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[bookmark: _Toc226580206]1.0 Introduction
Belu Water is a UK-based social enterprise, which is engaged in the manufacture of water filtration and sustainable drinks, where the accentuation is on the environment and social responsibility. Headquartered in London, Belu is committed to changing the face that water holds in the world by stopping to look at how it can earn revenue but concentrating on its sustainability. Since 2011 it has committed to giving all its net income to WaterAid as part of the United Nations Sustainable Development Goals (SDGs), SDG 6 (Clean Water and Sanitation) and SDG 13 (Climate Action). The quote shows that the company is concerned about sustainability through its practices of the circular economy, recycled materials, and minimisation of its carbon footprint (Belu, 2026). This type of an ethical focus determines its organisational identity and HR practices, which present certain opportunities and challenges. As a mission-oriented firm, unlike profit-oriented corporations, Belu will need to align its mission with innovative HR technology and strategies in talent retention (Belu, 2026).
This report aims to review the way the HR function of Belu copes with the most important challenges, such as technological development, acquiring and retaining talent, and diversity, equity, and inclusion (DEI). This discussion will critically assess each of these areas and will critique relevant HR practices and also comment on how departmental managers can implement the practices to assist Belu in following its purpose-led strategy.


[bookmark: _Toc226580207]2.0 Explanation of Key HR Issues at Belu Water
Belu Water, a social enterprise in the UK, has incorporated its social impact and the strong state of environmental sustainability into its human resource management initiatives. Founded on a one-of-a-kind mission to give all net profits to WaterAid, Belu is a brand that values both social responsibility and environmental responsibility (Belu, 2026). The HR practices are guided by the core values of the company, namely, technological progress, talent acquisition and retention, and Diversity, Equity, and Inclusion (DEI) to embrace the ethical business model.
[bookmark: _Toc226580208]2.1 Technological Advancement
Operational efficiency and decision-making based on data can only be achieved through the implementation of technology in HR practices. Artificial Intelligence (AI) and Machine Learning (ML) are the digital HR tools becoming more popular to simplify the recruitment process, automate workflows, and guide staff to learn and develop (Stone et al., 2015). AI can assist Belu Water with a high volume of job applications, screening of applicants, and biases in human hands, streamlining the recruitment process (Chen, 2023). Moreover, online education offers scalable employee development options, especially in sustainability-oriented aspects. Nonetheless, the HR team of Belu must take critical measures to make sure that these technologies are adopted ethically, considering the risks of AI algorithm biases and promotion of openness in deciding (Huang, 2026).
[bookmark: _Toc226580209]2.2 Talent Acquisition and Retention
Talent attraction and retention are problems that concern any given organisation, more so a social enterprise such as Belu Water that has to balance its methods of attracting talent with its ethical standards. Studies indicate that workers are more prone to be retained in organizations that embrace their values, particularly those that are socially oriented industries (Zabel et al., 2025). Belu is an environmentally sustainable company that practices CSR by donating to WaterAid, which attracts purpose-oriented applicants (Lane and Gumley, 2018). To retain the best talent though, Belu must go beyond just an ethical mission. Retention is also concerned with career development and work-life balance in addition to a positive organisational climate (Meyer et al., 2004). Being a smaller company, Belu struggles with giving big-scale talent development, and to decrease the turnover, it must take specific HR measures, such as mentoring and individualised career development plans.
[bookmark: _Toc226580210]2.3 Diversity, Equity, and Inclusion (DEI)
DEI is a business merit for organisations such as Belu Water. A multicultural and inclusive workforce increases satisfaction, problem-solving, and innovativeness of the employees (Sim, 2022). The HR practices of Belu need to have a robust DEI policy that fosters diversity during recruitment and inclusive leadership and provides equal career opportunities (Kramer and Dailey, 2019). The DEI programs should be incorporated in training programs, leadership development, and employee engagement strategies in a way that every employee feels appreciated and on board (Cox, 2001). All Belu should do is monitor the outcomes of DEI through data and feedback programs to be responsible and get better day by day (Buckley, 2025).


