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[bookmark: _Toc227073884]1.0 Introduction 
[bookmark: _Toc227073885]1.1 Topic Overview 
Human resources (HR) is always considered one of the most valuable organisational resources. The capability of HR helps optimise organisational commitment, productivity and potential to ensure positive impact on organisational performance (Agustian et al., 2023; Armstrong, 2020; Lawler and Albers, 2003). However, in the recent 21st-century era, HR departments of organisations are dealing with multiple challenges due to external and internal business environmental factors. 
[bookmark: _Toc227073886]1.2 Structure of the Report 
Considering the above context, the present report aims to critically examine major HR issues linked to a few factors. The structure of this report is going to explore the role of departmental managers and contemporary HR practices to resolve underlying risks. HSBC is considered the chosen organisation to discover HR issues with real-world evidence. 
[bookmark: _Toc227073887]2.0 Identify HR Issues at HSBC 
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Figure 1: HSBC in the UK 
(Source: Almeida, 2025)
[bookmark: _Toc227073888]2.1 Meeting up with Technological Advancement
Overall, the workforce of HSBC is controlled by modern technology, and AI adoption to bring digital transformation. This resulted in 10% workforce reduction, with an expected 20000 job cuts from back-office roles and non-client-facing middle roles of 210000 employees based in the workplace (MLQ, 2026). As per the CEO, Pam Kaur's statement, the key ambition is to implement AI just because of productivity growth and cost reduction in areas such as transaction monitoring and consumer services (MLQ, 2026). The theoretical model of CIPD Smart/Agile Working Framework helps to explain that advancement in technologies restructures infrastructure through AI-structured tasks and automation. This projection transforms routine roles to higher-skilled tech-capable operations, which may result in role ambiguity, intensifying standard working methods with skill gaps. Application of the HR planning process helps to visualise an imbalance structured between supply and demand through the decline in demand for back-office tasks and an increase in demand for more analytic and tech-powered skills. 
[image: ]
Figure 2: Future working dimension at HSBC 
(Source: Pomeroy, 2023)
As a supporting statement, another news report also mentioned planning job cuts into their broader transformational strategy with a shift to artificial intelligence to bring automation to repetitive workflow (Pomeroy, 2023). This is resulting in blurred HR strategies, which increase turnover, staff disengagement, and hinder human-centric productivity at HSBC. However, this approach may expand the resistance level because of perceived insecurity in jobs.
	Stages
	Operational case 
	HR issues 

	Investigation
	AI implementation resulting in 20000 job cuts 
	Staff feel stressed with uncertainty, with resistance 

	Forecasting
	Digital workplace design with poorly skilled workers 
	Less engagement and a talent gap 

