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[bookmark: _Toc225076675]Executive Summary
This report looks at the main HR challenges for Scolmore Group in 2026: keeping up with fast-moving technology, attracting and keeping skilled people, and making real progress on diversity, equity and inclusion (DEI). Drawing on the company’s 2025 CSR data and wider UK manufacturing trends, it explains these issues in context, reviews current HR practices that can help, and examines how departmental managers can push urgent action. Scolmore already has good foundations in training, internal mobility and engagement, but small gaps in consistency, attrition and senior diversity need attention. Simple, focused recommendations are included to help build a more adaptable, inclusive and resilient workforce.
[bookmark: _Toc225076676]Introduction
Scolmore Group, founded in 1989 and based in Tamworth, Staffordshire, is a respected UK manufacturer of electrical accessories, lighting, fire protection and cable management products. With around 391 UK employees as of April 2025 and steady growth, it blends family-owned values with innovation and strong compliance focus (Scolmore Group, 2025).
Like many in UK manufacturing, Scolmore faces pressures from rapid tech change, ongoing skills shortages and rising expectations around inclusion. These issues put real demands on HR to support both business goals and employee wellbeing. This report explains the key factors—technological advancement, talent acquisition/retention and DEI—evaluates useful HR practices, and looks at how departmental managers can make sure these are put into action quickly and effectively. The aim is to offer practical suggestions that help Scolmore stay competitive while continuing to be a great place to work.
[bookmark: _Toc225076677]1. Explanation of Specific Factors
[bookmark: _Toc225076678]Meeting Technological Advancement
In 2026, UK manufacturing faces major HR challenges from rapid AI, automation, digitalisation, and smart tools. Skills shortages persist, with 48,000 vacancies industry-wide and nearly three-quarters of manufacturers citing technical skills as the top recruitment barrier (PwC/Make UK, 2026). Businesses prioritise upskilling in leadership/management (66%), higher-level technical skills (58%), digital competencies (37%), and data analytics (29%). Over 50% plan training for new recruits, while 40% focus on reskilling existing staff for redeployment amid automation. Worker concerns are high—52% worry about AI job impacts, with 41% of employers expecting headcount reductions by 2030 due to efficiencies (AIHR, 2026).
At Scolmore Group, adoption of the LMS and ScolmoreHub (launched 2024) supports training and communication. The company delivered 26.6 average training hours per employee in FYE 2025, including CPD and simulations. However, gaps remain—directors averaged just 6.93 hours versus higher for managers—risking uneven preparation for net-zero goals and Industry 4.0. With a projected 15,000 electrician shortage over five years (and further decline by 2038), Scolmore must accelerate upskilling in smart manufacturing to sustain innovation in lighting, wiring, and fire protection (Scolmore Group, 2025; ECA, 2026). Unaddressed, this could lead to productivity losses and slower tech adoption, as firms increasingly rely on AI, robotics, and data-driven processes to stay competitive.
[bookmark: _Toc225076679]Talent Acquisition and Retention
Talent shortages dominate UK manufacturing HR concerns, with over 70% of employers struggling to fill roles and 56,000 vacancies plus a 47,000-person skills gap (ManpowerGroup, 2026; Ciphr, 2026). Multiskilled engineering roles are hardest (68%), worsened by an ageing workforce, immigration limits, and Gen Z demands for flexibility and growth. High-potential attrition is driven by progression limits, work-life balance issues, and competition.
Scolmore hired 98 new staff in FYE 2025 (26.75% of headcount, 33% female), but attrition hit 14.46% (above UK average), with career progression (26%), role pressures, and personal factors key reasons. Average service fell to 5.52 years. Strengths include 71% engagement survey response, 77% feeling recognised, health plans (£45,024 claimed), and internal mobility (25 promotions, 12 lateral moves). Yet external pressures—like the electrician shortfall threatening decarbonisation—highlight needs for strong EVPs and retention strategies (Scolmore Group, 2025). Without action, gaps could hinder growth and innovation.
[bookmark: _Toc225076680]Diversity, Equity, and Inclusion (DEI)
DEI progress in UK manufacturing is slow and uneven. Women hold under a third of roles (despite nearly half the workforce), ethnic minorities remain underrepresented, and disabled workers face barriers. Only 25% of employers prioritise DEI, with some scaling back due to backlash, though 57% see it as a strategic recruitment focus (Freeths, 2025).
