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Greenzest Limited: HR Management Report
[bookmark: _Toc227405455]Introduction
In today’s rapidly changing business environment, Human Resource Management (HRM) is very important for helping organisations operate effectively and succeed in the long term. HRM focuses on managing employees, who are one of the most valuable resources in any business. As companies grow and face new challenges, HR teams need to deal with changes such as new technology, strong competition for skilled workers, and the need to build fair and inclusive workplaces. These changes are especially important in industries like cleaning services, where the quality of work depends largely on employees.
Cleaning companies depend on many workers to provide reliable and consistent services. Because of this, managing staff properly is essential. HRM helps organisations hire the right people, train them well, and keep them motivated. At the same time, companies need to use modern technologies, such as scheduling systems and automated cleaning equipment, to improve efficiency. However, introducing new technology can be difficult if employees are not properly trained or are unwilling to accept change.
This report focuses on Greenzest Ltd, a cleaning company based in London. It looks at three key HR challenges faced by the company: adjusting to new technology, attracting and keeping employees, and promoting Diversity, Equity, and Inclusion (DEI) in the workplace. If these challenges are not handled well, they can affect employee performance, job satisfaction, and overall business success.
The report also discusses modern HR practices that can help address these issues, such as training programs, flexible working arrangements, and inclusive workplace policies. It also highlights the role of managers in different departments, who are responsible for making sure these HR practices are applied properly and on time to support both employees and organisational goals (Armstrong, 2020).
[bookmark: _Toc227405456]2. Factors Affecting HR Challenges
[bookmark: _Toc227405457]2.1 Meeting Technological Advancement
New technology is changing many industries, including cleaning services. Tools such as automation, digital scheduling systems, and environmentally friendly equipment can help companies work more efficiently, lower costs, and improve service quality. For Greenzest Ltd, using these technologies can bring many benefits. However, there are also several challenges.
First, many employees in the cleaning sector have limited digital skills, which makes it harder to use new technology properly. Second, some workers may resist change, especially those who have been in the job for a long time. They may feel worried about automation or fear losing their jobs. Third, small and medium-sized companies may not have enough money to invest in advanced technology.
In addition, the lack of proper training programmes makes it even more difficult to adopt new systems. Without enough training and support, employees may struggle to use technology, which can reduce productivity and cause frustration. Overall, while technology can create many opportunities, it also brings important HR challenges for Greenzest Ltd that need to be managed carefully (CIPD, 2023).
[bookmark: _Toc227405458]2.2 Talent Acquisition and Retention
The cleaning industry in London faces considerable challenges in attracting and retaining employees. High turnover rates are common due to low wages, physically demanding work, and limited career progression opportunities (Armstrong and Taylor, 2020). These factors make it difficult for Greenzest Ltd to maintain a stable and skilled workforce.
[bookmark: _Toc227405459]Moreover, changing workforce expectations have intensified these challenges. Employees increasingly seek flexible working arrangements, job security, and meaningful work (CIPD, 2023). Failure to meet these expectations can result in disengagement and high attrition rates. Competition for labour in urban areas like London also exacerbates recruitment difficulties. Workers have multiple employment options, and organisations must differentiate themselves to attract talent. Furthermore, poor employer branding and lack of recognition can negatively impact retention. Overall, talent acquisition and retention remain critical concerns that require strategic HR interventions.
2.3 Diversity, Equity and Inclusion (DEI)
The cleaning workforce is very diverse, with employees coming from different cultures, backgrounds, and languages. Diversity can bring many benefits, such as new ideas and better problem-solving. However, it can also create challenges if it is not managed properly (CIPD, 2024).
Language differences can make communication and teamwork more difficult. Cultural differences may also cause misunderstandings or conflicts between employees. In addition, there is a risk of discrimination or unfair treatment if organisations do not use inclusive practices (Shore et al., 2022).
It is important to ensure fairness (equity) so that all employees have equal access to training, promotion, and fair treatment at work. If diversity is not managed well, it can lead to low morale, reduced productivity, and possible legal issues (Roberson, 2019).
For Greenzest Ltd, managing diversity effectively is essential to create a positive working environment and improve overall organisational performance (CIPD, 2024).
[bookmark: _Toc227405460]3.Evaluation of Contemporary HR Practices
[bookmark: _Toc227405461]3.1 Addressing Technological Advancement
To deal with technology-related challenges, Greenzest Ltd can use several modern HR practices. One important method is providing structured training programmes to help employees improve their digital skills. Regular learning opportunities can help workers adjust to new technology and feel more confident when using it (CIPD, 2024).
Change management models, such as Kotter’s 8-Step Model, can also help make changes easier. These models focus on clear communication, involving employees in the process, and strong leadership support. This helps reduce resistance to change and makes implementation smoother (Kotter, 2012).
Companies can also use simple and user-friendly technologies that do not require much training. For example, mobile apps for scheduling work can make daily tasks easier and improve efficiency. However, these solutions still need money to invest in and strong support from managers (Armstrong & Taylor, 2023).
Another useful approach is blended learning, which combines online training with hands-on workplace learning. This method is cost-effective and helps employees learn practical skills while working at the same time (Noe et al., 2020).
[bookmark: _Toc227405462]
3.2 Improving Talent Acquisition and Retention
Modern HR practices offer various solutions to recruitment and retention challenges. Employer branding is a crucial strategy that involves promoting the organisation is an appealing place to work. Greenzest Ltd can emphasise its dedication to sustainability and the well-being of its  employees.
