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Introduction
HSBC Holdings plc is a multinational financial services and banking company with about $3.0 trillion in assets. It operates over a network spanning more than 60 countries and territories, servicing roughly 42 million consumers worldwide. The company's business activities are separated into Wealth and Personal Banking, Commercial Banking and Global Banking and Markets. Its product and service offerings include current and savings accounts, credit and debit cards, wealth management, investment and treasury management, insurance, and financing. Approximately 221,000 people worldwide work full-time for the corporation. (HSBC HOLDINGS PLC (2025).
· As an HR officer, I contribute both strategically and operationally to the organisation.
· Engage in relationship actions, offering advisory and instructive support to internal stakeholders.
· Work together with line managers to advance departmental and team objectives.
· Assist employees with HR- related queries, assistance, and resources.
· Work with senior management to align HR practices with organisational strategy. (Garcia-Arroyo, J. And Osca, A. 2021)
Key factors affecting HSBC's business transformation, digital technology trends and flexible working. Evaluated contemporary HR practices that respond to each factor. Critically analyse how departmental managers can ensure these practices are urgently implemented. Conclude with recommendations for supporting HSBC's long-term transformation.














Specific Factors Related
Societal Changes: Globalisation Impact
Globalisation has changed but hasn’t perished. Global trade and money flows are still strong despite geopolitical unpredictability and protectionist measures raising trade barriers. Global economic networks are changing rather than contracting, with intraregional trade increasing dramatically, particularly in Asia (including China, ASEAN, and India). Growing interconnection promotes economic growth, job creation, and improved access to more affordable capital, efficient production, and diverse supply chains. In the meantime, cross-border business, investment, and innovation are enabled by new trade corridors and economic centres, and they change how societies arrange livelihoods, production, and consumption in an increasingly global economy. (Hsbc.com, 2024).
Societal Changes: Cultural Changes Impact

By integrating diversity, equity, and inclusion throughout its UK operations and beyond, HSBC hope to address broader societal and cultural shifts. HSCB strives to eliminate structural barriers by emphasising fair and inclusive hiring, career advancement, and an inclusive workplace culture. This increases the representation of women, ethnic minorities, people with disabilities, and those with neurodiverse traits. This promotes social mobility, encourages innovation through diverse viewpoints, and helps reflect the communities it serves. Through scholarships, support for female-led companies, and initiatives to increase digital accessibility, HSCB provides external assistance to underrepresented groups, ultimately promoting greater equality and inclusivity in society. (HSBC, 2025). 

Technological Trends: Cybersecurity Impact

Financial institutions like HSBC are greatly impacted by technological developments in cybersecurity, which shape the security environment and the dynamics of innovation in the digital economy. Opportunities and risks have been brought about by the quick development of blockchain, cryptocurrencies, digital payment systems, and artificial intelligence (AI). The growing digital economy is supported by these technologies, but they also create significant security risks, such as ransomware, fraud and data breaches, which financial institutions need to address with sophisticated cybersecurity frameworks and risk techniques. A technical development that can strengthen financial services' resistance to cyberattacks is the incorporation of AI and blockchain into digital payment security systems, which combines identity authentication, anomaly detection, and quantum-secure encryption. (Ogunmola, G.A. 2025).

Technological Trends: Biometric Authentication Impact

Enhancing security, user privacy, and system reliability are all crucial for banking companies like HSCB and have become a major focus of technological advancements in biometric authentication. The creation of multi-modal biometric systems, which integrate multiple biometric characteristics like fingerprint, face, retina, and speech recognition to increase authentication accuracy and lower transaction fraud, is one noteworthy achievement. To secure banking transactions, for instance, an integrated ATM transaction security model utilising deep learning-based multi-modal biometric authentication has been proposed. This model verifies both PIN and biometric data, reducing illicit transactions and enhancing overall security performance with an accuracy of approximately 93%. (Prasad, M.R. and Thillaiarasu, N. 2025).

