the inclusion of the operation of strategic human resource management within Burberry. 
[bookmark: _Toc136882568]3.3 Research Approach
As per the research of Maarouf (2019), the approach of the research has been considered as the certain procedure that is to be selected for the posing of the effective range of the collection of the data in leading the analysation and the interpretation of the data and the information. Inductive and deductive are the two-core approach of the research that helps in the development of the research outcome with the analysation of the crucial research topic. For the particular research deductive approach to the concerning research has been selected as this helps in the development of the logical approach. As per the research of Pandey (2019), the deductive approach is the most impactful one in the posing of the theory–driven analysis for the exploration of the positive research findings. Consideration of the deductive reasoning of the research helps in supporting the theoretical interpretation to evaluate the benefit the strategic human resource management in the depiction of employee motivation within Burberry. This will further help in the development of the relationship between the operation of strategic human resource management and the increasing employee motivation within the organisation. 
[bookmark: _Toc136882569]3.4 Research Design 
As per the research of Sileyew (2019), the design of the research has been considered as the quality blueprint that posse the core role in the development of scientific research. This includes the methodologies of the research with the inclusion of certain tools and techniques that are required in the conduction of the research. The selection of the effective design of the research helps in the identification and addressing of the problem of the concerning research region. The descriptive design of the research has been followed for the posing of the proper understanding of the benefit the strategic human resource management in increasing the rate of motivation along the employees of Burberry. As per the research of Asenahabi (2019), the descriptive design of the research is to be considered for answering the certain research question aligning with the aim of the research. The descriptive design of the research has been considered for supporting the phenomena and to provide the analysis and the effective range of the interpretation of the role of the strategic human resource management operation in Burberry in developing and shaping the rate of employee motivation. 
[bookmark: _Toc136882570]3.5 Research Strategy
As per the research of Browne et al. (2020), the strategies of the research pose a core role in introducing the core components concerning the crucial research areas. This poses the core role in developing the quality research outcome with the posing of the perfect focus on the developing of the perspective of the research. One of the step-by-step strategies has been followed that gives the right technique to obtain information while conducting the entire research strategy. It is considerably evident that the research strategy may outline the research study's differentiability while also maintaining the study's progress. Among the various strategies of the research, here, qualitative as well as quantitative strategies of the research has been followed in the concerning region. This has helped throughout the evaluation of the benefits of strategic human resource management in boosting the rate of motivation among Burberry employees. To properly understand the advantages of strategic human resource management towards the employee motivation of the organization, it has been decided that both the qualitative research strategy and the quantitative research of them are used within the overall research and their proper survey analysis has been conducted.
[bookmark: _Toc136882571]3.6 Data Sources 
In leading to the optima research outcome 20 survey questionnaires have been formed. Along with the 5-interview question has also been developed in the concerning research region. Among the 20 survey questioners, 3 questions are considered as the demographic question. These 20 survey questionnaires are asked to the 100 employees of the concerning organisation, Burberry. This has helped in the analysation of the crucial research problem along with the answering of the certain research question aligning with the objectives of the certain research. Concerning the certain 20 survey questioners 80% of the questions are dependent on the gathered quantitative information. On the other hand, 20% question of the 20 survey questionnaires has been developed and structured depending on the qualitative information and the data. 5 interview questions are also from the 5 managers of Burberry in the analysis of the specific advantage derived from the incorporation of the strategic human resource management operation within Burberry. Survey as well as the interview process is considered for the particular research in the developing of the optimal research outcome in the developing of the quality research overview. 
[bookmark: _Toc136882572]3.7 Time Horizon
Time Horizon refers to the necessary time frame required for research. There are observed to be mostly two types of time horizons namely the cross–sectional time horizon and longitudinal time horizon. As mentioned by Berndt (2020), a cross-sectional time horizon is referred to as a short period of study that involves data collection concerning a definite time point. While longitudinal time horizon refers to the data collection that is done repeatedly concerning a longer time period for comparing the data. The research is about identifying the benefits of strategic HRM in drawing employee motivation in Burberry. As this research needs to be completed within a particularly given time frame hence, the cross–sectional time horizon stands out to be appropriate for this research. Using the cross–sectional time horizon, this study has been completed in less time and has been relatively cost–effective. Even, the collection of data is possible from an immense pool of subjects that helps in comparing the distinctions between the groups and makes the study desirable to present its outcomes. 
[bookmark: _Toc136882573]3.8 Data Collection Method
The primary data collection procedure relies upon gathering the data from the first–hand resource. As mentioned by Lobe, Morgan and Hoffman (2020), the methods that are exclusively used in the primary mode of data collection are interviews, observations and focus groups etc. To highlight the advantages of strategic HRM in employee motivation concerning the case of Burberry, only the primary modes of collection of data are prioritised. This research maintains both the survey and as well as interview methods to bring justifiable outcomes. For the survey process, about 100 employees with 25 survey questionsare selected from Burberry to know their employee motivation levels with the support of strategic HRM.  On the contrary for the interview process, 5 managers from Burberry, UK with interview 5 interview questions are selected to know whether their organisations are remaining successful to support employee motivation or not. This mixed method of primary approaches in research overall helps to analyse results from both perspectives and makes the information to be enough critical. Critical analysis in research is crucial since it makes the study to be rational and further justified to the readers.  
[bookmark: _Toc136882574]3.9 Data Analysis Techniques
The significant motive behind the data analysis is to represent true and also of reliable data (Bloomfield and Fisher, 2019). For showcasing the benefits associated with the strategies HRM in employee motivation for Burberry both the consideration of primary qualitative and primary quantitative data analysis techniques is used. A survey method is encouraged for 100 employees of Burberry fulfilling the primary quantitative technique while an interview method is encouraged for 5 managers of Burberry.  Questionnaires presented to the participants allowed to derive the outcomes. The results that are analysed from both methods are judged to fulfil the objectives of the research. Comparing the results from the literature review and the findings enables to get an ultimate result appropriate for the subject. This procedure encourages critical evaluation from both the ends of the interview analysis and survey analysis. As the author has stressed in this comparative analysis, it becomes clear to the reader about the similarities and dissimilarities in the literature review and as well as findings section. In the end, a potential outcome is derived which supports the conclusion part of the research study.  
