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[bookmark: _Toc223101963]1. Introduction 
Managing individuals in the workplace requires efficient collaboration between leadership and HR practices to ensure the distinguished requirements of the workplace meets through actions. The purpose of this report is to evaluate and analyse the contemporary HR actions to meet the challenges of human resource management. The report will integrate Hydro International as a chosen organisation for discussion. Hydro International is a UK-based CRH company that specialises in the reduction of flood risks, water treatment, and management of storm water for over 40 years (Hydro International, 2026). This report will evaluate the specific roles and responsibilities of the departmental managers in making the contemporary HR practices viable to reduce the challenges of the organisation. 
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[bookmark: _Toc223101964]2. Explanation of specific factors in HR practices 
Meeting the technological advancement
The technological advancement in HR practices defines the transformation of approaches in conventional human resource routines, with the help of technological integration. The integration of the AI-powered tools, such as AI-based video interviewing, predictive talent sourcing, and job descriptions based on generative AI, prevails the redefinition of roles in HR practices (Farias, 2025). The inclusion of AI-based technologies is shifting the regular duties of HR professionals as those technologies are solving repetitive tasks through automation. The data-driven talent management in modern HR practices advantages advanced technologies such as AI and ML to perform better scrutiny about potential candidates (Asfahani, 2024). The technological advancement in choosing individuals for organisational roles provides the chance to assess parameters such as turnover risks, skill mapping, and identification of hidden talent. These parameters were unavailable in the traditional HR practices. The involvement of technologies in training and development shows transformational qualities in the employee experience. For instance, the remote workers of Hydro International get virtual training, which uses advanced training platforms with integrated immersive tools. The special access to such technologies has shown a better engagement that facilitates a higher output of training and development discipline. However, ethical practices, bias, and security of the participants in modern HR practices are becoming questionable due to the lack of skill and limited digital literacy among HR professionals. 
Talent Acquisition and Retention
The modern HRM context signifies talent acquisition and retention as key components of delivering an organisation’s financial expectations through the output of human resources. The present whereabouts of HR practices revolved around the strategic implementation of approaches that fulfil the psychological and societal needs of the employees. 


Schneider’s attraction-selection-attrition (ATA) theory states that the establishment of a homogeneous culture is a result of diverse individuals working together who got the similar satisfaction from the organisational discipline (Leong and Said, 2024). For instance, working in a superior position at Hydro International requires a certain level of competence and an intention of improving organizational position in the market. Therefore, workers need to be innovative and must be able to make individual decisions, which are acceptable to the organisational management, which makes Hydro International a progressive workplace with a homogenous culture. Therefore, workers with less enthusiasm and a lack of vision are not suitable for the workforce. On the other hand, the talent acquisition in a high-performance organisation shows transformational characteristics where the HR practices have to adapt and find respective solutions to fulfil the intellectual demands. Maslow’s hierarchy of needs shows that intellectual stimulation is a prerequisite for self-actualisation needs (Maslow, 2023). In addition to that, the growth of social needs is also part of the consideration in retention management. Therefore, HR functions must have a balanced source of motivation where they can challenge the intellectual properties of high-performing individuals and provide them with better work-life balance simultaneously to retain them. 
Diversity, Equity and Inclusion 
Diversity, equality, and inclusion (DEI) are part of the key mandates in the Equality Act 2010 to sustain a fair and equitable environment for all in the workplace. The purpose of mandating diversity, equality, and inclusion in the workplace is to find an efficient approach to cater to the innovation and performance parameters of an organisation (Jain et al., 2021). The association of DEI with the legal structure of the UK makes it a fundamental consideration for HR practices in all kinds of workplaces to ensure that employee safety and security are present. Therefore, HR solutions have to upgrade themselves in the proceedings of recruitment, orientation, training, and performance management so that equal rights are preserved. The key approaches under the DEI framework include inclusive recruitment, unbiased selection, safe policies, and culture. Inclusion refers to the action where individuals with different characteristics get equal opportunities to acquire the benefits of the organisational practices (Greene and Kirton, 2021). For instance, Hydro International ensures that any candidates, irrespective of their previous experience, receive mandatory training and supplementary assistance to overcome the barriers in the initial days. The action by HRM of Hydro International preserves diversity, equity, and inclusion through a single approach. 
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[bookmark: _Toc223101965]3. Evaluation of different contemporary HR practices addressing the factors of HR practices 
Artificial Intelligence and Automation to meet technological advancement
Artificial intelligence has become the primary technological asset of modern organisations to meet future needs. The implementation of artificial intelligence has raised the condition of HR practices through finding superior efficiency in fundamental functions (Ali et al., 2023). According to the HR magazine, 81% of the UK-based chief executives have shown faith on AI based technologies and data to make superior organisational decisions (Payne, 2026). Therefore, the integration of AI in HR practices depicts a necessity to arrange better talent management and skill development. However, the implementation of AI has not shown significant influence on revenue growth, which shows that the organisations may face initial hurdles regarding financial speculations. Hydro International has a specific group of employees working for the company from remote locations. Therefore, physical access to the performance can be challenging for the organisational HR. Integration of the data-driven performance management is the key to producing performance mapping, skill gaps and future performance of the individuals working from remote locations. The present HR practices of Hydro International will show significant potential if the company invests in AI-integration as a technological advancement. 
Internal mobility and personalised career development to meet talent acquisition and retention needs
Organisational positions have a limited source of potential in terms of addressing the growth of individual workers. A high percentage of performing workers seek different opportunities once they feel that their present position is at a point of saturation. Internal mobility is one such HR solution that provides significant advantages for HR professionals to retain high-performing workers. Internal mobilisation refers to the approach of providing a new role or department as a challenge to stimulate the intellectual and professional growth of workers (Inceoglu et al., 2024). The practice of internal mobilisation is significant in the Hydro International work culture, which reflects on the majority of the job offers given by the organisation. The Hydro International management leverages the association with the CRH group as a potential destination for the talented employees to reach better destinations and meet their individual career goals. 


