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[bookmark: _Toc227097411]1. Introduction
This report examines contemporary Human Resource (HR) challenges and practices within FGH Security Ltd, a UK-based private security organisation founded in 2003 and headquartered in Lancaster. Having grown from a single Door Supervisor operation to a multi-site provider across Lancaster, Manchester, Liverpool, London and Dublin, FGH Security employs a broad and diverse workforce operating across events, festivals, retail, and corporate sectors. As an SIA Approved Contractor consistently ranked in the top 5% nationally, the organisation is committed to professional excellence, continuous development, and its founding mission of 'Keeping People Safe' (FGH Security, 2026).
Despite this strong operational foundation, the organisation — like many within the UK private security sector — faces a range of contemporary HR pressures. The rapid pace of technological advancement, intensifying competition for skilled talent, and an increasing societal and regulatory emphasis on Diversity, Equity and Inclusion (DEI) present significant strategic challenges for the HR function. This report identifies and analyses three specific HR factors facing FGH Security, evaluates contemporary HR practices to address them, and critically assesses the responsibilities of departmental managers in ensuring effective implementation. The report draws upon current academic literature and professional frameworks to underpin its analysis and recommendations.

[bookmark: _Toc227097412]2. Key HR Factors Facing FGH Security Ltd
The following section identifies and explains three principal HR challenges relevant to FGH Security Ltd's current operating context.
[bookmark: _Toc227097413]2.1 Meeting Technological Advancement
Technological change is one of the most significant disruptive forces reshaping modern HR practice. Within the private security sector, digital transformation encompasses workforce scheduling platforms, body-worn camera systems, access control technologies, and AI-assisted CCTV analytics (Chartered Institute of Personnel and Development [CIPD], 2023a). For FGH Security, the adoption of workforce management software such as Fortress — as evidenced in the Training Needs Analysis (TNA) for the Security Operations Coordinator role — reflects the organisation's need to digitise its operational functions.
Ulrich and Dulebohn (2015) argue that HR must move beyond transactional administration to become a strategic enabler of digital capability within organisations. For FGH Security, this means ensuring that not only operational leaders but also front-line security officers develop digital literacy. The failure to address this gap risks operational inefficiency, compliance failure, and a widening competency deficit. Technological fluency has become a core employment competency, and organisations that do not systematically invest in digital upskilling risk both performance shortfalls and talent attrition among tech-savvy younger workers (Sparrow, Brewster and Chung, 2016).
[bookmark: _Toc227097414]2.2 Talent Acquisition and Retention
The UK security industry is characterised by high turnover rates, irregular shift patterns, and a persistent struggle to attract qualified candidates holding SIA licences and sector-specific qualifications (Security Industry Authority [SIA], 2023). For FGH Security, the current recruitment of two Security Operations Coordinators — requiring a minimum of three years' event security experience alongside an SIA Door Supervisor licence — typifies the difficulty in sourcing candidates with both operational credentials and managerial capability.
Armstrong and Taylor (2020) define talent management as a systematic process for attracting, developing, and retaining individuals who add value to the organisation. In a candidate-short market, HR professionals must develop compelling employee value propositions (EVPs) that differentiate employers beyond salary (Bratton and Gold, 2017). FGH Security's recognition as a three-time Sunday Times Best Employer, its commitment to the Real Living Wage, and its structured career progression pathways — from Coordinator to Operations Manager — represent meaningful retention levers. However, systemic challenges such as unsociable hours, physical risk, and sector perception continue to limit the talent pipeline (CIPD, 2023b).   
[bookmark: _Toc227097415]2.3 Diversity, Equity and Inclusion (DEI)
Diversity, Equity and Inclusion (DEI) has emerged as a central strategic priority for UK employers, driven by both legislative requirements under the Equality Act 2010 and a growing evidence base demonstrating that diverse teams deliver superior organisational performance (McKinsey and Company, 2023). Historically, the private security sector has been characterised by a predominantly male, white workforce, and a relatively narrow socioeconomic recruitment pool (Rowe, 2020).
