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Introduction

Human Resource Management (HRM) continues to evolve into a strategic function that can add value to an organisation’s overall performance and prospects for long-term survival. This means that HR departments should anticipate challenges facing organisations rather than reacting to events as they unfold. Equans UK is an organisation that provides engineering, digital infrastructure and energy services to customers seeking energy efficiency, sustainability and smart building solutions.
Such organisations are under extreme pressure to continuously innovate which may result in HR facing numerous contemporary challenges. Rapid technological change may alter working practices and require employees to constantly upgrade skills (Armstrong, 2020). Increasingly skilled workers are in high demand which means attracting and retaining talent will become even more difficult than it already is (Beardwell and Thompson, 2020). In addition, organisations are being forced to pay closer attention to Diversity, Equity and Inclusion (DEI) initiatives to ensure equality in the workplace and beyond (CIPD, 2023).
Hence, this report aims to analyse some of the main HR challenges currently affecting Equans UK including the issues highlighted above.

Factors Affecting HR at Equans UK
2


As previously stated there are various factors currently affecting HR at Equans UK. For the purpose of this report these will be discussed under three separate categories; technological advancement, talent acquisition and retention and DEI.
Technology Advancement
The rapid advancement of technology is having various impacts on the way organisations such as Equans UK operate. Working practices are constantly changing due to technological developments such as automation, artificial intelligence (AI) and data analytics (Armstrong, 2020). As a result employees need to constantly learn new skills in order to keep up with technology, particularly in terms of technical and digital skills.
To ensure employees can meet the demands of their role HR departments will have to implement effective learning and development strategies (CIPD, 2023). If they do not, the skill gaps within the workforce may become too large to manage which will affect productivity and the company’s ability to provide innovative solutions.
Working patterns are also changing as more technological tools are used to facilitate remote working. Remote communication is now commonplace which makes the working day more flexible but may have implications for employee engagement and performance going forwards (Marchington et al., 2021).
Lastly, with new technology constantly being introduced there is a high likelihood that employees may resist adapting to it. This may be due to fear of losing their job to machines or feeling as though they do not have the capabilities to use it.

Attracting and retaining talent

One of the biggest challenges HR professionals will face at Equans UK is attracting and retaining talent. As the company provides specialised services there will be a limited number of employees with the skills and experience to perform each specific role. Such skills shortages will no doubt increase competition among employers for talent and therefore increase the cost of recruitment (Beardwell and Thompson, 2020).
It is now also harder than ever before to retain employees because talent wants more than just a good salary. Nowadays employees want to feel as though they are learning and progressing within their role. They value training opportunities, flexible working conditions and an organisational purpose (Ulrich, 2017). If employers fail to meet these expectations then employees are likely to leave, causing high staff turnover.
Employee retention will prove to be a challenge for Equans UK. If employees don’t feel that their job is rewarding or if a competitor offers better benefits or development opportunities, then they will simply leave. Skilled employees have more opportunities than ever before so HR will have to work harder than ever before to keep them.
Organisations can increase retention rates by developing a unique EVP that employees can resonate with. The employee value proposition (EVP) is the needs and wants employees value in an organisation (Boxall and Purcell, 2016).

Diversity, Equity and Inclusion (DEI)

The final factor affecting HR at Equans UK is DEI. An increasing number of organisations are beginning to realise that a diverse workforce can drive better decision making, improve staff relations and boost innovation (Kramar, 2014). Equans already shows great commitment to DEI by offering equality opportunities to everyone.
Despite this there are still challenges that Equans need to overcome. For example, gender pay gaps and ethnicity pay gaps are still evident in today’s society. This can cause problems for organisations if employees feel as though equality is not actually treated equally within the workplace.
Promoting a culture of inclusion is difficult as employees may already feel as though they do not fit in. When promoting DEI, organisations must ensure that they include everyone and avoid any unconscious bias.
Monitoring DEI metrics is important in holding your organisation accountable. Equans UK should be monitoring metrics such as gender, ethnicity and disability when hiring new employees or conducting employee reviews.
Conclusion
In conclusion, there are several factors that will affect how HR operate at Equans UK. Technological advancement will change the skills employees require to do their job. The demand for skilled employees is higher than ever which means talent acquisition and retention will be difficult. The third and final factor affecting HR at Equans UK is DEI. Organisation should monitor DEI metrics in order to achieve true equality.

Evaluation of Contemporary HR Practices
In response to these three factors there are a number of contemporary HR practices implemented by organisations such as Equans UK. These practices have been designed to enhance organisational performance by developing the capability of the workforce and improving employee engagement.

Technology Advancement
To keep up with technological advancements many organisations are focusing on the continuous development of their employees. By ensuring that employees have access to training and development programmes the organisation is creating a learning organisation. A learning organisation encourages continuous learning in the workplace and has been argued to improve organisational performance (Armstrong, 2020).
HR can also take advantage of e-learning systems and predictive HR analytics to identify skill gaps within the workforce and provide employees with tailored training.
Such interventions can be delivered through digital learning platforms which enable employees to learn at their own pace. E-learning has also been proven to improve employee engagement which will have a positive impact on productivity (CIPD, 2023).
One pitfall of continuous employee development is that not all employees will adapt to new ways of working. Some may struggle to keep up with technology and this could cause issues for both employees and managers. In order to prevent resistance to change embedding learning and development into the organisational culture could help.

