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Introduction  

Mango, a leading international fashion retailer founded in Barcelona in 1984, operates in 

over 120 markets, including a growing UK presence with plans for 15 new stores in 2026. As 

a fast-fashion company with more than 18,000 employees worldwide (approximately 80% 

women), Mango faces typical retail sector pressures: rapid technological change, fierce 

competition for talent, and the need for genuine inclusion. This report explains the key 

factors of technological advancement, talent acquisition and retention, and Diversity, Equity 

and Inclusion (DEI) in the context of Mango’s UK operations. It then evaluates contemporary 

HR practices addressing these factors and critically assesses how departmental managers 

can implement them urgently. Finally, recommendations are provided to support sustainable 

business performance. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

1. Explanation of the Specific Factors  

Technological Advancement  

The fashion retail industry is undergoing profound digital transformation. 

Technological advancement refers to the integration of AI, data analytics, 

automation, and digital platforms across operations, from design and supply chain to 

customer experience and HR processes. For Mango, this includes adopting AI for 

trend forecasting, personalized marketing, inventory management, and omnichannel 

retailing (physical stores + strong online presence, which already accounts for about 

one-third of sales). 

In the UK context, where consumers expect seamless online-to-offline experiences, 

failing to keep pace risks losing market share to agile competitors like Zara or ASOS. 

Technology also reshapes HR: AI-powered recruitment tools, predictive analytics for 

workforce planning, and digital learning platforms become essential. However, rapid 

adoption creates challenges such as skills gaps, employee resistance to change, 

and the need for upskilling in digital competencies. Mango’s 4E Strategic Plan 

(Elevate, Expand, Earn, Empower) explicitly links technology to a “future-proof 

organisation,” highlighting the urgency of balancing innovation with human capital 

development. 

 

Talent Acquisition and Retention  

Talent acquisition involves attracting skilled candidates in a competitive labour 

market, while retention focuses on keeping high-performing employees to reduce 

costly turnover. In UK retail, high turnover (often driven by low pay, irregular hours, 

and limited career progression) remains a persistent issue. For Mango, with 

thousands of store-based and headquarters roles (design, logistics, digital 

marketing), acquiring talent with both fashion passion and digital skills is difficult. 

Retention is equally critical: engaged employees drive better customer service and 

sales. Factors influencing retention include competitive compensation, flexible 

working, career development opportunities, and a sense of purpose. Mango’s 

recognition as a Top Employer 2026 for its leadership strategy and talent 

management demonstrates progress, yet the fast-paced retail environment demands 

continuous effort. The “Empower” pillar of Mango’s strategy focuses on developing 

over 18,000 employees, fostering belonging, and attracting top talent through 

initiatives like the Leadership Development Programme and Management 

Playground (feedback culture). 



 

Diversity, Equity and Inclusion (DEI)  

DEI encompasses creating a workforce that reflects society, ensuring fair treatment 

(equity), and fostering belonging (inclusion). In the UK, legal requirements (Equality 

Act 2010) and societal expectations make DEI a strategic imperative. For Mango, 

with ~80% female employees globally and 46% female representation on the 

executive committee (up significantly), gender diversity is a strength. However, 

broader DEI—covering ethnicity, disability, age, sexual orientation, and socio-

economic background—requires ongoing attention, especially in store teams serving 

diverse UK customers. 

DEI drives innovation, improves decision-making, and enhances brand reputation. 

Challenges include unconscious bias in recruitment, equitable access to 

development opportunities, and inclusive culture in a global company with 

Mediterranean roots operating in the UK. Mango integrates DEI and sustainability 

into HR processes, supports initiatives like “Inspiring Girls” for female leadership, 

and promotes equal opportunities through its Equality Plan. Yet, meaningful DEI 

goes beyond representation to measurable equity in pay, promotion, and employee 

voice. 

These three factors are interconnected: technology can support unbiased 

recruitment (DEI) and personalized development (retention), while a diverse, 

retained workforce accelerates successful tech adoption. 

 

 

 

 

 

 

 

 

 

 



2. Evaluation of Different Contemporary HR Practices  

Several contemporary HR practices effectively address the three factors at Mango 

and similar retailers. 

For Technological Advancement Mango employs data and AI to tailor its people 

strategy across 120 markets. Contemporary practices include AI-driven skills gap 

analysis and digital learning platforms for upskilling. For example, predictive 

analytics help forecast staffing needs in UK stores amid expansion. Blended learning 

(e-learning + in-person) and leadership programmes incorporating AI literacy prepare 

employees for digital tools. These practices are effective because they combine 

efficiency with employee development, reducing resistance. However, over-reliance 

on technology without human oversight risks alienating staff; Mango mitigates this 

through its people-centric “Empower” approach. 

For Talent Acquisition and Retention Modern practices include AI-enhanced 

recruitment (resume screening, chatbots, cultural-fit assessments) to widen talent 

pools and reduce time-to-hire. Mango’s Talent Acquisition team leverages employer 

branding that highlights Mediterranean culture, creativity, and growth opportunities. 