At Scolmore, the workforce is 64% male/36% female (female directors 8%), with 77% British nationality and minorities like Romanian (5.57%). Line managers show growing diversity (8 nationalities in 2025). Policies ban discrimination, backed by induction training and unconscious bias workshops for 70+ managers, supporting high pride (84%) and engagement. Yet low female leadership mirrors sector norms (1.7% female electricians), highlighting equity gaps in technical roles. Enhanced tracking and inclusive sourcing could reduce risks to talent attraction and cohesion (Scolmore Group, 2025; Refonte Learning, 2026). Sustained effort is vital to leverage diverse perspectives for innovation.
[bookmark: _Toc225076681]2. Evaluation of Contemporary HR Practices
[bookmark: _Toc225076682]Addressing Technological Advancement
Contemporary HR practices in the UK are increasingly turning to AI tools and agile approaches to keep pace with fast-moving technology (AIHR, 2026). Skills-based hiring, which focuses on actual competencies rather than formal qualifications, is proving particularly helpful for the 41% of organisations planning workforce reductions through AI efficiencies (The Access Group, 2026). At Scolmore Group, the Learning Management System (LMS) plays a central role, delivering an average of 26.6 training hours per employee in FYE 2025 and including practical CPD simulations that build capability in smart tools and compliance (Scolmore Group, 2025). That said, the uneven distribution of training hours—directors receiving far fewer than managers—points to inconsistent access across levels, which could limit broader readiness for Industry 4.0 demands. Introducing AI-powered analytics, such as predictive turnover modelling or personalised learning pathways, would strengthen this further; already 92% of HR leaders are using AI in some form to support implementation (AIHR, 2026). Leadership workshops and targeted upskilling programmes are helping build organisational resilience, yet they need wider rollout to properly address the 52% of workers who express anxiety about AI’s potential impact on their roles (AIHR, 2026). Overall, these practices are proving effective in supporting adaptation, but they must be underpinned by strong ethical AI governance and transparent communication to prevent resistance and maintain trust (Gartner, 2026).
[bookmark: _Toc225076683]Addressing Talent Acquisition and Retention
Skills-based hiring combined with AI-assisted recruitment has become a cornerstone response to persistent talent shortages, especially as 7 in 10 UK employers continue to struggle with filling vacancies (Ciphr, 2026). Greater pay transparency, reinforced by the Employment Rights Act, is strengthening employer value propositions (EVPs) and helping to curb attrition (The Access Group, 2026). At Scolmore, internal promotions (25 in FYE 2025) and regular appraisals are actively supporting retention and offering clear career pathways that resonate with Gen Z priorities (Scolmore Group, 2025). AI-driven analytics are also proving valuable, enabling more accurate prediction of performance and helping to target acquisition in areas where technical talent is scarce (Refonte Learning, 2026). Flexible working arrangements and wellbeing initiatives—such as the Paycare health plans—contribute to solid engagement levels, with 81% of employees reporting a manageable workload (Scolmore Group, 2025). However, higher female attrition rates highlight ongoing gaps that need attention. These practices are generally strong for retention, but they would benefit from more consistent data-driven adjustments to improve acquisition success, particularly in a context of 24% projected growth in technology-related employment (Deloitte, 2025).
[bookmark: _Toc225076684]Addressing DEI
Modern DEI practices increasingly rely on AI-enabled bias-free recruitment tools and real-time metrics tracking through dedicated dashboards to monitor hiring, progression, and representation (Zalaris, 2026). Many UK organisations are embedding DEI objectives directly into performance KPIs, which helps embed inclusion more deeply across teams (Refonte Learning, 2026). At Scolmore, unconscious bias training and inclusive sourcing strategies (such as Better Pathways partnerships) have contributed to more balanced new hires (33% female in FYE 2025), yet the low proportion of women in senior roles (8%) reveals persistent limitations (Scolmore Group, 2025). Employee resource groups and clear equitable policies are helping to counter external backlash by shifting the focus toward measurable, evidence-based progress rather than symbolic gestures (Refonte Learning, 2026). These approaches are effective at ensuring compliance and building a foundation for change, but in a traditionally male-dominated sector like electrical manufacturing, they require ongoing commitment, regular auditing, and leadership accountability to truly shift culture and unlock the full benefits of diverse perspectives.