[bookmark: _Toc136882575]3.10 Sampling Size and Technique
A primary study is not at all possible without considering a particular sample for research (Braunet al., 2021). This research remains crucial to portray the benefits associated with the strategic HRM in motivation of the employees in Burberry and hence, it follows an overall primary method to judge its viability. As a mixed approach since, both interview and survey method are emphasised hence, for the survey method the sample size of the employees are held to be 100. On the other hand, satisfying the interview method, the sample size is held to be 5 for interviewing the managers. Within the context of the overall interview, in which the author has used the LIKERT SCALE and interview questionnaires, it has been decided to use simple random sampling techniques. Additionally, the appropriate closed and open-ended questions have been identified. However, it has also been noted that the correct analysis has been carried out using graphs, tables, and research on bar charts and as well as pie charts, and so forth. They are all necessary because the quantitative data needed to be presented properly.
[bookmark: _Toc136882576]3.11 Ethical Considerations
According to Hasan (2021), the protection of morality is ensured by ethical considerations in research while, it appropriately guides a research investigator to follow the research steps required for research. Abiding by the Data Protection Act 1998, this research confirming the benefits of strategic HRM in Burberry has protected each piece of information shared via this study.  Since this study is entire of primary paradigm, therefore, the ethical form and consent forms’ inclusion has been kept mandatory. The research has not encouraged any intentional harming of anyone’s major thoughts. While these research contexts are to be used for academic purposes only. However, the research’s contexts used in any commercial means have been strictly prohibited. As the author has dedicatedly confirmed the ethical considerations appropriately, this is what has enabled the author to retain actively the quality of the research. Not only this research however, for each academic or other research, it is important to protect the research quality otherwise, it is not at all proven to be reliable enough to increase the scope of the study further.
[bookmark: _Toc136882577]3.12 Gannt Chart/Time Plan
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[bookmark: _Toc136034516]Table 3.13–Research Timeline/Gantt Chart for the research
(Source: Author)
[bookmark: _Toc136882578]3.13 Summary
Following the discussion, it became apparent to some to that the methods and techniques used by the research investigator for this study are very effective and can also be capable of providing effective techniques by which they can be conveniently assessed well about the HRM Strategies within the organisation. To properly analyse the data and conduct an appropriate interview with the company's managers, the Burberry organisation case study was also used. Furthermore, the researcher conducted the research in accordance with all ethical standards.

[bookmark: _Toc136882579]Chapter 4: Findings and Discussion 
[bookmark: _Toc136882580]4.1 Introduction 
This chapter highlights the representation and analysis of the quantitative and qualitative information. Quantitative information was garnered through a survey among 100 workers in Burberry. In addition to this, qualitative information was acquired by conducting interviews with five managers of this company. Discussion of the garnered information has helped the author to thoroughly comprehend the subject issue. 
[bookmark: _Toc136882581]4.2 Primary Quantitative Findings
[bookmark: _Toc136882582]4.2.1 Age
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[bookmark: _Toc136034517]Figure 4.2.1: Age of the participants
(Source: Author)
The above graph exhibits the age group of the survey participants. In this context, the majority of the participants belong to the age group between 20-24 years. 25-29 age group of participants have built up the 20% of the entire participants. 11% of individuals are from 30-34 years, while 17% are from the 35 to 39 years age group. 4% of the participants are between the age group of 40 to 44 years. 9% are from 45-49 years of age group. An equal percentage of participants are fifty years and above fifty years old. 
[bookmark: _Toc136882583]4.2.2 Gender
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[bookmark: _Toc136034518]Figure 4.2.2: Gender
(Source: Author)
The above graph has been designed by analysing the gender of employees. The above graph shows that among 100 employees, it was discovered that, out of them, over 41% of the male responders showed a keen interest in responding. 37% of women are really interested in taking the survey, in comparison. 16% of respondents said they would rather have their gender not be mentioned at all in the survey's conclusion. The most interesting discovery was that among those individuals, 6% of respondents were from another gender.
[bookmark: _Toc136882584]4.2.3 Experience
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[bookmark: _Toc136034519]Figure 4.2.3 Experience 
(Source: Author)
Based on the respondents' degrees of experience, the above graph's conclusions showed that 22% of them had between 0 and 1 year of experience. A further 20% of respondents had between 2 and 4 years of work experience, followed by 19% with between 5 and 8 years, 18% with between 9 and 10 years, and 21% with more than 10 years. The majority of survey respondents, it has been discovered, had experience spanning from 0 to 1 years.
[bookmark: _Toc136882585]4.2.4 Impact of SHRM on the organisational performance
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[bookmark: _Toc136034520]Figure 4.2.4: Impact of SHRM on the organisational performance
(Source: Author)
The above figure represents the opinion of the participants about the effect of SHRM on organisational performance. A significant percentage of people supported that SHRM positively influences organisational performance. 33% supported, while 29% strongly supported. Neutral responses were obtained from 23% of the participants. 9% of the participants provided negative responses related to the positive effect of SHRM on organisational performance. In this context, only 6% of the respondents provided strong negative responses. 
[bookmark: _Toc136882586]4.2.5 HRM as an important factor for Innovation
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[bookmark: _Toc136034521]Figure 4.2.5: HRM as an important factor for Innovation
(Source: Author)
The above graph exhibits the view of the participants about HRM as an important factor for innovation. In this context, 34% agreed that HRM is the most important factor for innovation. 24% of the respondents provided strong positive responses, regarding this. Neutral responses were gained from 20% of the participants. 15% of the respondents rejected the significance of HRM as a crucial factor for innovation, while 7% of the participants provided strong negative replies. The support of the majority of the participants indicates that HRM helps an organisation in product and process innovation. 