As previously mentioned organisations like Equans can improve their employer branding to attract better talent. Forming a reputation around things such as sustainability and employee development can make your organisation stand out to potential applicants.
Graduate programmes, apprenticeships and ‘early career’ programmes are also great initiatives to attract and develop future talent. This is particularly effective in industries that struggle to recruit skilled employees.
In terms of retention, organisations are implementing flexible working practices in order to keep their employees. The introduction of hybrid working has allowed employees to structure their own working day making them more inclined to want to work for that particular organisation (CIPD, 2023).
Performance management can also be used to engage employees. If employees know that they will be recognised when they perform well it will increase job satisfaction and motivation. Organisations should also ensure that employees have clear career progression if they want them to stay long-term.
There is sometimes little management input when it comes to the deployment of these practices. For example, if performance management is not closely monitored by someone senior in the organisation then employees may not receive recognition when desired.

Equans UK could implement a number of contemporary HR practices that promote DEI. Firstly, they could implement what is known has inclusive recruitment. This technique ensures that bias is removed from the recruitment process and a diverse range of candidates are given the opportunity to work at Equans. Methods such as ‘blind’ CVs where personal details are removed and diverse interview panels can help promote inclusive recruitment (Kramar, 2014).
Awareness training such as unconscious bias training and inclusive leadership training can also help improve an organisation’s DEI metrics.
Setting up employee resource groups and mentoring programs also helps improve DEI. This creates a support network for minority groups and encourages progression within the organisation.
Publishing pay gaps and monitoring diversity metrics also hold your organisation accountable. Equans UK should be monitoring diversity metrics in order to highlight areas for improvement.
A limitation of this practice could be that, without senior leadership commitment, contemporary HR practices may not be implemented with urgency.

Whilst HR departments may be responsible for developing and implementing strategies and policies, it’s departmental managers who will ultimately determine how these are put into practice on a day-to-day basis. Therefore, the attitude, capability and behaviour of managers will have an enormous impact on whether or not contemporary HR practices are successful. Below are some factors that will either aid or limit departmental managers at Equans UK from implementing contemporary HR practices with a sense of urgency.
Managers can demonstrate visible leadership and commitment by acting on various initiatives themselves. The behaviour of an employee’s line manager has been found to be the most influential factor for employee engagement (Ulrich, 2017). If managers put an emphasis on continually developing their staff and show them they are worth investing in, employees will be more likely to accept new ways of working. With that being said, managers who are set in their ways may lack the commitment to implement practices such as these.
Communication is key in ensuring employees understand why changes are taking place. If managers can effectively communicate the reasons for change and what it means for employees, then there will be less ambiguity which can cause employee resistance (Marchington et al., 2021). For example, if Equans is moving towards a digital workforce then managers can play a crucial role in making employees who lack digital skills feel more comfortable. However, once again communication must be supported by action.
Accountability is also key when implementing HR practices with urgency. Managers should be monitoring and reviewing employee performance to ensure that the desired actions are taking place. For example, if Equans wants to embed learning and development into the organisational culture, managers should track their employees progress and offer training where necessary. Aligning these practices with the performance management process will force employees to take these practices seriously.
Monitoring performance is difficult when you have a large amount of employees who all have different goals and responsibilities. With managers already having a lot on their plates, monitoring performance may not always be their top priority.
Departmental managers can affect the implementation of contemporary HR practices by the way they lead. HR practices can only be implemented successfully if managers have the skills and knowledge to do so. Without people management skills and knowledge of DEI for example, managers will struggle to embed new practices within the workforce. Equans UK can provide managers with training to improve their skills and competencies.
The issue with this is that training does not always guarantee a change in behaviour. If the culture of your organisation does not allow for continuous learning and development then managers may still be resistant to implementing contemporary HR practices.



Conclusion and Recommendations

To conclude, there are numerous factors affecting HR professionals at Equans UK. Rapid technological change is forcing employees to constantly learn new skills to keep up. At the same time, skilled employees are difficult to find and retain. Organisations like Equans should also be taking more steps to improve DEI metrics within their workplace. Contemporary HR practices such as continuous learning can help alleviate these issues by keeping employees up to date on new technologies, improving employee engagement and monitoring diversity metrics.
One limitation that affects whether these practices are implemented with any urgency is departmental managers. Without proper leadership, communication, accountability and capability contemporary HR practices won’t be properly implemented. Below are recommendations on what could be done to improve the implementation of contemporary HR practices at Equans UK.
• Implement better digital training programmes to allow employees to continuously learn.
• Improve employer branding and create clear career pathways to improve talent attraction and retention.
• Set DEI targets that can be tracked on a regular basis to ensure accountability.
• Provide managers with leadership training to ensure they have the skills to properly implement HR practices.
• Align HR initiatives with business goals so managers understand their importance.
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