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Introduction 
This report is to analyse Human Resources (HR) practices in the company TPS, a UK based company that works in transport planning and infrastructure design. The industry is changing quickly because of the new technology and sustainability goals, so HR plays an important role to support the company succeed. As the UK government focuses more on green energy and smart cities, TPS must ensure its workforce is ready for these challenges.
This report will basically explain three main factors affecting TPS: technological change, talent recruitment and retention, and Diversity, Equity and Inclusion (DEI).  These factors are essential because ethe transport sector is becoming more digital and competitive. It will also evaluate HR practices used by TPS, such as hybrid working and mentoring. These practices are not just benefits, but strategic tools to keep employees happy and productive in a modern environment. 
Finally, it will analyse how managers can apply these practices effectively and quickly. This is a critical part of this report because the “implementation gap” can happen if managers do not understand their role in people management.
The report aims to provide a clear path for TPS to maintain its reputation as a leader in the infrastructure sector while supporting its most asset: its people.
1) Factors Affecting HR Challenges
Technological Advancement 
Technology is very important in transport planning today. TPS uses advanced software to analyse traffic and data. 
The industry is moving from simple methods to more complex and data-based system. Because of these employees need new skills. According to Noe (2020), fast technological changes create skill gaps, so companies need continues training.
HR must support training and development to help workers keep up with these changes. If TPS does not adapt to the new technology, it may lose clients and fall behind competitors. 
In the UK transport sector, technology is changing how we design roads and rail system. TPS uses advanced software to analyse traffic and data, which is more complex than old methods. As Noe (2020) says, this creates a skill gap. If HR does not provide continues training, employees will feel frustrates and the company will lose it competitive edge in the Uk market. 
For example, if a senior engineer does nor learn 3D modelling tools, TPD cannot finish projects as fasts as other companies.
Talent Acquisition & Retention 
The UK transport sector has a shortage of skilled workers. TPS needs to attract and keep talent employees. It is not only about salary, but also about career development and opportunities. Armstrong (2020) explains that employees are motivated by career growth and non-financial rewards.
TPS offers training and development plans to attract people. Keeping employees is also important because losing experienced staff can affect the business. Good working conditions and growth opportunities help employees stay longer. 
There is a big shortage of engineers and planners in the UK. TPS must complete with many other companies to find good people. It is not just about money; as Armstrong (2020) mentions, career growth is a huge motivator. HR needs to show a clear path for promotion. If an employee sees that TPS cares about their future through Personal Development Plans (PDPs), they are more likely to stay. This reduce the cost of hiring new people, which is very expensive for the business.
DEI (Diversity – Equity – Inclusion)
Diversity, Equity and Inclusion (DEI) is very import to TPS, since the transport sector has traditionally had low diversity. Creating a fair and inclusive workplace is essential for modern business success. 
Marching and Wilkinson (2021) state that diverse teams understand different customer needs better. For TSP, this means having people from different background to solve complex infrastructure problems. HR should ensure fair recruitment process so that everyone has the same chance to join the company. Inclusion is also important to attract younger workers who value social responsibility and equality. 
When employees feel the belong to the team, they are more creative and motivates. Therefore, DEI is not just a policy paper, but a strategic tool to improve teamwork and innovation. By promoting an inclusive culture, TPS can build a stronger and more resilient workforce that represents the diverse society of the UK. 
2) Evaluation of Contemporary HR Practices 
Agile and Hybrid Working 
TPS uses a hybrid working model, where employees can work both from home and in the office. This helps employees have a better work-life balance and reduce stress.
It also helps TPS attract more talent because people can work from different locations. According to Gratton (2021), hybrid work is important to improve employee’s performance and flexibility. However, there is a risk that remote workers may feel lees included or have fewer opportunities for promotions. Therefore, managers must ensure fair treatment for all employees.
TPS adopted a hybrid model to give people more balance. This is a great tool for recruitment because we can hire experts who live far from the office. Gratton (2021) argues this increases performance. However, there is a serious risk: ‘proximity bias’. This means managers might favor people they see in the office every day and forget those working from home. 
To fix this, managers must use digital tools to keep everyone connected and ensure promotions are based on results, not just being in the office. 
Mentorship and Personal Development Plans (PDPs)
TPS uses mentorship programs and Personal Development Plans (PDPs) to support employee’s growth and long-term career success. In these programs, new employees and junior staff learn directly from experienced workers and senior engineers, which helps them develop technical skills faster and understand the company culture. 
This mentorship is essential because the transport and infrastructure industry is always changing, and formal education is often not enough to prepare workers for real word projects. By sharing knowledges, TPS ensures that the expertise of senior staff is passed down to the next generation of staff. 
This is important because technology in the industry is always chaining. Ulrich (2016) explains that HR adds value by developing employee’s skills knowledge. PDPs also help align employee’s goals with company needs. 