FGH Security's current accreditations — Disability Confident Employer and MIND Employer — signal a public commitment to inclusive practices. Nevertheless, translating accreditation into lived workplace culture requires deliberate HR intervention. Shore et al. (2018) distinguish between diversity (representation), equity (fairness of process), and inclusion (sense of belonging), arguing that organisations that address only the first risk tokenism without genuine organisational change. For FGH Security, DEI considerations are particularly relevant in events and festivals contexts, where security teams must engage empathetically with diverse audiences, including vulnerable individuals.

[bookmark: _Toc227097416]3. Contemporary HR Practices to Address Each Factor
[bookmark: _Toc227097417]3.1 Technology: Digital Learning and Upskilling Programmes
To address the technological competency gap, FGH Security should adopt a blended learning strategy, combining e-learning platforms with on-the-job application. Specifically, the rollout of the Fortress workforce management system should be accompanied by a structured, self-paced e-learning module grounded in Bloom's (1956) Taxonomy — progressing learners from basic system navigation (knowledge and comprehension) through to advanced scheduling analysis (application and evaluation). This cognitivist approach enables employees to build mental models of the system at their own pace, improving retention and independent application (Piaget, 1970).
Additionally, FGH Security should consider the adoption of a digital skills framework aligned with the European e-Competence Framework (e-CF), providing a transparent benchmarking tool for identifying and addressing individual competency gaps across the workforce. The CIPD (2023a) recommends that HR professionals embed technology learning into wider performance management cycles rather than treating it as a one-off training event, thereby normalising continuous digital development as part of the organisational culture.
[bookmark: _Toc227097418]3.2 Talent: Strategic Employer Branding and Structured Career Pathways
Contemporary talent acquisition practice increasingly recognises the importance of employer branding as a recruitment tool (Backhaus and Tikoo, 2004). FGH Security should leverage its existing Sunday Times Best Employer status, Real Living Wage commitment, and SIA top 5% ACS score across its digital recruitment channels — particularly LinkedIn and sector-specific platforms — to differentiate its employer proposition. Bratton and Gold (2017) note that candidates increasingly evaluate prospective employers on culture, values, and development opportunity, not merely compensation.
For retention, FGH Security should formalise its career progression framework, creating visible pathways from Security Officer through to Operations Manager, supported by competency-based appraisals and Individual Development Plans (IDPs). The CIPD (2023b) identifies structured internal mobility as one of the strongest predictors of employee retention, particularly among high-performing staff. Paired with coaching and mentoring provision — as recommended in the TNA for the Coordinator role — this approach aligns with Maslow's (1954) esteem and self-actualisation needs, addressing intrinsic motivational drivers that transactional HR approaches fail to capture.
[bookmark: _Toc227097419]3.3 DEI: Inclusive Recruitment and Cultural Competence Training
To address DEI challenges, FGH Security should implement a structured inclusive recruitment framework. This should include the use of anonymised application processes to reduce unconscious bias at the shortlisting stage, diverse interview panel composition, and structured competency-based interview questions that reduce reliance on subjective assessor judgement (CIPD, 2023c). McKinsey and Company (2023) demonstrate that organisations applying structured interview processes improve the diversity of hires without compromising quality standards.
Beyond recruitment, FGH Security should invest in mandatory DEI awareness training for all managers and supervisors, specifically incorporating cultural competence, bystander intervention, and allyship frameworks. For a workforce deployed at public-facing events and festivals, cultural competence is not merely an ethical imperative but an operational necessity — officers who understand and respect audience diversity are better placed to de-escalate conflict and engage constructively with vulnerable individuals. Shore et al. (2018) argue that sustained inclusion requires structural change, including inclusive leadership behaviours modelled from the top of the organisation.

[bookmark: _Toc227097420]4. The Role of Departmental Managers in Implementing Contemporary Practices
While HR professionals design and champion contemporary practices, the critical locus of implementation lies with departmental and frontline managers. As Ulrich (1997) argues, managers are the primary mediators between HR policy and employee experience — their behaviours, priorities, and capability determine whether strategic HR intentions translate into tangible outcomes. This section critically evaluates how FGH Security's departmental managers can ensure the practices outlined above are implemented effectively and urgently.