[bookmark: _Toc136882587]4.2.6 Role of HRM in attracting customers
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[bookmark: _Toc136034522]Figure 4.2.6: Role of HRM in attracting customers.
(Source: Author)
The above figure focuses on the view of the respondents about the significance of HRM in attracting customers. In this context, 26% strongly approved the importance of HRM for pulling the customers, while 20% provided strong positive support. 39% provided neutral replies. In this context, 8% provided negative replies about the significance of HRM for pulling customers, while the responses of 7% were strongly positive. 
[bookmark: _Toc136882588]4.2.7 Significance of HRM in Enhancing the financial performance of retail organisation
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[bookmark: _Toc136034523]Figure 4.2.7: Significance of HRM in enhancing the financial performance of retail organisation.
(Source: Author)
The importance of HRM in increasing the financial performance of organisations in the retail sector has been depicted in Figure 4.2.7. 26% strongly supported that in the retail sector, HRM helps to increase the financial performance of the organisations. In this context, positive relied were acquired from 31% of the respondents. 23% answered neutrally. Strong disagreement about the significance of increasing the financial performance of retail sector organisations was acquired from 9% of respondents, while 11% provided negative responses. 
[bookmark: _Toc136882589]4.2.8 Importance of HRM in improving production and sales performance
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[bookmark: _Toc136034524]Figure 4.2.8: Importance of HRM in improving production and sales performance
(Source: Author)
Figure 4.2.8 represents the view of the participants related to the significance of HRM in the improvement of production as well as sales performance. 26% of respondents strongly supported that HRM aids in improving production and sales performance, while 37% supported the same. In this context, 24% of the respondents provided neutral replies. On the other hand, negative relies were garnered from 8% of the respondents, while 5% of the respondents replied in a strongly negative manner. 
[bookmark: _Toc136882590]4.2.9 Improvement of operational performance by HRM
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[bookmark: _Toc136034525]Figure 4.2.9: major factors to consider in SHRM process
(Source: Author)
The above figure shows the opinion of the participants related to the factors to be considered in the SHRM processes of Burberry. In this context, the responses of 35% of the participants were about the opinion that selection and recruitment is the most important factor to consider, while 31% provided strong positive opinion about training for the employees through HRM. 17% responded for communication in the workplace. 
[bookmark: _Toc136882591]4.2.10 Impact of Burberry's HRM Process on total sales
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[bookmark: _Toc136034526]Figure 4.2.10: Impact of Burberry's HRM Process on total sales
(Source: Author)
The opinion of the respondents about the positive effect of HRM processes of Burberry on total sales of this company has been represented by figure 4.2.10. The majority of the respondents replied positively. 29% agreed about the positive effect of HRM processes of Burberry on total sales. 28% strongly approved the same. Neutral replies were obtained from 28% of the respondents. On the other hand, 7% disagreed about the positive impact of Burberry’s HRM process on total sales, while 8% of the participants strongly disapproved of the same. 
[bookmark: _Toc136882592]4.2.11 Flourishing trend in the market due to the HRM process
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[bookmark: _Toc136034527]Figure 4.2.11: Flourishing trend in the market due to the HRM process
(Source: Author)
The above figure shows the opinion of the respondents that Burberry’s HRM process results in a flourishing trend in the market. 21% of the respondents strongly supported, while 27% agreed that Burberry’s HRM process help to flourish the market trend. 35% of the participants provided neutral replies. On the contrary, 9% negatively replied about the flourishing market trend of Burberry due to the HRM processes of this company. 8% of the participants provided strong negative replies. 
[bookmark: _Toc136882593]4.2.12 How SHRM is helping in enhancing organizational performance
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[bookmark: _Toc136034528]Figure 4.2.12: Factors enhanced by SHRM 
(Source: Author)
Figure 4.2.12 represents the view of the participants related to the factors enhanced due to the extensive strategic HRM approach by Burberry. The majority of the participants supported the fact. 31% of the participants agreed that SHRM helps in increasing the productivity of the employees. 29% of the respondents supported that SHRM helps in reducing the overall operational costs for the company. Total 16% respondents said that SHRM is helping Burberry in increasing employee engagement and alignment with the market expectations.  
[bookmark: _Toc136882594]4.2.13 Role of HRM in reducing organisational conflict
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[bookmark: _Toc136034529]Figure 4.2.13: Role of HRM in reducing organisational conflict
(Source: Author)
The above figure exhibits the opinion of the participants regarding the role of HRM in reducing organisational conflict. The majority of the participants supported it. While 34% of the respondents provided positive replies, 27% strongly supported the significance of HRM in lowering organisational conflict. Neutral replies were collected from 22% of the respondents. On the other hand, 10% provided negative replies and 7% strongly negative responses about the significance of HRM in lowering organisational conflict.
[bookmark: _Toc136882595]4.2.14 Effective HRM system has been developed by Burberry 
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[bookmark: _Toc136034530]Figure 4.2.14 Effective HRM system of Burberry
(Source: Author)
The above graph has been designed by analysing the respondents' perspectives about effective HRM systems developed by Burberry or not. From the above graph it is identified that among 100 participants, 29% and 33% of respondents strongly agreed and agreed that the company has developed an effective HRM system. It is also identified that among those participants 9% and 6% disagreed and strongly disagreed with this statement. Again, from those participants, 23% of respondents decided to stay neutral in this context. Since, most of the participants stated positive answers regarding this question, it can be stated that the company positively developed some effective HRM systems. 
