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Introduction 
Recently I have jointed the HR department in HSBC Holdings plc as an HR assistant. With its headquarters in London, United Kingdom company provides banking and financial services. To smooth the process of trade between Asia and Europe in 1865 The Hongkong and Shanghai Banking Corporation was established, that was the beginning of the organization. Company known as HSBC holding plc was founded later in 1991 and after acquiring Midland Bank in 1992 had its headquarters located in London (HSBC, 2025). The organisation offers its services such as retail, commercial and global banking in more than 60 countries across the globe and is known as one of the biggest banking groups in the world (Britannica, 2025).
As business transformation using digital technological trends and flexible working arrangements have been identified as broad factors in this report, I am going to discuss factors that related to business transformation, then evaluate on HR practices to deal with these factors, and after that I will discuss how managers can ensure implementation of these practises. Also, there will be a conclusion and some recommendations at the end.











1.An explanation of the specific factors related to societal changes, technology trends and flexible working arrangements within the organisation

1.1Societal Changes 
Changes in the society carry an important role in workforce management within HSBC. One of the key factors influencing this would be growing importance of workers mental health and wellbeing. In modern world workers are expecting companies to support their mental wellness, especially when it comes to high-pressure environments such as banking. In review done by Okman et al. ( 2020 ) is highlighted that combination of poor work conditions and high demand and work are associated with worsen employee performance, stress and burnout. In case of HSBC where positions often require performance targets and regulatory pressure, not addressing to wellbeing problems can lead to increased absence at work, complaints from employees and higher turnover. That is why HR plays critical role in implementing wellbeing initiatives, managing workload and organisational policies that support workers.
Other key societal change is globalisation and diversity. Because HSBC is a multinational organisation that operates in more than 60 countries, it employees’ people from different educational and cultural backgrounds. Organisations that are globalised like that must make sure they manage cultural diversity properly to lower the possibility of conflicts and push collaboration. If it is not done properly through HR practises, workers may feel like miscommunication, disengagement or treated unfair. For HSBC, support of societal expectations for diversity and equality is critical to keep company work efficient and to maintain employee trust. 






1.2 – Technological Trends 
Trends in technology are central to business transformation in HSBC, especially because of mass adoption of AI and automation in banking operations. Artificial intelligence has been used to detect fraud, monitoring transactions, customer serves chatbots and to assess credit risks. Ai technology can improve efficiency massively however it also changes job roles and skill requirements. Bank for International Settlements ( BIS, 2020 ) reports that automation in banking improves productivity while putting pressure on workers by needing them to adapt to new technologies. In HSBC, lack of training on new AI implementations may lead to workers worrying, resistance to changes and bigger numbers of grievances.
Increasing importance of cybersecurity and digital risk management is another major tech trend in the world. HSBC is heavily relying on digital tools and because of that stuff must operate under strict cybersecurity protocols for sensitive financial data protection. ( BIS, 2020) highlights that one of the weakest points in cybersecurity in financial services is a human behaviour. For HSBC, not enough employee preparation in cybersecurity protocols may lead to high operational risks, stress and increased workload. That is why Human Resources must help in digital trainings and awareness programmes to keep the benefits of technologies and perform without negative impact on stuff.

1.3 Flexible Working Arrangements 
Today flexible working practices and becoming significantly important within HSBC workforce strategy. Remote and hybrid working arrangements are one of the central practises, this lets employees to do the work outside usual office settings. A study done by Allen et al. ( 2015 ) find out that flexible work is positively linked to job satisfaction, work-life balance and employee retention. In case of HSBC, hybrid work helps with workers wellbeing while letting the company to keep up with competitors in hiring skilled professionals.
Despite this, flexible working arrangements can create some challenges along the way, these challenges can be decreased communication, isolation and struggles in performance management. If there are no clear policies and proper leadership, workers that are remote can feel not connected to the rest of the teams. 
Compressed and shift-based working hours, that work with international operations through different time zones can be another form of flexibility in HSBC. Study highlights that even though flexibility in schedules can improve autonomy, if the working hours are poorly managed it can cause negative impact on health and wellbeing ( Allen et al., 2015 ). That is why appropriate HR policies and oversight from managers are crucial to make sure flexible working arrangements are sustainable, fair and support both organisational performance and employee wellbeing.

2.An evaluation of different contemporary HR practices to address each factor
2.1 Employee Engagement (Kahn’s Engagement Theory)
In dealing with challenges caused by digital transformation and societal changes within HSBC, employee engagement plays crucial role. Kahn`s engagement theory ( 1990 ) has an idea that workers giving their intellectual, emotional and physical powers into the work they do when they experience psychological safety, meaningfulness of they work and when they feel available. As banking is a fast-paste environment, workers may feel uncertainty because of technological change, difficult processes and pressure caused by workload. To help stuff feel valuable and empowered HR practices like regular feedback, open communication and recognition programs can be used and that will increase engagement and reduce grievances. In resent study it was highlighted the correlation between HR practices and workers engagement, showing that companies that use structured engagement approaches get better results on productivity and greater employee wellness ( De Oliveira et al., 2022 ). In case of HSBC, support of engagement practices like team briefings, workers voice initiatives and pulse surveys lets stuff stay motivated, committed to work and resilient while organisational change.


