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Introduction-
Human Resource Management (HRM) plays a vital role in the success of modern organisations, particularly within the retail sector where employees directly influence customer experience and overall business performance. In the United Kingdom, the retail industry is highly competitive and continuously evolving due to rapid technological developments, changing consumer expectations and increased awareness of ethical and inclusive workplace practices. As a global fashion retailer, H&M operates within this dynamic environment and must ensure that its HR strategies are effective in responding to these ongoing changes.
This report focuses on three key factors that significantly impact HR practices at H&M UK: technological advancement, talent acquisition and retention, and diversity, equity and inclusion (DEI). These areas are particularly important as they affect both employee performance and organisational effectiveness. Technological advancement has transformed the retail landscape, requiring employees to develop new digital skills and adapt to modern systems. At the same time, talent acquisition and retention remains a major challenge due to high levels of employee turnover within retail roles. In addition, organisations are increasingly expected to promote diversity and inclusion, making DEl a key priority for sustainable business practice.
The report is divided into three main sections. The first section explains the key HR factors affecting H&M and their impact on the organisation. The second section evaluates a range of contemporary HR practices that can be used to address these challenges. The final section critically evaluates the role of departmental managers in ensuring that these HR practices are effectively implemented within the organisation.
Overall, this report aims to apply theoretical knowledge to a real-world business context while demonstrating an understanding of how effective HR strategies can support organisational success in a competitive retail environment.
Factors Affecting HR at H&M UK-
1.1 Meeting Technological Advancement
Technological advancement is a major factor influencing HR practices within H&M UK. The retail industry has experienced rapid digital transformation, including the growth of e-commerce, mobile shopping applications and automated systems such as self-checkout. H&M has increasingly adopted an omnichannel approach, combining physical stores with online platforms to enhance customer experience.
This shift requires employees to develop new digital skills. For example, Sales Advisors must be able to assist customers with online orders, operate digital tills and use internal systems efficiently. However, not all employees may have the required digital competence, creating a skills gap within the organisation. This can lead to reduced productivity and increased training costs.
Additionally, technological change can create resistance among employees, particularly those who are less confident using digital tools. HR must therefore play a key role in supporting employees through training and development programmes.
Failure to keep up with technological advancement can negatively impact H&M's competitiveness, as customers increasingly expect fast, efficient and digitally integrated services.
1.2 Talent Acquisition and Retention
Talent acquisition and retention is another significant challenge for H&M UK. Retail jobs, particularly entry-level roles such as Sales Advisors, are often associated with low pay, part-time contracts and irregular working hours. These factors contribute to high employee turnover. 
High turnover creates several issues, including increased recruitment and training costs, disruption to team performance and inconsistent customer service. It also places pressure on managers to continuously recruit and train new staff.
In addition, competition within the labour market has increased, making it more difficult for H&M to attract skilled and motivated employees.
Employees today also expect more from their employers, including career development opportunities, work-life balance and recognition.
If these expectations are not met, employees are more likely to leave the organisation. Therefore, retaining employees has become just as important as recruiting them.
1.3 Diversity, Equity and Inclusion (DEI)
Diversity, equity and inclusion (DEI) is an increasingly important focus for organisations like H&M. The UK workforce is highly diverse, and companies are expected to reflect this diversity in their employment practices.
H&M aims to promote inclusivity and equality within its workforce. However, challenges can still arise in ensuring fair recruitment, equal opportunities for promotion and an inclusive workplace culture. Issues such as unconscious bias and lack of representation in management positions can impact employee satisfaction and engagement.
If DEl is not effectively managed, it can lead to negative outcomes such as discrimination claims, low morale and reputational damage. On the other hand, a strong DEl strategy can improve creativity, innovation and employee engagement. 
HR must therefore ensure that policies and practices support fairness, equality and inclusion across all levels of the organisation.
Evaluation of Contemporary HR Practices-
To address the challenges identified, H&M can adopt several contemporary HR practices.
2.1 Digital Training and Upskilling
To meet technological advancement, organisations are increasingly using digital training programmes and e-learning platforms.
These allow employees to develop skills at their own pace and adapt to new systems more effectively.
For H&M, providing regular training on digital tools and systems can improve employee confidence and performance. However, a limitation is that some employees may struggle with self-directed learning, meaning additional support such as coaching may be required.
2.2 Employer Branding and Recruitment Strategies
Modern recruitment strategies focus on employer branding and attracting talent through social media and online platforms. H&M already uses its brand image to attract younger employees who are interested in fashion and sustainability.
While this approach can attract a large number of applicants, it may not always ensure the recruitment of high-quality candidates. Therefore, it must be supported by effective selection processes.