[bookmark: _Toc136882596]4.2.15 HRM helps in enhancing employee motivation
[image: ]
[image: ]
[bookmark: _Toc136034531]Figure: 4.2.15 HRM enhanced employee motivation
(Source: Author)
The above graph was designed by analysing participants' perspectives regarding their how HRM helps in enhancing employee motivation. Regarding this, among 100 participants, 24% and 34% of employees strongly agreed and agreed that employee motivations could be enhanced by an effective HRM process. Among those participants, 15% and 7% respondent disagreed and strongly agreed with this statement. Again, among those participants, 20% of respondents decided to stay neutral in this context. However, from analysing this, it is identified that most of the participants stated positive answers so it can be noted that effective HRM practices help in enhancing employee motivation. 
[bookmark: _Toc136882597]4.2.16 HRM helps in reducing business risks
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[bookmark: _Toc136034532]Figure: 4.2.16 Business risk can be reduced by HRM
(Source: Author)
By analysing how HRM helps Burberry to reduce business risk, the above graph was designed. From analysing the above graph, it is identified that among 100 participants, 26% and 20% of respondents strongly agreed and agreed with this statement. During the survey, they stated that business risks can be reduced by effective HRM practices. It is also identified that among those participants, 8% and 7% disagreed and strongly disagreed with this statement. Again, from those participants, 39% of respondents decided to stay neutral in this context. From analysing this, it can be stated that Burberry can reduce business risk by implementing an effective HRM strategy. 
[bookmark: _Toc136882598]4.2.17 Burberry’s reward policy is sufficient for employees 
[image: ]
[image: ]
[bookmark: _Toc136034533]Figure: 4.2.17 Burberry’s reward policy is sufficient 
(Source: Author)
The aforementioned graph was created by analysing if Burberry's compensation system is enough for its employees. From analysing the graph above, it can be seen that out of 100 respondents, 26% and 31% respectively said that they completely concurred and concurred with this statement. Additionally, 11% and 9% of those people respectively disagreed and strongly disagreed with this assertion. Again, of those respondents, 23% chose to remain neutral in this situation. However, from analysing this graph, it can be stated that for employee retention, the reward policy of Burberry is enough.
[bookmark: _Toc136882599]4.2.18 HRM Helps in improving organisational culture
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[bookmark: _Toc136034534]Figure 4.2.18: HRM helps to improve organisational culture
(Source: Author)
The aforementioned graph was created after participants' perspectives on how HRM helps in improving organisational culture were analysed. 100 participants were polled regarding this, and 26% and 37% of them strongly agreed that good HRM procedures might increase organisational culture. Among them, 8% and 5% of respondents disagreed and strongly agreed with this statement, respectively. Again, 24% of those respondents chose to remain neutral in this situation. However, after analysis, it was found that the majority of respondents gave positive responses, indicating that good HRM procedures aid in raising organisational culture.
[bookmark: _Toc136882600]4.2.19 Employees are facing issues due to the HRM of Burberry
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[bookmark: _Toc136034535]Figure: 4.2.19 Issues faced by Burberry employees for HRM 
(Source: Author) 
The aforementioned graph was created after participants' perspectives on issues faced by employees due to Burberry HRM practices.  31 % and 35% of the 100 people who responded to the survey strongly agreed with the statement. Among these, 9% of respondents strongly disagreed with this assertion, whereas just 8% of respondents disagreed. Again, 17% of those polled opted to stay impartial in this case.
[bookmark: _Toc136882601]4.2.20 Burberry’s HRM process enhances employee opportunities
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[bookmark: _Toc136034536]Figure: 4.2.20 Opinion if Burberry’s reward policy is effective enough 
(Source: Author)
The above graph was designed by analysing the participants’ perspectives regarding Burberry’s reward process enhancing employee opportunities. Of the 100 respondents who took the survey, 28% and 29% strongly agreed with the statement. In comparison to merely 7% of respondents who disagreed, 8% of these respondents strongly disagreed with this assumption. Again, 28% of respondents said they would remain unbiased in this situation.
[bookmark: _Toc136882602]4.2.21 Burberry’s HRM process has been the reason for flourishing employee engagement
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[bookmark: _Toc136034537]Figure: 4.2.21 Burberry’s HRM process helps to improve employee engagement
(Source: Author)
The aforementioned graph was created by analysing how Burberry's HRM procedure has been the driving force behind thriving employee engagement. In the study, 21% and 27% of the 100 participants strongly agreed with the statement. Only 9% of respondents disagreed with this notion, although 8% of these respondents strongly disagreed. Once more, 35% of respondents stated that they would remain impartial in this circumstance.
[bookmark: _Toc136882603]4.2.22 Due to HRM, both ways of benefits can be gained
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[bookmark: _Toc136034538]Figure: 4.2.22 Benefits of HRM 
(Source: Author)
Analysis of the data used to construct the aforementioned graph HRM allows for both types of benefits to be realised. As can be seen from the graph above, out of 100 respondents, 29% and 31% respectively answered that they agreed and agreed with this statement. Furthermore, this statement was strongly disagreed with by 8% and 8% of those respondents, respectively. Again, 24% of those polled said they were neutral in this case.
[bookmark: _Toc136882604]4.2.23 HRM helps in reducing diversity issues
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[bookmark: _Toc136034539]Figure: 4.2.23 Diversity issues can be reduced by HRM
(Source: Author)
 Analysing how HRM contributes to fewer diversity-related problems led to the creation of the aforementioned graph. From the graph above, it is clear that out of 100 respondents, 27% and 34% indicated that they agreed and agreed with this statement, respectively. Furthermore, 10% of those respondents and 7% of them both strongly disagreed with this assertion. Again, 22% of those surveyed stated that they were uninterested in the matter.
