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Introduction
Human Resource Management (HRM) is the practise of handling the human resources in an optimal way, or what can be referred to as the strategic approach to managing people in order to attain organisational goals while improving the performance and well-being of the employees (Mendy, Jain, and Thomas, 2025). Royal Mail Plc is the national postal service provider in the UK whose work is to deliver letters and parcels to different parts of the country. This report will look at the most important aspects influencing the HR management in Royal Mail as an HR practitioner relating to technological development, talent acquisition and retention, and Diversity, Equity and Inclusion (DEI). The report will also examine the current HR practises employed to deal with these challenges, and critically examine how the departmental managers can be involved to ensure that the practises are effectively and timely adopted.
[image: Home │ Royal Mail Group Ltd]
[bookmark: _Toc221349605]Figure 1: Royal Mail Plc
(Source: royalmail, 2025)

[bookmark: _Toc221024368]Factors Affecting HR Management at Royal Mail PLC
Royal Mail PLC is in a complicated and quickly evolving business environment that poses serious challenges to Human Resource Management (HRM). As an HR practitioner, it is necessary to know the significant variables affecting the workforce planning, development and performance. The biggest influences in HR management of Royal Mail incorporate the ability to meet technological progress, acquisition and retention of talent and Diversity, Equity and Inclusion (DEI). All these directly affect the ability of employees, engagement and organisational sustainability. 
[bookmark: _Toc221024369]Meeting up with Technological Advancement
Royal Mail PLC is influenced by technology to a considerable extent in HR management. To enhance efficiency and service delivery to customers, the organisation has been seeking greater input in automation, digital tracking parcel systems, route optimisation software and data analytics. Although the technologies make operational performance better, they also require employees to learn new methods of operation (Xue, Li, and Ivanov, 2025). The digital skills gap of members of certain segments of the workforce, especially among those employees with long tenure, who were trained in the traditional operating models of the postal services, is a major HR problem. Workforce planning, reskilling and changing management, from an HR-related perspective, are predominant to the competence and motivation of the employees. HR should also determine future needs in terms of skills and determine training programmes that will assist the employees in the process of technological transformation. 
[bookmark: _Toc221024370]Talent Acquisition and Retention
Talent acquisition and retention are current and crucial problems of Royal Mail PLC. The organisation is working in an extremely competitive market and competing with self-employed courier providers and logistics services that frequently come with a higher rate of payment, flexibility in their work, and contemporary work cultures (Bacharis and Kwan, 2025). Retention depends on various issues, among them being job satisfaction, reward structures, career development opportunities, and quality of management (Smith, 2026). As an HR management approach, strong employer branding, recruitment process and onboarding must be undertaken properly. The retention strategies should work on staff involvement, health and appreciation. Royal Mail will lose inexperienced staff without a keen emphasis on retention, which will lead to an increase in absenteeism and a decline in quality of services.
[image: What is talent acquisition? What is recruitment? | Cielo]
[bookmark: _Toc221349606]Figure 2: Talent Acquisition
(Source: cielotalent, 2026)