Retention strategies feature personalized career pathways, feedback cultures 

(Management Playground Programme), wellbeing initiatives, and internal mobility. 

The Leadership Development Programme and recognition systems improve 

engagement. Evidence from Top Employer certification shows these reduce turnover 

and boost satisfaction. In UK retail, such practices outperform traditional hiring by 

focusing on skills and values alignment. Limitations include potential AI bias if not 

monitored, and the need for competitive pay in a cost-conscious sector. 

For DEI Contemporary approaches go beyond compliance: inclusive hiring tools 

(structured interviews, bias-reduced AI), DEI metrics tracked in HR processes, and 

employee resource groups or mentorship programmes. Mango’s Equality Plan, 

increased female executive representation (46%), and partnership with Inspiring 

Girls exemplify targeted action. Broader practices include regular DEI audits, 

unconscious bias training, and equitable development access. These are effective 

because they link DEI to business outcomes (innovation, customer resonance). In 

the UK, they help meet regulatory expectations and attract Gen Z talent who 

prioritize purpose. Challenges remain in translating policy into daily inclusion, 

especially across global teams and store environments. 

 

 

 

 



Overall Evaluation 

 These practices are interdependent and align well with Mango’s 4E strategy and 

Sustainable Vision 2030 (which includes a “People” pillar). Strengths include 

integration of technology with human focus and measurable progress (e.g., gender 

diversity). Weaknesses involve implementation consistency across UK stores versus 

headquarters and the risk of “performative” DEI if not backed by data. Compared to 

peers (e.g., H&M or Inditex), Mango’s people-centric certification gives it an edge, 

but continuous evaluation via HR analytics is needed for sustained impact. 

 

3. Critical Evaluation of How Departmental Managers Can Ensure 

Implementation as a Matter of Urgency. 

Departmental managers (store managers, team leads in design/logistics/marketing) 

are pivotal in translating HR strategy into daily practice, yet they often face time 

pressures and competing priorities in fast retail. 

Urgent Implementation Mechanisms Managers must treat these practices with 

urgency through clear accountability. First, cascading KPIs: link personal objectives 

to tech adoption (e.g., completion of digital training), retention metrics (team 

turnover), and DEI indicators (inclusive hiring/promotion rates). Regular pulse 

surveys and feedback sessions (building on Mango’s Management Playground) 

allow early detection of issues. 

Second, capability building: Urgent training for managers on AI tools, bias 

awareness, and coaching skills ensures they model behaviours. For example, store 

managers can run short “tech huddles” to demonstrate new inventory systems while 

gathering employee input, reducing resistance. 

Third,Resource allocation and monitoring: Allocate dedicated time/budget for DEI 

activities and retention initiatives (e.g., stay interviews). Use simple dashboards for 

real-time tracking—urgent red flags (high turnover in a store) to trigger immediate 

intervention like targeted wellbeing support. 

 

 

 

 

 



Critical Perspective 

 Positively, empowering managers foster ownership and faster adaptation, aligning 

with Mango’s “Empower” pillar. Successful examples show that engaged managers 

improve team performance and customer experience. However, risks exist: 

managers may deprioritize “soft” DEI or development tasks under sales pressure, 

leading to superficial implementation. In UK stores with high part-time staff, urgency 

can translate into burnout if not balanced with workload management. 

Critically, top-down mandates alone fail; managers need autonomy and support 

(e.g., HR business partners). Without genuine buy-in, practices become compliance 

exercises rather than cultural shifts. Urgency must be sustainable—over-emphasis 

on speed risks tokenism in DEI or poor tech adoption. Evidence from retail suggests 

hybrid approaches (data-driven urgency + human-centred coaching) yield better 

long-term results. 

Mango can strengthen this by recognizing managers who excel in these areas 

(recognition programmes) and sharing best practices across UK sites during 

expansion. 

Conclusion and Recommendations. 

In conclusion, technological advancement, talent acquisition/retention, and DEI are 

critical interdependent factors for Mango’s sustainable success in the competitive UK 

fashion market. Contemporary HR practices, supported by Mango’s Top Employer 

status and strategic pillars, provide a strong foundation, but effective implementation 

depends on urgent, manager-led action. 

Recommendations: 

1. Introduce mandatory manager training on AI literacy, inclusive leadership, and 

retention techniques within the next 6 months. 

2. Implement UK-specific DEI dashboards with quarterly reviews and link to 

performance bonuses. 

3. Pilot AI-supported personalized development plans for high-potential store 

talent to boost retention during expansion. 

4. Establish cross-functional “People Champions” in each UK region to share 

best practices and monitor progress. 

These steps, if actioned urgently, will strengthen Mango’s employer brand, reduce 

turnover, and support long-term growth while maintaining its people-focused culture. 
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