[bookmark: _Toc225076685]3. Critical Evaluation of Departmental Managers' Role in Urgent Implementation
Departmental managers in UK organisations sit right at the heart of turning HR strategy into everyday reality—they are the vital bridge between high-level plans and what actually happens on the ground (People Management / CIPD, 2025). Their role becomes especially critical when urgency is needed, as delays in implementation can quickly undermine progress across all three key areas.
For technological advancement, managers have to actively champion the adoption of AI and digital tools by personally supporting and encouraging training initiatives. At Scolmore, for example, workshops successfully equipped more than 70 managers with awareness around bias avoidance in tech processes (Scolmore Group, 2025). Critically though, real urgency demands that managers tie technological proficiency directly to performance through clear KPIs. The uneven training distribution—directors averaging only 6.93 hours compared to much higher figures for other levels—highlights a real risk of delays in readiness (Scolmore Group, 2025). Managers should be conducting monthly skills-gap audits to speed up targeted upskilling and help reduce the widespread AI-related anxiety felt by 52% of workers (AIHR, 2026; Deloitte, 2025). Close collaboration with HR through agile review cycles can drive faster rollout, but there is a danger that leaning too heavily on the LMS might overlook the hands-on, practical learning needs that are so important in a manufacturing environment.
When it comes to talent acquisition and retention, managers play a hands-on role in bringing practices to life—leading appraisals, championing promotions, and setting personal development goals. Scolmore’s Q1 reviews, for instance, provide a structured way to align individual objectives with retention priorities (Scolmore Group, 2025). To act with urgency, managers can embed skills-based hiring by running regular scenario-based audits and selection exercises, directly tackling the 70% of UK employers who struggle to fill roles (Ciphr, 2026). On retention, embedding flexible working advocacy and wellbeing conversations into day-to-day team management is essential to counter the 14.46% attrition rate (Scolmore Group, 2025). Yet inconsistent application across teams can lead to disengagement; managers therefore need to lean on real-time data dashboards to spot issues early and provide personalised feedback that resonates with Gen Z expectations (HR Magazine, 2026). This proactive, visible leadership builds organisational resilience, although resistance from more traditional management structures can sometimes slow momentum.
For DEI, managers are the key drivers of urgency by weaving inclusion goals into team KPIs and everyday behaviours, as strongly recommended under evolving legislation such as the Workers Rights Bill (Zalaris, 2026). At Scolmore, managers leading unconscious bias training sessions have helped foster greater awareness and inclusion, yet the persistently low female representation in senior roles (8%) serves as a reminder that training alone can feel superficial without follow-through (Scolmore Group, 2025). Managers can create immediate momentum by urgently auditing team practices through regular pulse surveys (which achieved a 71% response rate at Scolmore) and using transparent metrics to counter external backlash and demonstrate progress (Refonte Learning, 2026). Critically, genuine cultural accountability is required—power dynamics and ingrained habits can delay change—but actively supporting employee resource groups and building diverse sourcing partnerships can accelerate equity and unlock fresh ideas in underrepresented areas.
Ultimately, departmental managers’ success depends on strong partnership with HR, smart use of data, and a genuine commitment to ongoing development. Bureaucratic obstacles and competing priorities can undermine even the best intentions, but when managers are genuinely empowered and held accountable, urgent implementation delivers real, lasting outcomes across the organisation.
[bookmark: _Toc225076686]Conclusion
Scolmore is tackling real 2026 challenges for UK manufacturers: fast tech change, tight talent markets and building inclusion in a male-dominated sector. It has good foundations—solid training, internal progression, strong engagement and ethical policies—but small gaps in training consistency, attrition and female leadership show there’s still work to do.
Modern HR practices offer clear paths forward, but success depends on managers turning plans into daily action. With real support and accountability, these can become genuine culture and performance improvements. Done thoughtfully, Scolmore can stay competitive while remaining a place people feel valued and proud to work.
[bookmark: _Toc225076687]Recommendations
1. Tech readiness Managers to run monthly skills audits and link tech proficiency to KPIs. Add more hands-on training so all levels are equally ready.
2. Talent retention Use quick surveys and dashboards to catch disengagement early. Build on promotions and perks with clearer career paths and flexible options that appeal to Gen Z.
3. DEI progress Include measurable DEI goals in team KPIs and reviews. Refresh bias training, expand inclusive sourcing and support employee resource groups.
4. Empower managers Provide HR check-ins, simple data tools and clear accountability. Celebrate teams that implement changes quickly to spread the momentum.
These focused actions, delivered consistently, can turn today’s pressures into long-term strengths.
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