[bookmark: _Toc226580211]3.0 Evaluation of HR Practices at Belu Water
[bookmark: _Toc226580212]3.1 Technological Practices
Belu Water is in an environment that is limited in resource availability, and integrating new and improved HR technology needs to be strategic and cost-efficient. Although the exacts of Belu inside its HR systems are not publicly presented, some more general trends in HR technology give a good perspective to judge it through. Bias on recruitment platforms and digital learning systems that use AI can be minimized, and employee upskilling can be improved with scalable digital content (Stone et al., 2015). In the case of a small social enterprise like Belu, the recruitment process can be simplified through the help of technology, including applicant tracking systems (ATS), which allows hiring high-quality staff without having to hire an administrator (Ravesangar and Narayanan, 2024).
But the adoption of technology must be critically looked at. Studies caution that algorithms used to pick employees are dangerous unless inputs are thoroughly audited and results for diversity are quantified (Raghavan et al., 2020). Moreover, training and performance tracking technology should be consistent with the culture of Belu based on a mission-driven principle as opposed to being productivity enhancers. Indicatively, online learning processes need to focus on sustainability and ethical leadership messages as a reminder of what Belu believes in, instead of having some online corporate training modules (Thayer, 2012). In the absence of such alignment, the technology will be pulled far apart with regard to Belu's organizational identity, which will limit the involvement and cultural unity.
[bookmark: _Toc226580213]3.2 Talent Practices
The capacity to attract and manage employees that Belu has is closely linked with its social intent. Studies indicate an increase in the levels of intrinsic motivation and organisational commitment among organisational employees who are stated to be highly motivated in purpose-driven organisations whenever they feel that the values of such organisations are matched with their personal values (Aguinis and Glavas, 2017). Belu's sustainability and social mission create a strong employer brand, the inclusion of which assists in the attraction of applicants with a focus on ethical employment.
But mission alignment is not all that retention entails. Modern literature on talent management focuses on giving importance to systematic career development and significant engagement presence in order to maintain long-term commitment (Ferdman and Deane, 2014). Belu might have difficulties in this regard because it is small and has weak resources in relation to bigger companies. The high-performing employees will tend to feel claustrophobic with no clear channels of progression they can make; hence, they are likely to turn over. Formal mentoring, individualized professional development plans, and frequent performance discussions, when embedded, can fortify retention as they indicate the organisational investment in the career or not (Ajmal, 2025).
The mission-aligned staff can also be engaged by sustainability-motivated benefits like days off to volunteer or by donating to WaterAid projects. They must be offset by competitive core benefits though (health support and flexible working) to meet more than purpose needs.
[bookmark: _Toc226580214]3.3 DEI Practices
Diversity, equity, and inclusion are ethically legitimate and organisational performance-driven since an effective DEI initiative is typically a collection of inclusive hiring, prejudice training, support mechanisms, and clear processes to monitor progress (Sim, 2022; Buckley, 2025). In the case of Belu, DEI should not just be aspirational but also practised. Gender, ethnicity, and role-level data reporting in a transparent way can be used to identify structural gaps. In the absence of such metrics, the work of DEI will focus more on being symbolic in its actions than meaningful.
Community and advocacy Community and advocacy Community and advocacy in organisations can be delivered through employee resource groups (ERGs), but at smaller firms, careful resourcing and management support are necessary (Ferdman and Deane, 2014). Belu will face the challenge of integrating DEI in decision-making processes to make inclusiveness a cultural part and not an add-on. This encompasses continuous training and leadership responsibility as well as linking DEI results to the organisational performance measures.


[bookmark: _Toc226580215]4.0 Managerial Implementation
To successfully implement contemporary HR practices, departmental managers are required to be involved in the process rather than merely signing the HR policy. Managerial accountability and strict performance systems are critical in organizations such as Belu Water, where strategic goals are pegged to the social purpose such that HR innovations can be converted into actual change in the workplace. Studies indicate that managers who are the so-called interpretive agents are critical to the successful implementation of HR because of their ability to transform abstract policy into policy routines and daily behaviour (Purcell and Hutchinson, 2006).
There is a need to facilitate technological embrace in HR processes by ensuring that the managers incorporate the new tools in everyday workflow instead of viewing them as some add-ons. This involves the articulation of performance within the context of using technology, e.g., requiring the use of applicant tracking systems (ATS) to recruit and complete online learning modules to take part in professional development. Regular training and troubleshooting should also be offered by managers to eliminate resistance and cognitive overload that new technology may entail (Bondarouk and Brewster, 2016). More importantly, the adoption of technology is to be accompanied by quantifiable changes like improvement of time to hire, percentage rates of training completion, and the increase in employee productivity, which will enable managers to have objective tracking.
In terms of talent acquisition and retention, there are people outcomes, including staff turnover, level of engagement, and progression in people development, that managers should be assessed against in addition to operational targets. Performance management systems must incorporate metrics concerning coaching discussions, internal promotions, and survey responses of staff and establish a sense of responsibility in managers to respond timely to any risk of retention (Huang, 2026). Retention programs can be supported by continuous feedback loops, e.g., quarterly performance check-ins and stay interviews, so that the managers can identify morale problems promptly and design retention tactics to suit them. The mechanisms promote a proactive approach as opposed to a reactive approach towards talent issues.
In the case of Diversity, Equity, and Inclusion (DEI), the managers could be more responsible and accountable through the incorporation of DEI outcomes in the performance appraisal. A transparent and external responsiveness toward diversity metrics, the proportion of gender in the workforce, or inclusive recruiting processes, is achieved through public reporting (Kramer and Dailey, 2019). Inclusive leadership training should be performed exclusively for managers to minimize the effects of unconscious bias and ensure that every employee will feel psychologically secure and encouraged to act in the most favorable conditions possible (Chen, 2023). Frequent climate surveys, focus groups, and formal feedback can keep managers on track with inclusion results over a period and can modify the practice in case there is a gap.
[bookmark: _Toc226580216]5.0 Conclusion and Recommendations
The HR practices of Belu Water have to be closely merged with its mission-based ethos of sustainability and social impact. The company experiences some difficulties in adopting technological changes, the efficient approach to talent acquisition and retention, and the diversified, strong Diversity, Equity, and Inclusion (DEI) practices. Nevertheless, with the application of technology in an ethical way, a proactive approach toward engagement and development, and the integration of DEI on all tiers of the organizational framework, Belu can empower its staff and make its HR initiatives honest to its values.
Recommendations
1. Strengthen Technological Integration: Belu must not stop introducing the use of HR technologies such as artificial intelligence tools to recruit and online learning systems, but it should also ensure that the systems are used to support the sustainable and ethical principles of the company. There should be continuous protection of managers to ensure that they consider these technologies as part of their daily HR activity.
2. Intensify Employee Engagement: To retain talent, Belu must prioritise career growth prospects and individual employee development strategies as well as mandate the sustainability-oriented employee benefits, which reflect the mission.
3. Enhance DEI Response: Managers would be required to be accountable for the results of DEI, and the ongoing training in the selection of DEI and frequent performance reviews will be linked to inclusive leadership indicators. Transparently monitoring diversity and inclusion data will serve to keep Belu responsible to its employees and stakeholders.
Through these changes, Belu Water can ensure a high-performance workforce that does not only perform and survive but also keeps on delivering significantly to its social and environmental objectives.
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