[bookmark: _Toc136882605]4.3 Primary Qualitative Findings
[bookmark: _Toc136882606]4.3.1 Importance of human resource (HR) for organisation
The first interview question revolves around the significance of HR in an organisation. The first participant stated that HR managers help to identify as well as attract highly qualified expertise that ensures the competency as well as capacity of the organisational workforce. In this context, P2 responded that "evaluation of performance management by HR managers helps optimise individual and team performance, leading to increased productivity and overall organisational success." According to P3, HR managers play a crucial role in providing training and growth opportunities to employees. This helps to enhance the motivation of the employees. P4 pointed out that to resolve workplace conflict, and internal issues as well as maintain employee relations, the role of the HR is important. The response of the fifth participant indicates that it is difficult to align the performance of the employees and organisational objectives, without the HR department. 
[bookmark: _Toc136882607]4.3.2 HRM processes adopted by Burberry
The second interview question depicts the HRM processes adopted by Barberry. In this context, according to P1, the use of HRIS help this company to make coordination between all the procedures, including employee information, performance, payroll, benefits as well as reporting. P2 pointed out that with the Geocentric approach, Burberry coordinates its subsidiaries and headquarters for the purpose of efficient decision-making that ultimately promotes employee engagement at the global level. In the case of employee engagement processes, Burberry focuses on employee surveys, team-building activities, employee feedback as well as recognition processes that trigger employee motivation and lead towards engagement. Similarly, the response of P5 also indicates employee benefits programs, medical facilities and retirement plans as major HRM processes of Burberry. P4 stated that "succession planning and career development programs provide the opportunity for growth of employees." Thus, the training needs of the employees are satisfied. 
[bookmark: _Toc136882608]4.3.3 Significance of SHRM to enhance motivation level of Employees
The third interview question states the significance of SHRM to increase the employee motivation level. The first participant pointed out that HR practitioners create a work environment that promotes employee motivation as well as engagement. As argued by P2, employee motivation is a critical factor which is influenced by various other factors beyond HR practices. Several external factors also influence employee motivation. According to P3, “by fostering a culture of autonomy, empowerment, and trust, HR can create a work environment where employees feel motivated.” Providing development opportunities as well as reliable relationships supported by SHRM help to enhance employee motivation. P4 also stated that SHRM does not always impact employee motivation. This means it is not always possible to enhance employee motivation with SHRM. The response of P5 indicates that HR personnel attempt to understand the diverse needs of the employees that positively impact employee motivation. 
[bookmark: _Toc136882609]4.3.4 Analysing the strategic benefits gets by Burberry through maintaining the HRM
The 4th qualitative research question was designed to analyse the participants’ perspectives regarding the strategic benefits gets by Burberry through marinating the HRM. By designing this research question, the researcher identified that P1 stated that effective HRM practices enable companies to attract top talent. P2 stated that the organisation's overall development and expansion are aided by HRM. Again, P3 stated that HRM ensures that companies follow the rules and laws by governing employment practices. On the other hand, P4 stated that employee retention is critical to the HRM practices of Burberry. Lastly, P5 noted that HRM supports organisations in navigating and adjusting to alterations in the commercial environment. From analysing this, it can be stated that Burberry is able to draw in top talent, increase productivity and engagement among workers, define organisational culture, and project a positive image thanks to the maintenance of good HRM practices.
[bookmark: _Toc136882610]4.3.5 Motivational factors for the employees of the Burberry
The objective of the fifth qualitative study question was to examine participant opinions on the motivational factors for the employees of Burberry. Regarding this question, P1 stated that the organisation can use incentive programs to inspire workers. P2 noted that encouraging a positive work-life balance can boost employee inspiration. Again, P3 stated that giving employees the chance to progress their careers inside the company can be very motivating. On the other hand, P4 claimed that giving workers hard, fulfilling work can boost their motivation. And lastly, P5 stated that regularly asking for input from staff members will help them feel appreciated and motivated. However, by analysing this section it can be stated that in light of the fact that everyone's motivation is different, Burberry must recognize that the best way to increase general satisfaction with work and motivation is by combining these aspects in a way that suited to each employee's unique requirements and preferences.
[bookmark: _Toc136882611]4.4 Discussion
[bookmark: _Toc136882612]4.4.1 Discussing the First Research Question 
The significance of strategic HRM in retail organisations has been depicted by 1st study question. In this aspect, it has been found that strategic HRM creates a positive effect on organisational performance. The quantitative findings suggest that strategic HRM is important for attracting customers, facilitating innovation, and improving sales and financial performance. The qualitative findings also suggest that strategic HRM helps to retain employees, evaluate performance, in training and development as well as the motivation of the employees.
 As pointed out by Azizi et al. (2021), HRM plays a crucial role to enhance the productivity of employees by understanding their lacking areas. For this reason, in the present competitive business environment, the need of strategic HRM has increased. This aligns with the result of this study.  As argued by Ozkeser (2019), training and development programmes designed by HR is not sufficient to motivate employees towards better performance. This aligns with the study outcomes that strategic HRM is important to motivate employees by providing benefits. This motivates the employees towards product innovation that ultimately improves organisational performance (Ali and Anwar, 2021). 
However, differences in results in the current study can be generated in case of changes in firm size, sample population, location and study methods.
[bookmark: _Toc136882613]4.4.2 Discussing the Second Research Question
Exploring the benefits of strategic HRM for motivating the employees of Burberry is the main goal of 2nd study question. In this context, it has been identified through analysis of quantitative information that strategic HRM practices in Burberry improve operational performance, and total sales, reduce conflict and increase employee engagement and motivation. Qualitative findings also state that the strategic HRM of Burberry includes HRIS, including employees in decision-making, employee feedback, positive workplace culture succession planning and career development programs as well as career development programme of the employees that enhance the motivation level of employees.
As opined by Hamadamin and Atan (2019), positive workplace culture and learning opportunities help to enhance employee motivation. This study has also found the same. However, this study has also found that external factors also impact employee motivation apart from strategic HRM. As supported by Anwar and Abdullah (2021) that personal issues negatively impact employee motivation in an organisation. According to Zeebaree, Shukur, and Hussan (2019), employee retention in organisations where managers are less focused on the career growth of employees, is lower. Burberry offers career growth, employee benefits, succession planning and a productive work environment to enhance the motivation of workers.