2.2 Learning and Development (Maslow’s Hierarchy of Needs)
Learning and development is key element when it comes to dealing with lack of skill and technical trends within HSBC. Believing Maslow`s hierarchy of needs ( 1943 ),
people are motivated in achieving self-actualization and grows only once basic and psychological requirements are fulfilled. As banking industry now using more AI technologies, digital tools and automations, stuff demands constant upskilling to keep confident and competent in their positions. Correct learning and development programs improve workers feeling of being confident, help with organizational performance and makes employees less resistant to changes. Study on workplace in remote and hybrid conditions emphases that targeted training programs strengthen competency development, employee motivation and ability to cope with change in digitalised workplace ( Capraro et al., 2024 ). For HSBC, implementation of formal training initiatives, digital literacy workshops and career growth initiatives makes sure that stuff can navigate through technological transformation efficiently while experiencing support in professional development.

2.3 Remote and Hybrid Working (Herzberg’s Motivational Factors)
Hybrid and remote working are a one of the most important HR practices to ensure flexibility at HSBC. According to Herzberg`s motivational factors, stuff is motivated if they feel achievement, recognition, advancement, responsibility and growth. Flexible working arrangements let workers control their schedule independently, effectively complete tasks and get greater work-life balance and that increases internal motivation. If it is in a combination with specific objectives, constant recognition and possibilities for professional development, hybrid work can improve employee satisfaction, performance and engagement. Research that was done before and after the COVID-19 pandemic states that hybrid and remote workers who experience meaningful work and autonomy report higher motivation and productivity ( Steiner et al., 2024 ). In our case (HSBC), designing remote work to include accountability, recognition for achievements and professional development makes sure that flexibility acts as a true motivator, rather than just improvements for work conditions.

3.A critical evaluation of how departmental managers can ensure these contemporary practices are being implemented as a matter of urgency
Managers of different departments are playing key role in making sure that appropriate HR practices are not only talked about but also used effectively and urgently inside the company like HSBC. While HR working on policies and structure, managers must transfer these strategies into day-to-day operations. If failed to do so it explains why even great designed approaches do not deliver desired outcomes.

One of most successful paths management can ensure urgent use is by leading example. Purcell et al. ( 2009 ) argues that mangers play the role of “central link” in linking HR ideas and workers experience. If managers showing full commitment to HR initiatives – like a workers engagement activities, employee performance monitoring or flexibility for workers – stuff will accept and follow them. On opposite side, if management provides slow delivery of implementation or treats HR practices not as main priority, urgency is lost and stuff trust can become less. But, to lead by example, it requires consistency and capability. Managers lacking confidence and understanding of HR strategies may unintentionally compromise implementation, emphasising the need for managerial growth while urgent action.

Another key practice is alignment of specific departmental targets with HR priorities. Legge ( 2005 ) strongly highlighted that a lot of companies struggle from a gap between strategy and reality, where policies are on paper though not embedded in managerial goals. To deal with this, managers of departments must align HR priorities – like wellbeing of stuff, learning and development and performance monitoring into departmental goals. If measurable targets are linked to HR outcomes, managers are more likely to put implementation as a main objective rather that side activity. This approach strengthen accountability and reinforces the consistent execution of HR strategies continuously throughout teams. 

A significant limitation of this approach in the possible tension between long-term HR goals and short-term business pressure. As banking is a very competitive environment, managers may put financial problems as a main priority rather than people management, especially while business transformation. Legge ( 2005 ) states that if there is no reinforcement from senior leaders, managers may switch to control over the operations rather than focusing on people leadership. That is why urgency in implementation must be strengthen by a clear organisational signal that HR practises are central to performance, rather than side activities.

Furthermore, Purcell et al. ( 2009 ) highlights the value of managerial discretion in implementation. Although, this flexibility lets management adapt HR strategies to local circumstances, but also there is risk of inconsistency if not carefully guided. To make sure urgency does not risk quality, managers must find a balance between speed, transparency and fairness. Regular performance discussions, employee feedback and HR support can support managers implementing practices fast while also keeping consistency throughout departments.













Conclusion 
In this report I have examined the impact of societal changes, technological trends and flexible working arrangements on HSBC. I evaluated certain contemporary HR strategies which include employee engagement, learning and development and hybrid working to respond to appeared challenges. Further in the report I have emphasised the key role of departmental management in providing urgent and effective implementation of HR strategies. Generally, it is linking stuff management and company goals that critical to maintain organizational performance, wellbeing of workers and long-term ability to compete in fast transforming finance sector.

Recommendations 
To keep stuff able to adapt to new technologies, while keeping organisational performance at the high level, HSBC should focus more on digital learning tools to enable current capability development. Senior leaders need to rethink the value of HR strategies and add them into performance targets. In addition, they should improve monitoring and structure feedback processes if they want the implementation to keep fair and effective across the organisation.
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