Flexible working arrangements, such as part-time roles and adjustable schedules, can also enhance job satisfaction and retention (CIPD, 2023). Furthermore, providing career development opportunities, such as training and promotion pathways, can motivate employees and reduce turnover.
Employee engagement activities, such as rewarding good performance and giving regular feedback, are important for keeping employees in the company. When workers feel valued and recognised, they are more likely to stay committed and do their jobs well (CIPD, 2024).
HR analytics is another useful modern tool. It helps organisations study employee data to understand why staff leave and what can be improved. This allows companies to create better plans to reduce staff turnover (SHRM, 2023).
However, using these methods requires money and careful planning. Companies need to invest in systems and ensure managers are trained to use the data effectively to make good decisions (Armstrong & Taylor, 2023).

[bookmark: _Toc227405463]3.3 Promoting Diversity, Equity and Inclusion (DEI)
Effective Diversity, Equity, and Inclusion (DEI) strategies are very important for managing a diverse workforce. Inclusive hiring helps ensure that all candidates have fair chances, while diversity training helps reduce bias and improves understanding between different cultures (CIPD, 2024).
Greenzest Ltd can also use clear policies to promote fairness and openness, such as equal pay rules and anti-discrimination policies. Providing training materials in different languages and using simple communication tools can also support workers from different backgrounds (ACAS, 2023).
Inclusive leadership is very important for creating a positive workplace. Leaders need to show support for diversity and make sure all employees feel respected, valued, and included (McKinsey & Company, 2023).
Although DEI practices can improve company performance and employee satisfaction, they need ongoing effort, regular review, and strong commitment from managers to work effectively (SHRM, 2024).
[bookmark: _Toc227405464]4. Role of Departmental Managers in Implementation
[bookmark: _Toc227405465]4.1 Leadership and Change Management
Departmental managers are important for putting HR practices into action. They communicate changes clearly and ensure employees understand them. Transformational leadership, which motivates and inspires staff, is effective for managing change and improving commitment (Northouse, 2022).
[bookmark: _Toc227405466]Managers must address employee concerns, provide support, and encourage participation in the change process. Leadership that focuses on communication and employee involvement has been found to improve acceptance of change and reduce resistance (Al-Abdallah et al., 2023). Effective communication is therefore essential for building trust and ensuring smooth implementation of organisational changes.
4.2 Supporting Employee Development
Managers are responsible for identifying skill gaps and facilitating employee development. Coaching and mentoring can help employees improve their performance and adapt to new technologies (Noe et al., 2020).
[bookmark: _Toc227405467]4.3 Enhancing Engagement and Retention
Employee engagement is strongly affected by how managers behave. Managers can increase engagement by recognising good work, giving regular feedback, and creating a supportive workplace where employees feel valued (CIPD, 2024).
Regular communication, such as team meetings and performance reviews, helps build strong relationships and improve morale. Engaged employees are more likely to remain with the organisation, reducing turnover.
[bookmark: _Toc227405469]4.4 Ensuring DEI Implementation
Managers should actively support diversity and inclusion by ensuring fair treatment for all employees and dealing with any discrimination. Inclusive leadership values difference and encourages teamwork among staff from various backgrounds (CIPD, 2024).
Managers also need to monitor behaviour at work and make sure company rules are followed. This helps create a respectful and inclusive workplace environment (ACAS, 2023).
[bookmark: _Toc227405470]4.5 Urgency and Accountability
To make HR practices work well, managers need to prioritise them and include them in everyday activities. They should set clear goals, track progress, and ensure responsibility at all levels (CIPD, 2024).
If managers do not create a sense of importance around these changes, HR practices may not be applied properly, which can reduce efficiency in the organisation. Therefore, managers must take responsibility for leading and supporting change (Armstrong & Taylor, 2023).
For Greenzest Ltd, managers can also run practical training sessions based on employees’ needs. This helps staff build skills, improves confidence, and increases job satisfaction (SHRM, 2023).

4.6 Kotter’s 8-step Change model (Change Management Theory)
Departmental managers have an important responsibility in putting HR practices into action, as they must clearly explain organisational changes and help employees understand them. Recent research shows that structured change models, such as Kotter’s framework, support managers in leading change by focusing on creating urgency, developing a clear direction, and actively involving employees throughout the process. This approach helps organisations implement new practices more effectively and reduces employee resistance (Bell, 2025; Watts, 2023).
[bookmark: _Toc227405471]
Conclusion
This report has analysed the key human resource (HR) challenges faced by Greenzest Ltd, including keeping up with technological advancement, improving talent acquisition and retention, and promoting Diversity, Equity and Inclusion (DEI). These challenges are important because they directly affect how well the company performs and how satisfied employees feel in their jobs. The report has shown that using modern HR practices, such as digital training, flexible working options, and inclusive workplace policies, can help the company deal with these issues more effectively.
Departmental managers play a very important role in making sure these practices are put into action successfully. They need to communicate clearly with employees, provide support, and lead by example. Good leadership helps employees feel more confident and willing to accept changes, especially when new technologies or systems are introduced. Managers also need to be fair, supportive, and organised to keep staff motivated.
By taking a clear and proactive approach, Greenzest Ltd can improve employee skills, reduce staff turnover, and create a positive working environment. This will help the company stay competitive and continue to grow in the cleaning industry.
Recommendations
· Invest in continuous digital training programmes
· Develop clear career progression pathways
· Implement flexible working policies
· Strengthen DEI initiatives and inclusive leadership
· Use HR analytics for data-driven decision-making
· Enhance employee engagement through recognition programmes
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