However, if the sample size, location, industry, firm size, or study methodologies are altered, the outcomes of the current study may differ.
[bookmark: _Toc136882614]4.4.3 Discussing the Third research question
The 3rd research question of the current study was designed to identify probable difficulties that Burberry faces in addressing strategic HRM in employee motivation. By designing this research question, it is identified that the strategic HRM strategy is concerned with matching an organisation's strategic goals with its human resource practices. From analysing the qualitative and quantitative data, it is identified that Burberry, a well-known luxury apparel firm, encountered a number of challenges when tackling effectively HRM in employee motivation. However, these issues may develop as a result of a number of variables, including the nature of the sector, organisational culture, and particular problems with employee motivation.
High turnover rates are common in the fashion business, especially in positions like retail and design.  Regarding this, Shao, Grace and Ross (2019 stated that Burberry may continually be hiring and training new employees, which might make it difficult for them to undertake long-term strategic HRM initiatives centred on employee motivation. The qualitative findings also showed that as one of the most known fashion companies Burberry faced challenges regarding the diversity of the workforce which also created challenges for effective strategic HRM practices. It is also identified that Burberry employs people with a variety of skill sets and cultural backgrounds and conducts business all around the world. As various employees may have different expectations, attitudes, and interests, motivating and involving a diverse team has been challenging. However, both in the survey and interview process, most of the participants stated that Burberry must take a thorough and specialised approach to strategic HRM in employee motivation in order to address these likely challenges.
[bookmark: _Toc136882615]4.4.4 Discussing the Fourth research question
The 4th research topic focuses on ideas for improving Burberry's strategy HRM a well-known luxury fashion firm, in terms of employee motivation. In order to boost performance, productivity, and overall success in the company, it is essential for businesses to increase employee motivation. By analysing both qualitative and quantitative data, it is identified that Burberry can put in place a successful program for rewarding and recognizing employees' accomplishments and efforts. This can involve rewards like bonuses, recognition for employees of the month or year, and individualized praise for great work. Employee motivation can be increased, and a pleasant work atmosphere can be created, by recognising and rewarding hard effort. From, the qualitative data analysis part, it is identified that It is crucial to keep in mind that every business is different, so Burberry should evaluate its own context, culture, and staff before adopting these recommendations.
[bookmark: _Toc136882616]4.5 Summary 
Through the analysis of qualitative and quantitative data collected from a small group of Burberry employees and managers, various features have been discovered. After analysing this section, it can be concluded that HRM is the most important factor in raising employee motivation. It is also crucial to keep in mind that particular conclusions and strategies may change depending on the various employee contexts and the performance of the firm.



[bookmark: _Toc136002482][bookmark: _Toc136882617]Chapter 5: Conclusion and Recommendation
[bookmark: _Toc136002483][bookmark: _Toc136882618]5.1 Conclusion
Successful accumulation of the information and analysis of the same has guided the author to reach the concluding chapter of the research paper. From the detailed analysis, it can be concluded that every organisation needs to have a strong HRM that can motivate its employees to perform better and the ultimate beneficiary is the organisation itself. As this study was particular to gather information from the famous British fashion brand Burberry, it can be stated that the survey and interview also pointed the same. Using mixed methods provided the opportunity to discuss the study in a diversified manner. The use of both quantitative and qualitative analysis techniques was instrumental to compare the information with the literature review segment. This chapter would demonstrate the alignment of objectives with findings and provide certain recommendations to nurture the existing HRM techniques and motivate employees. Existing limitations and paving the way for future scope were also highlighted in this current context. 
[bookmark: _Toc136002484][bookmark: _Toc136882619]5.2 Linking Objectives with Findings
The research objectives had clearly shown the intention behind this particular academic subject matter. Therefore, in this final chapter, it is imperative to find out whether the research objectives were aligned with the findings or not. In any research context, success lies in the achievement of the research aspiration and this study would introspect the same here with the logical explanation behind its alignment between objectives and findings. 
[bookmark: _Toc136002485][bookmark: _Toc136882620]1st Objective
To begin with, the first objective of this study was to acknowledge the significance of strategic HRM in retail organisations. Both from the literature review and the primary data findings, it is prominent that strategic HRM plays a significant role in retail organisations. It is revealed that HRM plays an integral role in every organisation as this department works with human capital that is responsible to conduct the organisational work competently. While gathering information, it was prominent that managers and employees felt that talented workers are an asset to an organisation and that the prudence of the HRM team can enhance the quality of talented employees. The findings have also explained that performance management is the key to motivating employees and Burberry tries to implement the same in order to keep its creativity intact. With this explanation, it can be concluded that the first objective is achieved. 
[bookmark: _Toc136002486][bookmark: _Toc136882621]2nd Objective
In addition to this, the next objective was to revealthe advantages of strategic HRM towards the motivation of the employees in Burberry. The survey and the interview pointed out that Burberry uses proper HRM techniques in order to manage employee-management relationships, discussing performance evaluation, payroll information, proper administration, team-building activities and succession and career development programmes. The primary findings have shown that employees are assets of an organisation and proper evaluation of their performance can motivate them to work better. The remuneration and other benefits were also appreciated and it can be stated that the organisation is utilising proper HRM techniques to motivate employees. The information from the literature review segment also discussed the same and thus it is concluded that the second objective is achieved. 