Flexible Working Arrangements: Part-Time Impact

Although none of the research on flexible work arrangements (FWAs) particularly addresses HSBC or part-time in detail, it does offer insights into their impact on employee outcomes. By providing more job control and involvement, FWAs, including options, are typically positioned as instruments to enhance work-life balance and lower employee turnover. For instance, companies that use FWAs have shown possible decreases in staff attrition and improvements in work-life balance initiatives. Additionally, research shows that flexible work arrangements, such as telecommuting and flexible schedules, can make an organisational more appealing to prospective employees by encouraging expected organisational support, which may have an indirect impact on employee satisfaction and retention. (Bontrager, M., Clinton, M.S. and Tyner, L. 2021).
Flexible Working Arrangements: Condensed Working Hours Impact
Although there are no references to HSBC in the research presented, flexible work arrangements, including shortened working hours, have mostly been studied in the public sector and larger workforce contexts. As a type of flexible work, condensed working hours entail rearranging work schedules, which may have an impact on well-being, work-life balance, and job satisfaction. According to research, flexible work schedules that work their own hours and responsibilities can improve job satisfaction and performance when working from home. This is partially due to the fact that these arrangements offer cognitive difficulties that serve as job resources, assisting workers in managing their work more independently and successfully. (Barbieri, B. et al. 2025).



















Different Contemporary HR Practices

Employee Engagement

The paradigm of Maslow’s hierarchy of needs, as applied in the context of occupational well-being and danger among employees, might inform an assessment of three aspects driving employee engagement at HSCB. Income, safety assurance and the working environment are important aspects that have been discovered; each of these factors can be connected to Maslow's theory to understand how they affect involvement. The basic physiological and security demands in Maslow’s hierarchy are correlated with income. Higher levels of participation are based on employees being able to meet their basic living needs, which is ensured by an adequate salary. If these fundamental requirements aren’t met, workers may feel anxious and stressed, which lowers involvement and increases dangerous psychological states.

In line with Herzberg’s theory, which views wage as a maintenance element, income functions as a hygiene factor that needs to be addressed in order to avoid unhappiness. In Maslow’s hierarchy of needs, safety assurance is connected to both physiological and safety demands. A safe workplace lowers stress and anxiety, allowing workers to concentrate on their work and participate more completely. This element is also consistent with Herzberg’s motivational theory, which views safety assurance as a component of the workplace that affects engagement and job satisfaction. Thus, it is possible to think of ensuring safety as a requirement for encouraging employee participation. (Liu, Q., Zhong, Z. and Li, Y.2025).

Motivation
Three important elements stand out from the literature when looking at what influences employee motivation and engagement: interpersonal leadership, psychological conditions (meaningfulness, safety, and availability), and employee motivation dynamics. These elements can be assessed using pertinent HR theories like Herzberg’s motivation-hygiene theory and Kahn’s engagement theory. Kahn’s theory of personal engagement, which holds that employees participate in their job when they find it meaningful, feel safe expressing themselves, and have physical and emotional resources to invest in their roles, revolves around psychological meaningfulness, safety, and availability. 
For instance, millennials’ job engagement is positively impacted by workplace spirituality by improving these psychological variables, which partially buffer the relationship between spirituality and engagement, indicating that promoting safety and meaningfulness can raise engagement levels. In a similar vein, job crafting among social professionals reinforces the significance of meaningful work and psychological availability by both directly and indirectly promoting involvement through these psychological states. (Bantha, T., Nayak, U. and Mishra, S.K., 2024).
Talent Acquisition
Three important components can be considered when assessing factors related to HSBC’s talent acquisition: organisational contribution, behavioural characteristics, and employee motivation. These elements can be examined via the prism of Theory X and Theory Y, which offer a framework for comprehension of employee attitudes and how they affect organisational choices. First and foremost, the key component is employee motivation. While Theory Y contends that workers are self-motivated and want accountability, Theory X holds that workers are naturally unmotivated and need control. Employees are categorised into Theory X or Theory Y types based on their organisational contribution, contingent on motivation, in addition to their attitude towards work.  

