     LEVEL 5 ASSESSMENT SPECICATION

Programme: BA (Hons) Leadership and Management Skills for the Workplace

Module: Developing and Managing Individuals and Teams 

Module code: LCLM5002

Student name: Sabine Pindou-Bouanga 

Student code: 2335155

Module Leader: Doreen Nyaa Amundam 

Assignment Title: Component 2 – Individual Report












                 AVIVA COMPANY



Content Table

Introduction
A- Specific Factors Relation to Key HR Challenges
1- Meeting up with technological advancement
2- Talent Acquisition and retention
3- Diversity, Equity and Inclusion
B- An Evaluation of different contemporary HR practices	to address each aforementioned factor?
C- A critical evaluation of how departmental managers can ensure these contemporary practices are being implemented as a matter of urgency.
Conclusion
          







 Introduction
This report addresses critical human Resources (HR) challenges faced by AVIVA, a prominent UK-based company. AVIVA PCL is one of the United Kingdom’s most established insurance providers, regulated by the financial Conduct Authority (Blake, 2025). With a domestic workforce exceeding 18,000, Aviva is currently executing a significant digital transformation strategy. The specific factors contributing to issues in technological advancement, talent acquisition and retention, and Diversity, Equity, and inclusion (DEI). Furthermore, it evaluates contemporary HR practices that AVIVA can implement to effectively mitigate these challenges, ensuring a competitive and inclusive workforce.
A-          Specific Factors Relation to Key HR Challenges

1- Meeting Technological Advancement:

Relevance: AVIVA, like all financial institutions, is heavily impacted by technological advancements. This includes areas like AL for underwriting and claims processing, big data analytics for customer insights, Insurtech innovation, and digital customer service platforms. The rapid evolution of technology necessitates continuous upskilling and reskilling of AVIVA’s workforce. A significant factor is the existing digital skills gap, where many employees may lack proficiency in new software, AL tools, or data analytics, hindering operational efficiency and innovation.

· Automation and Job Displacement:
The integration of automation and AL in customer service, data processing, and administrative functions can lead to concerns about job security and potential displacement. HR must proactively manage workforce transitions and redeploy talent.

· Data Security and Privacy: As AVIVA increasingly relies on digital platforms for HR operations (e.g. HRIS, recruitment portals), ensuring robust data security and compliance with privacy regulation (like GDPR) becomes paramount. Breaches can lead to significant financial and reputational damage.
 
  2- Talent Acquisition and Retention
· Competitive Labour Market: The UK insurance and financial services sector is highly competitive. AVIVA faces challenges in attracting top-tier talent due to a shortage of specialized skills (e.g. data scientists, cybersecurity experts, digital transformation specialists) alongside traditional roles. AVIVA competes with tech companies and other financial institutions for top talent. Retaining experienced employees, who hold crucial institutional knowledge, is as important as attracting new talent. The report’s focus on employer branding and professional development is key.

· Evolving Employee Expectations:

Modern employees, particularly younger generation, prioritize work-life balance, flexible working arrangements, continuous learning opportunities, and a powerful sense of purpose and company culture. AVIVA must adapt its value proposition to meet these evolving needs.

· Employee Experience and Engagement:
   A subpar employee experience, from onboarding to daily work life, can lead to      disengagement and high turnover. Factors like lack of recognition, limited career progression, or poor management can drive valuable employees to seek opportunities elsewhere. 

3- Diversity, Equity, and Inclusion (DEI):

Unconscious Bias IN processes: Hiring, performance reviews, promotion decisions can be inadvertently influenced by unconscious bias, leading to a less diverse workforce, particularly leadership roles. This can result in a homogeneous talent pool and missed opportunities for innovation.

· Inclusive Culture and Belonging:
            Creating a truly inclusive environment where all employees feel valued,         respected, and have equal opportunities for growth is an ongoing challenge. A lack of      inclusive policies or a non-supportive culture can alienate underrepresented groups.

· Representation and Equity:
AVIVA needs to ensure equitable representation across all levels and departments, addressing potential disparities in pay, opportunities, and career advancement for women, ethnic minorities, individuals with disabilities, and LGBTQ+ employees.


B – Evaluation of Contemporary HR Practices

- Addressing Technological Advancements:
Skills development and Upskilling Platforms: AVIVA should invest in robust Learning Management Systems (LMS) offering personalized learning paths, micro-learning module, and access to external courses focusing on digital literacy, data analytics, AL, and cybersecurity. This proactive approach helps bridge the skills gap and fosters a culture of continuous learning,
- Agile HR and Workforce Planning:
Adopting agile HR methodologies allows the flexible teams structure and adaptive the job roles, enabling AVIVA to respond quickly to the technological shifts. Advanced workforce analytics can predict future skill needs and identify the potential redundancies, facilitating the proactive redeployment and the retraining strategies.

·  Digital HR Tools and Data
Governance: Implementing modern HR information systems (HRIC) can streamline the processes and improve data accessibility. Crucially strong governance frameworks, including clear policies on data usage, security protocols and employee training on data protection, are essential to mitigate privacy risks.

· Addressing Talent Acquisition and Retention:  
Strategic Employer Branding: AVIVA can enhance its employer brand by showcasing its commitment, innovation, employee well-being, (mental health and its purpose-driven mission through targeted marketing campaigns, and employee testimonials. This attracts candidates aligned with assurance.  

· Adapting to demographic Shifts and Employee Expectations:

With a diverse workforce, AVIVA would likely offer flexible work option (remote, hybrid) and focus on employee well- being. They would also need to build an employer brand that appeals to  different generations with the purpose of career growth.

· Thus, Agile HR and Data Driven Decision Making will probably make AVIVA to use more data and analytics to understand their employees better and make informed decisions. This helps AVIVA to stay competitive and also attract talent and retain talent.

C- Ensuring Contemporary HR Practices as a Matter of Urgency: The Managerial Role

To translate HR initiative into a Tangible workplace realities, Departmental Managers are critical to conduct the strategies; As this needs a combination of clear direction, support and accountability.
· Critical Evaluation
Here, managers must not only introduce new technologies but have to champion the Why behind this latter, As falling behind technologically means losing market share and agility.
For Diversity, Equality and Inclusion (DEI), HR is not solely responsible for critical evaluation. It is embedded in daily interactions, team dynamics, and decision-making processes managed by departmental leaders.
· Managerial Actions for Urgency
Managers needs to actively encourage and schedule time for their teams to participate in upskilling programs. Thus, they need to prioritizing training when necessary; framing it as vital investment.
· Feed Back Loop
For the effectiveness of training and the usability ofnew tools, establishing quick feedback channels to HR is very important; This allows to rapid adjustments.
· Active Participation in Recruitment 
For not losing top talent to competitors, managers must provide timely feedback on candidates in the hiring process, and conduct engaging interviews.
· Equitable Opportunities allocation
Managers ensure that fairly distribution of training, opportunities and visibilities are done within the team. This will motivate employees as they will recognize their value.
Managers must address non-inclusive behaviour swiftly and decisively as this can be detrimental to the team.





Conclusion and Propositions

For, the above, we can say that managers role is not merely administrative but strategic, they are the architects of the daily employee experience, As they integrate these practices into the core responsibilities. Contemporary HR practices are evolving to become more agile, data-driven and employee-centric in response to significant global forces. Managers are now oblige to use a proactive adaptation strategy; a Holistic Approach to address all factors comprehensively, from fostering diversity and inclusion to facilitating technological integration and upskilling. They should prioritize employee well-being, work-life balance and career development to attract and retain talent. Also have to use HR analytical and agile methodologies for more informed decision making.
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