









Assignment Title: HR Challenges and Contemporary Practices in HSBC UK
Module: Development and Managing Individuals and Teams
Module Code: LCLM5002
Lecturer: Amer Kareem
Student Name: Estera Filip
Student Number: 2415106


Table of Contents
Introduction	2
Elements Influencing HR Difficulties	3
Technological Progress	3
Hiring and Retaining Talent	3
Diversity, Equity, and Inclusion (DEI)	3
Current HR Progress	3
Managing Technological Progress	3
Managing Recruitment and Retention	3
Managing DEI	3
Role of Departmental Managers	4
Conclusion and Recommendations	5
Conclusion	5
Recommendations	5
Reference List	6















[bookmark: _Toc228201608]Introduction
In contemporary business environments, human resource management (HRM) plays a critical role in organisational success (Armstrong, 2020; Bratton et. al., 2022). In the UK, organisations face several challenges, including rapid technological advancement and the need to create inclusive and fair workplaces. As a result, HR departments must quickly adapt and implement effective strategies to address these challenges.
This report focuses on HSBC UK, one of the United Kingdom’s largest financial institutions. HSBC operates in a highly competitive and regulated environment, where both technology and people management are essential for success. As a financial organisation, HSBC must invest in digital transformation, attract and retain talented employees, and ensure diversity, equity, and inclusion (DEI) across its workforce.
This report aims to analyse three key HR challenges:
· Technological advancement
· Recruitment and retention of talent
· Diversity, equity, and inclusion (DEI)
Firstly, the report will explain the main factors related to these challenges. Secondly, it will evaluate modern HR practices that can address these challenges. Finally, it will critically analyse how line managers can ensure the effective and timely implementation of these practices. Overall, this report aims to provide practical recommendations to help HSBC improve its HR strategy and maintain a strong competitive position in the UK banking sector.
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The banking industry is rapidly evolving due to technological advancements (Marchington et al., 2021). HSBC UK must implement digital systems such as data analytics and artificial intelligence, and adapt to continuous change. One major issue is the skills gap. Many employees may not possess the digital competence required to use new technologies effectively (CIPD,2023). However, these changes may create resistance among employees, which can reduce the effectiveness of HR strategies (Bratton et al., 2022).
Another important factor is automation. As certain roles become less relevant due to technology, employees may feel insecure about their jobs. This can reduce motivation, lower job satisfaction, and negatively impact performance. Finally, cybersecurity risks are increasing in the banking sector. Employees must be trained to follow strict security procedures to protect sensitive customer data and maintain organisational trust (HSBC, 2023).
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Attracting and retaining talented employees is a significant challenge for HSBC (Beardwell and Thompson, 2017). The banking sector competes with fintech companies and other industries for highly skilled professionals. One key factor is talent competition. Employees with expertise in finance and technology are in high demand, making recruitment more difficult (Storey, 2019).