The internal mobility also provides Hydro International with the chance of managing skill differences and ensuring that each department has sufficient resources in case there is a high demand from the market. Personalised career development opportunities preserve the individual interests of the employees by providing them with the benefits of achieving academic excellence to gain professional growth (Huang et al., 2023). Personalised career development is also a specific source of motivation for the employees who intend to carry out their journey while being part of a single organisation. Therefore, investments in collaborations and developing training infrastructure are a significant need for Hydro International to avoid lower retention rates and achieve better efficiency with the existing workforce. 
Integration of the culture of belonging and inclusion to suffice DEI needs
Organisational culture is the personification of the internal nature of the workers in terms of interpersonal relationships. Development of an inclusive culture must be a priority for modern organisations to avoid loss of talent and enhance the chances of acquiring better talent from the market. The inclusive culture in the HR practices starts right from the onboarding stage, where flexibility in decision making about the benefits of the job has become a great resource to show organisational culture in front of new recruits (Yang, 2024). The implementation process goes linearly through the different stages according to the journey maps of the employees. The fundamental objective has to be to secure the psychological and social needs of each employee in the workplace. 

[bookmark: _ksyv2h4bptwv][bookmark: _Toc223101966]4. Critical evaluation about the role of the departmental managers in ensuring the implementation of contemporary practices in case of urgency 
Contemporary arrangements in HR policies are substitutional arrangements that can preserve immediate needs of the workplace. The departmental managers of Hydro International play the mediating role between the strategic intent and operational reality. The fundamental role of the department managers is to clarify the possible viewpoints and expectations stated in the strategic decisions taken by the HR management (Kulik and Perry, 2023). The scenario of AI integration in performance management and training facilities needs the key intervention of the departmental managers in terms of making final decisions. For instance, it is the HR manager of Hydro International’s UK division to assess the capacity of the department to adapt to the transformations. On the other hand, the managerial role also needs to demonstrate the potential opportunities to achieve high efficiency through technological integration. 


The departmental managers can play a significant role in information exchange with respective HR professionals regarding the performance of individual workers (Armstrong and Taylor, 2023). However, there is always concern about the ethical viewpoint in case the manager has a difference in terms of interpersonal relationships with the particular employee. On the other hand, interest in the well-being of the individuals in the new role in case of an internal promotion is also a major concern. A study revealed that 96% of the UK-based marketing professionals have restricted their promotion by themselves in order to achieve better well-being (Michael Page, 2025). The figure highlights a significant lack in promoting work-life balance in the marketing department of most organisations, which depicts the lack of inclusiveness and meeting the social needs of the workers. Hydro International's operations significantly depend on its sales departments, which makes the role of the managers in different sales departments critical in applying those contemporary HR practices.  
The primary derivative of making an inclusive workplace culture is to ensure that the departmental managers personify the exact values depicted by the organisational management. Building an inclusive culture is one of the primary considerations of Hydro International, as one of its values is to work collaboratively. Therefore, the HR managers of Hydro International can take assistance from the departmental managers to decipher the specific cultural needs and create co-curricular according to the distinct needs of the specific departments.
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5. Conclusion and Recommendations 
The modern HR management approaches are undergoing significant changes with the inclusion of technological upgradation, shift of cultural needs and diverse requirements of individual employees. The findings in this report highlight the specific contemporary arrangements currently visible in the HR practices of the Hydro International workforce that need to be mainstreamed. The findings of this report represent the fact that HR managers have to integrate the information shared by the departmental managers to ensure that their decisions are positively influencing the entire workforce. The report highlights major chances of upgrading the HR practices at Hydro International, which are visible in the recommended tactics. 
Recommendations
Hydro International must work through its process of integrating AI in moderating the HR practices. They should invest more in reskilling and upskilling the existing workforce to make them flexible and adaptable to the contemporary environment, to be produced by the new technology. Hydro International needs to invest in developing an association with training providers and skilled trainers to provide a better source of knowledge development and personalised care progression for the workforce. This collaboration also aligns with the organisational values and the needs of the individual employees to motivate and cater to the retention needs of the organisation. The role of departmental managers has to be more direct in terms of making decisions about the progression of the workforce towards higher efficiency. 
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