	Planning
	AI-powered operational infrastructure 
	Job instability


Table 1: Key Stages of HR Planning Process 
[bookmark: _Toc227073889]2.2 Talent Acquisition and Retention
The rapid evolution of the workplace, the global labour market and demographics, together with common changing talent requirements, result in a talent shortfall as a key uncertainty (Holbeche, 2022). According to the annual report and accounts 2024, the business functions of HSBC are strongly exposed to a certain level of risks linked to talent availability and employee retention, along with changing skill requirements (HSBC, 2024). These issues may be a valid driver to create challenges in talent acquisition as employees feel unfair career growth. In contrast, a flexible state of policies may increase retention despite disturbances in technology.
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Figure 3: Expected net job creation and loss amount as the current role share between 2023 and 2027 
(Source: Pomeroy, 2023)
According to newspaper evidence, HSBC managers instructed their workers in the UK division to cut bonuses and pay less if they spent less than 60% working time in the office (Almeida, 2025). The theoretical principle of the job demand resource model illustrates work-based experience and job attributes into higher categories. Workload, complexity and responsibilities influence job demand while supervisory support, autonomy, development scope and feedback regulate job resources. In line with theoretical evaluation, AI adoption reduces manual working hence declining job demand, which is shifted to tech-powered resources. 
[bookmark: _Toc227073890]2.3 Diversity, Equity and Inclusion (DEI)
During the stage of organisational change, management groups, specifically HR of HSBC, are failing to address these risks due to compliance with employee regulations and laws, which may pose legal claims or regulatory sanctions (HSBC, 2024). On the other hand, women employees get very limited opportunities to lead senior roles, as only 34.6% of women maintain senior leadership roles in 2024 at HSBC (HSBC, 2024). As organisational consequences, these issues remain challenging for women employees to associate with this banking organisation due to a lack of career progression opportunities. It leads to a root cause of employee turnover. 
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Figure 4: Gender representation at HSBC 
(Source: HSBC, 2024)
The above graphical representation clearly reflects that the gender equality gap is still present at HSBC in the UK, as they are highly represented across junior-level roles instead of managing senior management roles. With evidence, the annual report 2024 data also recorded that only 34.6% of women were leading senior leadership roles in 2024, which was 34.1% in 2023 (HSBC, 2024). Social exchange theory highlights interrelationships and behaviours of people at the workplace, which is controlled by the exchange process (Mullins, 2017). In equity theory, workers determine whether they are fairly treated by comparing the pay infrastructure to that of others (Chen et al., 2023). Hence, it defines a landscape to promote fairness and an ethical way of operational practices to bring motivation, which is missing in the hourly paying infrastructure at HSBC. 
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Figure 5: Unequal hourly pay at HSBC in the UK 
(Source: Gov, 2025)
A government source of evidence highlighted the gender pay gap at HSBC. Women employees only earn 55p while men earn £1 as hourly pay, and women's bonus pay of women 70.7% lesser compared to men (Gov, 2025). Another industrial report also highlights HSBC as a key British organisation with massive gender pay gaps (FN, 2024). A critical evaluation of root causes explored that DEI issues at HSBC do not only arise from unequal pay infrastructure but also from leadership inequality and occupational segregation. 
[bookmark: _Toc227073891]3.0 Evaluation of Different Contemporary HR Practices to Address Issues
[bookmark: _Toc227073892]3.1 Agile Workforce and Digital Up-Skilling: Technological ADVANCEMENT 
Continuous learning and development are key tactics to address skill gaps and promote digital literacy. Within the next 3 to 5 years, AI adoption at HSBC sets an ambition to reshape its existing operational model, which will negatively impact people’s jobs (MLQ, 2026). It is unfolded through non-replacement and attrition by supporting profitable outcomes, despite challenges across revenue growth. While continuous learning and development are a key source to avoid redundancy, training without leadership attribution failed to reduce the risk of resistance. However, training alone is not sufficient without the strong support of leadership and a change in culture. From the above insights with a theoretical dimension, it can be understood that digital transformation is not applicable to ensure growth and success if cultural transformation is not entirely balanced. 
[bookmark: _Toc227073893]3.2 Branding of Employers with Flexible Working Infrastructure: Talent Acquisition and Retention
Employer branding is a key pathway to implementing smart HR practices for retaining talent.  HSBC is already a pioneer with AI-powered operations and business execution. Hence, this technology can also be utilised to retain talent with a smart diagnosis process for skill gaps and talent shortages. This organisation is already taking active HR practices with the adoption of strategic policies to make a strong linkage between fair career development approaches and employee retention policy. Based on the account report 2024, HBCS relaunched, accelerating women’s leadership program through its association with Cranfield Business School (HSBC, 2024). Maslow's hierarchy of needs helps to discover the necessary human nature, and it is applicable across different disciplines. Maslow’s hierarchy of needs framed key items which people are likely to consider as essential elements to maintain a standard well-being (Dar and Sakthivel, 2022). Considering the safety and growth needs of staff, HRM practices at HSBC need to be revised with internal resources, motivational outcomes by compensating fairly, applying metrics and changing promotional infrastructure. To impoundment bias free promotion and career growth scope, HRM at HSBC should appreciate performance over the network. 
[bookmark: _Toc227073894]3.3 Fair Leadership and Paying Infrastructure: DEI
HSBC publicly reveals pay gap-related information, as well as reviewing annual pay equity. Wilkinson, Redman and Dundon (2016) highlighted recent practices and ideas with critical evaluations of functions of contemporary HR in recent years. From the theoretical insights of Taylor’s Scientific Management Theory, financial compensation improves job performance and brings motivation among workers. Leatherbarrow Fletcher (2014) provides active solutions about strategic principles of HR in practice. From the above insight, organisational HR of HSBC can implement leadership skills and engagement training, which is further applicable to strengthen accountability and increase ethically centric operational practices without bias. For example, fixed pay for employees rose in 2025, which is typically resolved as per principles to address wage inflation in operating markets against the local living wage (HSBC, 2024). Contemporary HR practice solely addresses retention issues, as in 2025, HSBC were certified with the Fair Wage Network for being recognised as a global living wage employer (HSBC, 2024). Theoretical insights of the Herzberg two-factor theory help explain that Hygiene factors are still missing from the DEI policy at HSBC due to a lack of promotions and a gender pay gap. Although fair wage certification of this company is reflected by the hygiene factor, career growth and recognition need to be addressed to promote women in senior roles. 
[bookmark: _Toc227073895]4.0 Role of Departmental Managers to Implement Contemporary Practices 
The theoretical contribution of Tuckman’s model helps to recognise that, in the storming stage, departmental managers must be aware of a certain level of emergence due to conflict, uncertainty, and resistance while bringing AI-powered transformations. However, in practice, this role influenced norming with transparent communication to offer a supportive environment to individual staff at HSBC. Besides that, the manager can adopt MBO and the performance management cycle-related principles to develop SMART objectives and track further work through 360-degree feedback. This suggests that the efficacy of managers relies on how well they balance strategic goals with the well-being of employees.
	Key areas for improvement
	Role of departmental managers
	Reason to implement