This practice is very import for motivation, when workers see that the company is investing in their training, they will feel more valued. Consequently, effective PDPs and mentorship can significantly reduce staff turnover and support TPS maintain a stable workforce that is ready for the technical challenges of the UK transport sector. 
Employee Wellbeing and Total Rewards 
TPS offers benefits such as heath support and wellbeing programs. These benefits are important because salary alone is not enough to keep employees satisfied. According to Guest (2017), when companies care about employee wellbeing, workers feel more committed and perform better. 
TPS also offers social initiatives, such as volunteering opportunities, which support employee’s satisfaction. This approach helps create a positive work environment and support long term retention because it builds a send of purpose beyond technical work. Furthermore, by providing a “Total Reward” packages that includes mental health support and flexible initiatives, TPS shows it values the “whole person” and not just their output as an engineer or planner. 
When employees feel that their heath and happiness are a priority for they managers, they are less likely to suffer from burnout and more likely to stay with the company of many years. This strategy is essential for TPS to maintain a stable workforce. And a strong reputation in the competitive UK infrastructure sector.
3) Role of Departmental Managers 
Managers and HR Implementations 
In TPS, managers play an important role in applying HR practices in daily work. They are responsible for making sure that company policies are followed by employees. 
For example, managers must support hybrid working and employee development. However, there is often a gap between HR policies and real practices. 
According to Purcell et al. (2003), this is called the “implementations gap”. If managers focus only on results and ignore employee development, HR strategies may fail. Therefore, managers must balance business goals and people management. 
The HR department creates the policies, but the departmental managers are the ones who make them real. Purcell (2003) warns about the “implementation gap”. This happens when a manager says they support wellbeing but then asks employees to work too many hours. 
In TPS managers need to be urgent about this because if they don’t follow DEI or wellbeing rules now, the best talent will leave the ream. Managers should be evaluated on how happy and diverse their teams are, not just on project deadlines. 
Managers and DEI (Diversity – Equity – Inclusion)
Managers are also responsible for creating an inclusive work environment. They must treat all employees fairly and avoid discrimination. It is important that managers give equal opportunities to all team’s members. 
According to Kanter (1993), managers have strong influence on employee experience and workplace culture. If managers support diversity and inclusion, employees feel more comfortable and motivated. 
In a diverse company like TPS, managers must actively listen to different perspective to solve complex engineering problems. This is urgent talent from different backgrounds, which is essential for creativity. When every person feels respected, it directly improves teamwork and innovation in TPS, making the company more competitive in the UK market.
Accountability and Urgency 
Managers must be accountable for both business results and employee management. TPS should evaluate managers not only on performance, but also on team development and retention. 
This includes training, employee satisfaction and diversity. If managers are not evaluated on these factors, HR practices may not be effective. Therefore, it is important to create clear goals and responsibilities for managers. 
This accountability is necessary to close the “implementation gap” between HR policies and daily actions. Managers need to act with urgency to ensure that wellbeing and professional growth are prioritized as much as projects deadliness. By doing this, it will help TPS implement HR strategies more quickly and successfully, ensuring long-term stability for the entire workforce.
Conclusion 
In conclusion TPS operates in a competitive and changing industry where people are very important for success. This report showed that technology, talent management, and DEI are key factors affecting the company, especially in the context of the UK transport sector. As the industry moves toward more data driven solutions and sustainable infrastructure, the way TPS managers its human capital will determine its future growth.
TPS has implemented good HR practices, such as hybrid working, mentoring, and wellbeing support. These initiatives are essential to attract younger workers and retain experienced staff in a market with high competition for talent. However, their success depends on how well managers apply them in daily work. It is not enough to have these policies on paper; they must be part of the workplace culture. 
Managers must support employee development, inclusion and performance at the same time. There is an implementation gap that must be closed with urgency to avoid losing talented employees to competitors. If TPS continues to invest in people, provides better training for these departmental managers, and improves its HR strategies, it can remain competitive in the future. 
By balancing business goals with focus. On employee’s wellbeing and diversity, TPS will be well positions to lead the next generation of transporting planning.
Recommendations
1- Improve Manager Training
TPS should provide more training for more managers, especially in managing hybrid teams. This will help managers support employees better and improve communication. It can also reduce problems such as lack of supervision or unfair treatment. 
2- Promote Diversity and Inclusion 
TPS should continue to improve its DEI practices. For example, the company can create programs wher3e senior managers learn from junior employees with different backgrounds. This can help managers understand different perspective and create a more inclusive workplace. 
3- Use People Metrics 
TPS should evaluate managers not only on business results but also on people management. This includes employee retention, training, and team satisfaction. By doing these managers will take more seriously and apply more effectively. 
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