[bookmark: _Toc221024371]Diversity, Equity and Inclusion (DEI)
Diversity, Equity and Inclusion (DEI) is a decisive issue in the HR management of Royal Mail PLC, considering the large and diverse workforce (Reisch and Jani, 2025). Royal Mail represents communities, and therefore the employees are diverse regarding ethnicity, cultural background, age and socio-economic status. There is still a problem of not providing equal representation at all levels of senior management and establishing an inclusive organisational culture. Recruitment, promotion, training and reward processes should be conducted in a fair manner to eliminate bias and inequality by the HR (Phulu, 2025). This should be monitored on a continuous basis, including policies and dedication of leadership. Also, equality law and legislation in the UK impose a legal obligation on Royal Mail to foster equality and avoid discrimination. Thus, the introduction of DEI to HR is crucial due to moral, legislative, and commercial purposes. All of these contribute to the fact that the HR management in Royal Mail PLC is highly influenced by these aspects, and a strategic and proactive, inclusive HR process is needed to ensure organisational performance and sustainability.
[bookmark: _Toc221024372]Evaluation of Contemporary HR Practices
The modern Human Resource (HR) practises are essential in allowing organisations like Royal Mail PLC to skillfully react to the labour issues that come with the change in technology, talent scarcity and growing expectations on Diversity, Equity and Inclusion (DEI). As an HR practitioner, adoption of modern HR practises is not just important but also critical in discovering the effectiveness of the same within the organisational context.
[bookmark: _Toc221024373]HR Practices Addressing Technological Advancement
Continuous learning and development are one of the most important current HR practises concerning technological improvement (Dwumah, Sappor, and Sarpong, 2025). Royal Mail has sought to become more automated with digital tracking and analytics about data being more important to improve its efficiency. To facilitate this change, e-learning sites and/or on-the-job training, where HR is the main facilitator of the digital upskilling of staff, are necessary. Such practises allow the employees to be equipped with relevant technical skills and also have continuous operations. Organisations that invest in continuing learning are in a better position to get accustomed to technological change. Consequently, the learning methods given involving both physical support and online resources are the trends that should be applied to the training of the diverse workforce of Royal Mail. 
[bookmark: _Toc221024374]HR Practices for Talent Acquisition and Retention
Reacting to the competitive labour market conditions, the modern talent acquisition practices emphasis employer branding, data-driven HR and enhanced candidate experience. This is because Royal Mail can increase its employer brand by focusing on job security, career stability and its position as a national service. Recruitment effectiveness and fairness can be enhanced with the help of digital recruitment tools, as well as competency-based selection methods. Retention-wise, the current HR practises focus on employee interaction, health and career progression. The performance management systems have changed since they were based on traditional appraisal-based models, but they have changed to be based on continuous feedback and development. Coaching, mentoring, and available career progressions enhance organisational commitment and motivation of the employees. Flexible working life and well-being programmes are also beneficial towards retention, especially in jobs that involve a high level of physical activity (Kashive and Roy, 2025). For instance, good HR practices help in increasing the employee engagement rate as seen in the DHL Group where the employee engagement rate stands at 82% above its intended level, which suggests that it has engaged in working HR practices that reinforce employee motivation (DHL Group, 2024). The direct relationship between this high engagement and enhanced talent retention in the logistics sector is supported.
[bookmark: _Toc221024375]HR Practices Supporting Diversity, Equity and Inclusion (DEI)
The modern DEI practises are supposed to shift into compliance and develop an inclusive workplace indeed. Various methods of recruitment, including non-identified screening of CVs and different interviewers, can reduce unconscious bias and assist towards fair decision-making in the selection process (Soleimani et al., 2025). These are the practises that are especially applicable to Royal Mail owing to a significant and diverse workforce. The presence of leadership development programmes oriented towards inclusive leadership behaviours can further promote DEI goals by promoting the values of managerial diversity and raising awareness among managers towards unfair practises. Staff networks and employee resource groups also offer employees from underrepresented groups an opportunity to share with and shape organisational policies. Diversity and equity Workforce data will tell how well the DEI initiatives were implemented and ensure the HR is accountable by monitoring the data in terms of gender, ethnicity and progression. These benefits notwithstanding, practitioner-based DEI does not have enough embedded within it to ensure organisational cultural provisions. It is also dangerous that initiatives without a strong dedication among the leadership will be viewed as initiatives rather than effective ones. As such, performance management and leadership accountability practises should have DEI practises to provide sustainable results. 
[bookmark: _Toc221024376]Role of Departmental Managers in Implementing HR Practices
Departmental managers are critical in making sure modern HR practises are adopted effectively and urgently at Royal Mail PLC (Roy et al., 2025). Although HR departments will be involved in formulating policies and structures, it is the line and departmental managers who will put these strategies into the daily practises at the workplace. The behaviour they display as leaders, their style of communication and decision making, has a direct impact on the performance of employees, their commitment and embrace of change. To start with, the effective execution of HR practices about technological advancement is highly dependent on the departmental managers. With Royal Mail still implementing automation technology, digital tracking technology and data-driven performance technology, the managers need to proactively encourage the employees in this process. This involves supporting the contribution to the training programmes, providing time to learn and discussing the issue of job security with the employees. Employees will be more willing to embrace change when the managers show commitment towards new technologies through leading by example. Second, managers are important in the acquisition and retention of talent. They have been known to be engaged in hiring activities, orientation and performance controls. Good managers make sure that new hires are properly inducted, given realistic job expectations, and continuous feedback, which facilitates early interaction and lowers the turnover rate. Managerial behaviours like recognition, career development, fostered impartially and fairly, and support are other factors that significantly contribute to retention (Smith, 2026). The departmental managers in Royal Mail should embrace a coaching-based leadership style which places more emphasis on development instead of just accomplishing tasks. 
Departmental managers are charged with the responsibility of integrating the inclusive practises into the day-to-day operations with respect to Diversity, Equity, and Inclusion (DEI). This involves equal distribution of work in good time and equal opportunities to training and promotion (Griep et al., 2025). Managers should be conscious of being unconsciously biased and make efforts to confront the discriminatory outcomes. Their behaviours largely determine the organisational culture, given the fact that employees tend to assess the commitment to DEI of organisations in terms of managerial behaviour and not only policies. Nevertheless, it is hard to adopt HR practises as an urgent issue. To deal with this, the HR role would have to offer specific leadership development programmes, clear advice, and continuous assistance. It can also make managerial performance goals accountable towards HR outcomes, including employee engagement and retention. Finally, the implementation of the modern HR practises in Royal Mail PLC is an urgent and effective initiative that requires departmental managers. Their leadership dedication, aptitude and responsibility are what define whether the HR strategies bring relevant and long-term changes. 


[bookmark: _Toc221024377]Conclusion and Recommendations
[bookmark: _Toc221024378]Conclusion
In conclusion, this report has discussed the essential Human Resource Management issues at Royal Mail PLC in a fast-moving business world. The analyses have been done based on measures associated with technological development, acquisition and retention of talents, and Diversity, Equity and Inclusion (DEI) that determined the workforce performance and the performance of the organisations. The report evaluated the current HR practises that can be employed to deal with these issues and critically evaluated the role of the departmental managers in ensuring that they are put in place immediately. The analysis has revealed that comprehensive HR planning, inclusion practises as well as strong managerial leadership were essential in the facilitation of employee growth, employee engagement and sustainable organisational performance at Royal Mail PLC.
[bookmark: _Toc221024379]Recommendations
It is suggested that Royal Mail PLC reinforce its workforce strategy, making it a priority to constantly develop digital skills as the form of an organised role-specific training programme. The retention of talents would be enhanced through providing clear career advancement orientation, remuneration package, and work flexibility, which uphold the individual welfare of the employees. The factors of Diversity, Equity and Inclusion are to be incorporated comprehensively in the recruitment process, performance management and promotion procedures as well in order to be fair and accountable (Muralidhar et al., 2025). 
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