	Retain talent
	Encourage existing staff for AI adoption, conduct training and form clear communication to bring transparency. 
	Keep staff in line with up-to-date market trends by avoiding the risk of resistance. 

	Tech-driven transformation
	Employee recognition, career growth programs, and deliver employee centric feedback.
	Minimise turnover and push workers for motivation. 

	Adoption of fair DEI policy
	Introduce inclusion and a fair promotional policy design to avoid bias. 
	Making a gap in the employees' pay gap between industry wages. 

	Track and monitor performance
	Track progress with the development of KPI tools. 
	Address HR outcomes and strengthen accountability. 

	Change into existing leadership areas.
	Create an urgent action plan to promote training and workshops as a part of a career development opportunity. 
	Choose transformational Leadership tactics through revised HR planning and policies with concern for employee-centric workplace management. 


Table 2: Contribution of Departmental Managers 
Departmental managers at HSBC Care are energising its existing staff for career growth through bringing an opportunity with the enhancement of critical skills to strengthen the talent pipeline. Rethinking transformational leadership tactics is effective to bring innovation, which poses greater insights into employee satisfaction, engagement and job performance (Krywalski‑Santiago, 2024). With evidence, in 2024, a few contemporary practices adopted by departmental managers, such as the CARE program and the digital acceleration program (HSBC, 2024). To nurture skills and growth, HSBC also prioritised training hours for its staff in 2024 (HSBC, 2024). Social, organisational, individual and environmental factors are major dimensions of job satisfaction as key orientations to work. The job characteristic model was designed by Hackman and Oldham in 1974, which pointed out essential job characteristics such as task identity, skill variation, autonomy, task significance and active feedback. People management philosophy needs to depend on two interconnected principles. Application of the multi-stakeholder approach is the primary principle, while another principle defines that staff should be regarded as people instead of exploited resources. As a result, department managers at HSBC can integrate the above-mentioned principle to deal with existing HRM issues. It will impact culture, behaviour, performance, system and structure. 
[bookmark: _Toc227073896]5.0 Conclusion and Recommendation 
In short, it can be examined that HR at HSBC is massively troubled, multiple layers of which are rooted in poor organisational culture and uncontrolled leadership guidance. Critical evaluation from this report directly links structural inequalities with employee resistance and skill gap-related consequences. Based on the discussion, it can be interpreted that diversity and inclusion practices at HSBC remain unclear just because of blurred vision and poor areas of strategy implementation. 
As a recommendation, it can be suggested that the people management of HSBC needs to set an urgent plan to tie managerial performance and KPIs to future DEI targets.  Within this aspect, an organisation's success and long-term growth are always controlled by HR tactics to gain a competitive edge (Valecha, 2022; Beardwell and Claydon, 2017). As a key action, management can be associated with a third-party auditor to bring real and fair workplace change through strengthened leadership accountability. To drive changes into the workplace area, future HR practices need balanced introduction factors like fair work practice, bias-free recognition and career opportunity with extrinsic factors like additional bonus, and a rewarding system. 
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