Another factor is changing employee expectations. Modern employees value career development opportunities, flexible working arrangements, and a healthy work-life balance (CIPD,2023). Organisations must respond to these expectations to remain competitive. In addition, employee turnover can be high if staff feel overworked, undervalued, or stressed. High turnover reduces productivity and increases recruitment and training costs, which can negatively affect organisational performance. (Marchington et. al., 2021).
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Diversity, Equity, and Inclusion (DEI) are essential in large organisations such as HSBC. A diverse workforce can improve creativity, innovation, and decision-making (Robbins and Judge, 2022). One important factor is legal requirements. In the UK, organisations must promote equity and avoid discrimination in the workplace (ACAS, 2022).
Failure to comply can result in legal and reputational risks. Another factor is organisational culture. If employees feel excluded or treated unfairly, their engagement and performance may decrease. A lack of inclusion can also lead to higher turnover. Furthermore, HSBC operates globally, which means it must manage cultural differences across teams and countries. This required strong communication and inclusive practices (Bratton et at., 2022).
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One important HR practice is continuous learning and development (L&D) (Armstrong, 2020). HSBC provides digital learning platforms, workshops, and online training programmes to help employees develop new skills. Another effective and reskilling. These programmes allow employees to move into new roles instead of being replaced by technology, which reduces job insecurity (Marchington et al., 2021). HR analytics can also be used to identify skill gaps and training needs, enabling the organisation to plan development strategies more effectively.
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Employer branding is one strategy that HSBC can use to attract talented employees (Beardwell and Thomson, 2017). A strong organisational reputation makes the company more appealing to potential candidates. Flexible working arrangements, such as remote work and flexible hours, are also important. These practices improve work-life balance and increase employee satisfaction (Storey, 2019). In addition, career development programmes and clear progression paths can motivate employees and encourage them to remain within the organisation.
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HSBC can implement diversity training programmes to increase awareness and promote inclusive behaviour among employees (ACAS, 2022). Inclusive recruitment practices are another important approach, ensuring that hiring processes are fair and unbiased. Additionally, employee resource groups (ERGs) can support minority groups and create a sense of belonging within the organisation. Another significant factor influencing DEI is unconscious bias in decision-making processes. Managers may unintentionally favour a certain group during recruitment, promotion, or performance evaluation. This can limit equal opportunities and reduce diversity within leadership positions.
Furthermore, a lack of transparency in organisational processes can create perceptions of unfairness among employees. When employees do not clearly understand how decisions are made, trust in management may decrease. Therefore, organisations like HSBC must ensure transparency, fairness, and accountability. Bias-awareness training can help reduce these challenges and improve overall organisational culture.
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Departmental Managers play a critical role in the successful implementation of human resource (HR) practices within organisations such as HSBC UK (Armstrong, 2022). While RH departments are responsible for designing policies and strategies, it is the managers who apply these practices in daily operations. Therefore, their role is essential in ensuring that HR initiatives are effectively translated into practice (Timming and Macneil, 2023).
Firstly, managers must lead by example. In the context of digital transformation, they need to demonstrate a positive attitude towards change and actively support the use of new technologies. By engaging in training programmes and developing their own digital skills, managers can encourage employees to do the same. If managers show resistance to change, employees are likely to follow this behaviour, which can negatively impact organisational progress.
Secondly, managers are responsible for monitoring employee performance and development. They need to ensure that employees are participating in training programmes, improving their skills, and adapting to new systems. Regular performance reviews, feedback sessions, and clear objectives can help managers track progress and identify areas for improvement. This also ensured that organisational goals are aligned with individual performance.
Thirdly, effective communication is a key responsibility of departmental managers. They must clearly explain the purpose and benefits of HR initiatives, such as learning and development programmes, flexible working arrangements, and diversity policies. Clear communication reduces uncertainty, fear, and resistance among employees (Bratton et al., 2022).
In addition, managers must promote fairness and inclusion in the workplace. They are responsible for treating all employees equally, supporting diversity, and creating an inclusive working environment. This includes addressing any issues related to discrimination, bias, or unequal opportunities. By fostering an inclusive culture, managers can improve employee engagement, motivation, and overall performance. 
However, departmental managers may face several challenges when implementing HR practices. One major issue is the lack of necessary skills, particularly in areas such as change management, leadership, and communication. Some managers may also focus more on short-term performance targets rather than long-term employee development, which can limit the effectiveness of HR strategies.
To address these challenges, organisations like HSBC should invest in management development programs. Training should focus on leadership skills, communication techniques, and change management strategies. This will enable managers to effectively support HR initiatives and lead their teams through organisational changes.
Furthermore, strong collaboration between HR departments and managers is essential. Regular meetings, feedback sessions, and clear guidance can help ensure that HR policies are correctly implemented. HR professionals can also provide support and advice to managers when dealing with complex employee issues.
In conclusion, departmental managers play a vital role in the success of HR strategies. They act as a link between HR policies and employees, ensuring that strategies are effectively applied in practice. Without their active involvement and support, even a well-designed HR initiative may fail to achieve its intended outcomes.
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In conclusion, HSBC UK faces several important human resource (HR) challenges in the modern business environment. These include rapid technological advancement, difficulties in attracting and retaining skilled employees, and the need to improve diversity, equity, and inclusion (DEI) across the organisation. These challenges are influenced by factors such as the increasing skills gap, strong competition for talent in the finance and technology sectors, and the importance of maintaining a positive organisational culture (Marchington et al., 2021)
Modern HR practices can effectively address these issues (CIPD,2023). Continuous learning and development programmes help employees adapt to new technologies, while flexible working arrangements improve job satisfaction and retention. In addition, the success of these practices depends on how effectively they are implemented and supported. Departmental managers play a key role in this process (Timming and Macneil, 2023). Their leadership, communication, and support are essential for the successful implementation of HR strategies. Without strong managerial involvement, even well-designed HR practices may fail to achieve their intended outcomes.
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To improve HR performance, HSBC should invest in digital training programmes to reduce the skills gap and support technological change. Strengthening employee engagement through regular feedback systems can also help reduce turnover and improve satisfaction. The organisation should expand flexible working options to attract and retain talented employees.
In addition, strong diversity and inclusion policies should be implemented and regularly monitored to ensure fairness and equal opportunities. Finally, providing leadership and change management training for managers will help ensure that HR strategies are applied effectively. These actions will support long-term organisational success and maintain HSBC’s competitive position in the UK banking sector.
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