[bookmark: _Toc136002487][bookmark: _Toc136882622]3rd Objective
Furthermore, the third objective discussed recognising the challenges faced by Burberry to deal with strategic HRM in employee motivation. With its immense importance to enriching the organisation with talented employees and managing the employee-management relationship, it is crucial to understand whether there are any existences of challenges or not. The findings have shown that without proper HRM sometimes the organisation lacks creative and talented employees. Attracting employees and retaining them is challenging. However, if an organisation is not able to motivate its employees to work patiently, it can bring a drastic change in the organisational aspect and it can be assumed that the service would not be able to reach the expectation level of consumers. Hence, the third objective was achieved as recognition of challenges is imperative in order to execute the business effectively. 
[bookmark: _Toc136002488][bookmark: _Toc136882623]4th Objective
Consequently, the fourth or final objective was about recommending beneficial strategies to Burberry to improve strategic HRM in employee motivation. The issue of strategic HRM was discussed and it is revealed that Burberry should nurture cultural autonomy and employee empowerment in order to get benefits from its employees. Employee motivation can also be nurtured by offering them some monetary benefits and appreciating their performance by promoting them to responsible ranks. Nonetheless, there is always a chance for betterment and further recommendation would be provided in this chapter. Therefore, this fourth objective is also achieved by the author in the current research context.
The demonstration of the alignment of objectives with the primary data findings can reveal that the study was able to achieve all its objectives and hence, it can be concluded that it has accomplished its aim and can be termed as successful from the research aspect. 
[bookmark: _Toc136002489][bookmark: _Toc136882624]5.3 Recommendations
Though Burberry has assumed significant strategies in order to improve its existing HRM techniques, it cannot be denied that there is always scope for augmentation and these recommendations would contribute to achieving the same. 
· It is seen that most organisations prefer to offer remuneration and other monetary rewards in order to motivate employees and Burberry too follows the same. However, the fashion industry is often blamed for its hectic schedule and employees are often forced to work in an unhealthy atmosphere with bare minimum wage and lack of leaves. Therefore, Burberry is recommended to bring HRM policies that would clearly mention the criteria of working ambience along with proper leave detailing. Employees should be allowed to take leave as per their requirements and the HRM should keep track of it. 
· The fashion industry needs long hours to perform the task and sometimes, workers are compromised to have lunch or dinner on time. It is not possible for an organisation to offer food to every employee. However, implementing a decent pantry with a specific time allotted for lunch breaks can provide the desired rest to employees. Sometimes offering meditation or motivational speech can also be beneficial. This can help them to relax and thus their mind can be freshened up.
· Employees need a proper salary and a defined date to get that can keep them motivated to work. Hence, it is recommended that the organisation should discuss with its finance team and its banking partners to credit the salary to its employees' accounts within a defined date. 
· The human resource manager or team leaders should be easily accessible to employees. If they need any kind of assistance or facing certain issues, it should be solved with immediate effect. The establishment of healthy working culture with proper safety measures can motivate employees to perform better. 
· Using the latest technology like big data analytics or AI to track employee performance and solve grievances can be beneficial for both the organisation and workers as this can provide the most genuine outcome to strategise the future course of action.  
[bookmark: _Toc136002490][bookmark: _Toc136882625]5.4 Limitations of the Study
During any research work, it is crucial to work on every minute detail. The present academic paper also included the highest level of diligence in order to execute the task with utmost competency. Nonetheless, despite this best endeavour, this study was not completely free from limitations or gaps. During the survey, the author gathered only 100 employees. If the sample size was bigger, it would have been easier for the author to diversify the opinion and act accordingly. For interview purposes, the author only interviewed 5 managers of Burberry. Again, if there were no time constraints, the author could have interviewed more people and accumulated the information. During the literature review, the author realised that there are many journals which required financial subscription to be accessed. Due to financial constraints, the author had to remain within the pre-approved budget and therefore, the study was executed without that information. Finally, in this study, the use of the Burberry site was prominent. However, in certain segments, the author could not access it as it was strictly for employees and official members. Nonetheless, using that information could have diversified the subject and the research would have been more prominent to achieve its goal. 
[bookmark: _Toc136002491][bookmark: _Toc136882626]5.5 Future Scope
With the existence of limitations, the study is open to future perspectives as well. Though the present circumstances have seen the best effort from the author, it can be stated that in future, the research can be conducted with a larger sample size and it would provide more diversified options that can bring the best outcome. This academic paper was particular to gather exclusive information from Burberry and its strategic HRM implementation along with advantages and challenges. However, in future two or multiple retail organisations can be taken into cognisance and the outcome can be discussed in a comparative manner. The comparison can help in understanding the most effective HRM strategies that can motivate employees in the long run. Therefore, the present study would provide the basic knowledge of the subject for future purposes and thus the immense importance of the topic is understood in the current context. 
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[bookmark: _Toc136882628]Appendix
[bookmark: _Toc136433465]A. Survey Questionnaire
1. Age: 
· 20-24
· 25-29
· 30-34
· 35-39
· 40-44
· 45-49
· 50 and 50+
2. Gender:
· Male
· Female
· Others
· Prefer not to say
3. Experience: 0-1years
· 2-4years
· 5-8years
· 9-10years
· [bookmark: _Hlk135996068]10+years
4.  To what extent do you believe SHRM has a positive impact on the organisational performance?
· [a] Strongly agree
· [b] Agree 
· [c] Neutral
· [d] Disagree 
· [e] Strongly disagree.
5. To what extent do you believe SHRM are the most important factors for innovation?
· [a] Strongly agree
· [b] Agree
· [c] Neutral
· [d] Disagree
· [e] Strongly disagree.
6. According to you, what are the major factors to consider in HRM?
· employee training
· selection and recruitment
· communication
· performance evaluation
· compensation 
7. To what extent do you believe, in the retail sector, SHRM enhances the financial performance of the organisations?
· [a] Strongly agree 
· [b] Agree
· [c] Neutral 
· [d] Disagree 
· [e] Strongly disagree.
8. To what extent do you believe, SHRM helps in improving both production and sales performance?
· [a] Strongly agree 
· [b] Agree
· [c] Neutral
· [d] Disagree
· [e] Strongly disagree.