2.3 Employee Engagement and Retention Strategies
Employee engagement is a key focus in modern HR. Practices such as recognition programmes, flexible working and career development opportunities can improve job satisfaction and reduce turnover.
For example, offering clear progression pathways within H&M can encourage employees to stay longer. However, implementing these strategies requires time and resources, and results may not be immediate.
2.4 Diversity and Inclusion Initiatives
Many organisations now implement diversity training, inclusive recruitment practices and equality policies. H&M can use these strategies to create a more inclusive workplace.
For example:
• Using diverse interview panels
• Providing unconscious bias training
• Monitoring diversity data
While these practices can improve fairness, they must be consistently applied to be effective.
Critical Evaluation of the Role of Departmental Managers-
Departmental managers play a crucial role in ensuring that HR practices are implemented effectively. While HR departments develop policies, it is managers who apply them in day-to-day operations.
Firstly, managers must ensure that employees are supported during technological changes. This includes providing guidance, encouraging participation in training and addressing any resistance to change. Without managerial support, employees may struggle to adapt, reducing the effectiveness of HR initiatives.
Secondly, managers are responsible for employee engagement and retention. They have direct interaction with staff and can influence job satisfaction through communication, recognition and leadership style. For example, a supportive manager can improve team morale, while poor management can increase turnover.
However, one limitation is that managers may lack the necessary training or time to effectively implement HR practices. In busy retail environments, operational demands may take priority over people management.
In terms of DEl, managers must ensure fair treatment of all employees and promote an inclusive culture. This includes addressing discrimination, supporting diverse employees and ensuring equal opportunities. However, unconscious bias can still influence decision-making, highlighting the need for ongoing training.
To ensure urgency in implementation, organisations should:
• Provide management training
• Set clear performance targets related to HR practices
• Monitor and evaluate outcomes
Overall, while HR policies provide a framework, their success depends largely on how effectively managers implement them.
Conclusion-
In conclusion, this report has examined the key Human Resource Management challenges faced by H&M UK, focusing on technological advancement, talent acquisition and retention, and diversity, equity and inclusion (DEI). These factors are highly significant within the modern retail environment, where organisations must continuously adapt to remain competitive and meet changing workforce expectations.
Technological advancement has transformed the way H&M operates, requiring employees to develop new digital skills and adapt to evolving systems. While this creates opportunities for efficiency and improved customer experience, it also presents challenges in terms of training and employee readiness. Similarly, talent acquisition and retention remains a critical issue due to the nature of retail work, which is often associated with high turnover, low job stability and limited career progression. This highlights the importance of effective HR strategies that not only attract employees but also retain them.
In addition, diversity, equity and inclusion has become a key priority for organisations like H&M. Creating an inclusive workplace is essential for improving employee engagement, promoting fairness and maintaining a positive organisational reputation. However, achieving this requires consistent effort and effective implementation of HR policies.
Overall, the report demonstrates that these HR challenges are interconnected and require a strategic approach. While H&M has opportunities to improve its HR practices, the success of these initiatives largely depends on how effectively they are implemented within the organisation. Therefore, addressing these issues is essential for enhancing employee performance, improving organisational outcomes and ensuring long-term sustainability.
Recommendations-
Based on the analysis presented in this report, several recommendations can be made to improve HR practices within H&M UK.
Firstly, H&M should invest in continuous training and development programmes to support technological advancement. Providing regular digital skills training and accessible e-learning platforms will help employees adapt to new systems more effectively. In addition, offering practical, hands-on training can reduce resistance to change and improve confidence among employees.
Secondly, to address talent acquisition and retention issues, H&M should focus on improving employee engagement. This can be achieved by introducing clear career progression pathways, allowing employees to see opportunities for long-term development within the organisation. Enhancing reward and recognition systems, such as performance-based incentives or employee recognition programmes, can also increase motivation and job satisfaction. Furthermore, offering more flexible working arrangements may help improve work-life balance and reduce turnover.
Thirdly, H&M should strengthen its diversity, equity and inclusion initiatives. This includes implementing inclusive recruitment practices, providing unconscious bias training and ensuring equal opportunities for all employees. Regular monitoring of diversity data can also help identify areas for improvement and ensure accountability.
Finally, departmental managers should receive additional training to effectively implement HR policies. Managers play a key role in influencing employee experience, and their ability to support, motivate and manage diverse teams is essential. Setting clear expectations and monitoring performance can ensure that HR practices are applied consistently across the organisation.
Overall, by implementing these recommendations, H&M can improve employee satisfaction, reduce turnover and enhance organisational performance.
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