Firstly, in relation to technological adoption, managers must act as active enablers rather than passive bystanders to digital change. Research by Sparrow et al. (2016) identifies managerial resistance and indifference as the primary barriers to successful technology implementation in service organisations. At FGH Security, Operations Coordinators and their line managers must champion the use of Fortress scheduling software in daily workflow, model digital fluency, and create psychologically safe environments where staff feel comfortable disclosing skill gaps without fear of professional embarrassment. Managers who themselves bypass digital tools undermine the credibility of HR's upskilling agenda.
Secondly, in the context of talent management, departmental managers at FGH Security bear direct responsibility for the quality of employee experience. Armstrong and Taylor (2020) demonstrate that line manager behaviour is the single strongest predictor of employee engagement and intent to stay. Managers who conduct meaningful one-to-one coaching sessions, facilitate access to qualification pathways such as the L3 Certificate in Spectator Safety, and provide honest, developmental appraisal feedback directly strengthen retention. The CIPD (2023b) warns that in organisations where managers lack coaching capability or time, even well-designed HR frameworks fail to achieve intended retention outcomes. Therefore, FGH Security's HR function must invest in management development — specifically in coaching, feedback, and motivational leadership skills — to ensure talent practices are activated at team level.
Thirdly, on DEI, the evidence is particularly stark. Shore et al. (2018) demonstrate that inclusion is experienced at the team level, not the organisational level — meaning that an inclusive culture cannot be declared from above, but must be lived through daily manager-employee interactions. If a departmental manager at FGH Security tolerates exclusionary language, fails to act on discriminatory behaviours, or makes resourcing decisions based on implicit bias, no amount of policy documentation or accreditation will counteract the damage to organisational culture and legal compliance.
Critically, the urgency of implementation cannot be understated. The convergence of post-pandemic labour market pressures, legislative scrutiny of DEI under the Equality Act 2010, and the accelerating pace of digital transformation means that delay carries significant strategic and reputational risk. Managers must therefore be empowered through targeted management development programmes, supported by HR business partners, and held accountable through performance metrics that include DEI objectives, technology adoption rates, and team engagement scores (CIPD, 2023a). Without managerial accountability embedded in formal performance management, contemporary HR practices risk remaining aspirational rather than operational.

[bookmark: _Toc227097421]5. Conclusion and Recommendations
This report has identified and analysed three key contemporary HR challenges facing FGH Security Ltd: technological advancement, talent acquisition and retention, and Diversity, Equity and Inclusion. In each case, both the challenge and its organisational context have been examined through reference to current academic literature and professional HR frameworks.
Contemporary HR practices — including blended digital learning, strategic employer branding, structured career pathways, inclusive recruitment, and cultural competence training — offer FGH Security viable mechanisms for addressing these challenges. However, the critical finding of this report is that the effectiveness of each practice is contingent upon the capability and commitment of departmental managers as the primary implementers of HR strategy.
The following recommendations are made to FGH Security's HR function:
1. Invest in a structured management development programme focused on coaching, digital fluency, and inclusive leadership to build frontline implementation capability.
1. Formalise the career progression framework with competency-based IDPs and transparent promotion criteria to strengthen retention among high-performing staff.
1. Implement anonymised shortlisting and diverse interview panels as standard practice to improve DEI outcomes in recruitment without compromising quality.
1. Embed technology adoption and DEI objectives within manager performance appraisals to ensure strategic HR priorities are systematically activated at team level.
1. Conduct an annual Training Needs Analysis (TNA) across all operational roles to maintain alignment between workforce capability and evolving technological and operational requirements.
In conclusion, FGH Security Ltd is well-positioned — through its accreditations, values, and employer reputation — to lead the private security sector in people management excellence. Realising this potential, however, requires deliberate, evidence-based HR investment and consistent managerial accountability at every level of the organisation.
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