This suggests that motivation affects how workers interact with their jobs and supports the company’s goals, which is crucial for talent acquisition to guarantee alignment with corporate objectives. Second, behavioural characteristics that differentiate Theory X and Theory Y personnel include psychological state, degree of need attainment, and cultural aspects (e.g., individualism-collectivism). Employee perceptions oh their workplace and levels of engagement are influenced by these behavioural characteristics. Understanding these characteristics might help HSBC choose applicants whose behavioural profiles fit the company’s culture and strategic goals, possibly minimising discrepancies in organisational results. (Senarathne, C.W. 2020).





















Urgently Implemented HR Practices
Increasing Communication
By using a diverse and organised strategy that prioritises clear leadership, planning, and may guarantee the prompt adoption of modern methods. Anaesthesiology departments, for instance, have created readiness checklists for pandemic preparedness that call for coordinated efforts from clinical and organisational specialists to detect possible problems and encourage education, collaboration, and communication across all stages of a crisis. This strategy emphasises the value of leadership in directing decision-making and encouraging staff cooperation, and it can be applied to other modern procedures that need to be implemented immediately. (Wyssusek, K. et al. 2021).

Fostering interdepartmental social ties can help improve communication both within and between departments. According to research, networking outside of one's immediate department gives employees access to alternative ideas and strategic knowledge, broadens their perspectives, and alerts them to issues they may have missed. The quick adoption of new procedures depends on employees’ willingness to share their suggestions for improvement, which can be increased by this networking behaviour. To enhance communication and creativity, departmental managers should encourage and support this kind of networking. (Schanin, Y. and Gilad, S. 2024).
 
The use of specialised training programs, like Crew Resource Management (CRM), in healthcare settings has been shown to improve situation awareness, leadership, teamwork and communication. These programs incorporate scenario-based training and interprofessional collaboration, which may be incorporated into current skill development frameworks to promote a safety culture and enhance communication. Similar instructional techniques can be used by departmental managers to successfully integrate modern procedures and maintain behavioural adjustments over time. (So, E.H.-K. et al. 2025).

Integrate HR Technologies
To ensure the prompt adoption of modern HR practices, departmental managers are essential, especially when integrating HR technologies relevant to HSBC. To accomplish this, managers need to actively participate in digital transformation by implementing digital tools that improve HR operations, such as hiring, training, and employee assessment. This necessitates a change in organisational culture to encourage ongoing experimentation and innovation with digital solutions, ensuring that human capital is qualified and informed to meet current and future digital demand. (Haziazi, M.A. et al 2021).

Managers should concentrate on important enabling aspects like obtaining sufficient funds, building an IT infrastructure, offering technical support, and encouraging people to gain digital skills. These factors are crucial for HR's successful acceptance of digital transformation, particularly in dire circumstances like the COVID-19 epidemic. To ensure seamless transitions to e-HRM systems, it is also crucial to overcome employee opposition and secure top management support. (A1-Alawi, AI. Et al. 2023).

Managers can keep an eye on the degree of digitisation in their departments by using structured assessment techniques. The status of HR digital transformation can be determined, and specific changes can be guided by quantitative methods, such as the use of indicators and index-based evaluations. This methodical assessment aids in the prioritisation and decision-making os digital projects. (Kalinouskaya, I.N.2024).




























Conclusion
Globalisation, technological automation, and the need for flexibility have created a challenging HR environment for HSBC. Modern strategies like DEL, L&D, and hybrid working are crucial for overcoming these obstacles and retaining a trained, competitive workforce. The departmental managers are ultimately responsible for the success and urgency of putting these strategies into practice. They must actively set an example for cultural norms and match team objectives with strategic HR priorities to guarantee a prompt and efficient response to swift external changes throughout the organisation.
























Recommendations
Mandatory Managerial Accountability: To encourage immediate implementation. Tie 20% of manager bonuses directly to indicators for team engagement, DEI objectives and adherence to hybrid work policies.
AI-Driven Career Pathways: To ensure timely reskilling and talent retention, use the AI Academy to proactively plan out specific career transition paths for roles at high risk of automation.
Establish a Right to Disconnect Policy: To protect employee welfare under the hybrid model, formalise clear expectations around email and communication outside of core hours. 
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