[bookmark: _Hlk135999618]9. How do you think Burberry’s HRM processes are improving the operational performance of the company?
· reducing operational costs
· better productive employees
· better communication process
· better employee engagement
· better aligned with customer expectations
[bookmark: _Hlk136000153]10. To what extent do you believe Burberry’s SHRM process positively impacts total sales?
· [a] Strongly agree
· [b] Agree 
· [c] Neutral
· [d] Disagree
· [e] Strongly disagree.
[bookmark: _Hlk136000719][bookmark: _Hlk136000786][bookmark: _Hlk136000699]11. To what extent do you believe Burberry’s HRM process has been the reason of flourishing trend in the market?
· [a] Strongly agree
· [b] Agree
· [c] Neutral
· [d] Disagree
· [e] Strongly disagree.
[bookmark: _Hlk136001078]12. To what extent do you believe organisations should adopt extensive strategic SHRM approach?
· [a] Strongly agree
· [b] Agree
· [c] Neutral
· [d] Disagree
· [e] Strongly disagree.
[bookmark: _Hlk136001607]13. Rate your opinion if HRM helps in reducing organizational conflict?
· 5-Very high
· 4- High
· 3-Neutral  
· 2- Low 
· Very Low
14. To what extent do you believe Burberry has developed an effective HRM system?
· [a] Strongly agree. 
· [b] Agree. 
· [c] Neutral
· [d] Disagree.
· [e] Strongly disagree.
15. To what extent do you believe SHRM helps in enhancing employee motivation?
· [a] Strongly agree. 
· [b] Agree.
· [c] Neutral
· [d] Disagree. 
· [e] Strongly disagree.
16. To what extent do you believe, SHRM helps in reducing business risks?
· [a] Strongly agree.
· [b] Agree. 
· [c] Neutral 
· [d] Disagree. 
· [e] Strongly disagree.
17. Rate the following statement: Burberry’s reward policy is sufficient?
	Factors 
	1
	2
	3
	4
	5

	Burberrey’s reward policy is sufficient
	
	
	
	
	



18. To what extent do you believe, HRM helps in improving organizational culture?
· [a] Strongly agree. 
· [b] Agree.
· [c] Neutral
· [d] Disagree. 
· [e] Strongly disagree.
19. To what extent do you believe employees are facing issues due to SHRM of Burberry?
· [a] Strongly agree. 
· [b] Agree.
· [c] Neutral
· [d] Disagree.
· [e] Strongly disagree.
20. To what extent do you believe Burberry’s SHRM process enhances employee opportunities?
· [a] Strongly agree.
· [b] Agree.
· [c] Neutral 
· [d] Disagree.
· [e] Strongly disagree.
21. To what extent do you believe Burberry’s SHRM process has been the reason of flourishing employee engagement?
· [a] Strongly agree.
· [b] Agree.
· [c] Neutral
· [d] Disagree.
· e [e] Strongly disagree.
22. To what extent do you believe both ways benefits can be gained due to SHRM?
· [a] Strongly agree.
· [b] Agree.
· [c] Neutral
· [d] Disagree.
· [e] Strongly disagree.
23. To what extent do you believe SHRM helps in reducing diversity issues?
· [a] Strongly agree. 
· [b] Agree.
· [c] Neutral
· [d] Disagree.
· [e] Strongly disagree.
[bookmark: _Toc136433466]B. Interview Question
1. Why the strategic human resource is much important for the organisation?
P1: Human resource managers identify and attract top talent, ensuring that the organization has a competent and capable workforce.
P2: Evaluation of performance management by HR managers help optimise individual and team performance, leading to increased productivity and overall organisational success.
P3: The role of HR is crucial in providing training and development opportunities to the employees.
P4: Employee relations, internal issues, and disagreements are handled by HR professionals. 
P5: HR department ensures that employees are aligned with organisational goals.
2. What type of Strategic Human Resource Management processes has been adopted by your company?
P1: We use HRIS to facilitate the management of HR processes, including employee information, payroll, performance evaluations, benefits administration, and reporting. 
P2: Geocentric approach helps to maintain a strong relationship among the entire international team due to continuous interaction as well as networking. 
P3: Employee surveys, feedback mechanisms, team-building activities, and recognition programs support employee engagement. 
P4: Succession planning and career development programs provide the opportunity for growth of employees.
P5: We focus on employee benefits programs such as health insurance and retirement plans. 
3. Do you think SHRM can increase the motivation level of the employees?
P1: HR practitioners can establish a work environment that promotes motivation and engagement by coordinating strategic HR practises.
P2: I believe that motivation is a complex individual factor influenced by various factors beyond HR practices.
P3: By fostering a culture of autonomy, empowerment, and trust, HR can create a work environment where employees feel motivated.
P4: I have mixed views on the impact of strategic human resource management on employee motivation.
P5: It is crucial for HR professionals to understand the diverse needs and aspirations of employees.
4. What type of strategic benefit does your company get by maintaining the HRM? 
P1: Effective HRM practices enable companies to attract top talent. 
P2: HRM contributes to the overall development and growth of the organisation.
P3: HRM makes sure businesses abide by the legal and regulatory obligations for employment practises.
P4: HRM plays a critical role in employee retention.
P5: HRM helps organizations navigate and adapt to changes in the business environment.
5. How are the employees of your organisation getting motivated?
P1: Organisations can implement reward systems to motivate employees.
P2: Promoting a healthy work-life balance can enhance employee motivation.
P3: Providing opportunities for growth and advancement within the organisation can be highly motivating.
P4: Providing employees with meaningful and challenging work can increase their motivation.
P5: Regularly seeking feedback from employees can makes them valued and motivated. 

Factors 	
1	2	3	4	5	Burberrey’s reward policy is sufficient	
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