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Technology can bring together the 

collective talent of organisations

In every industry, technology continues to have a huge impact on 

work. HR teams today must consider the influence of different 

technologies across a multitude of areas including recruitment, 

wellbeing, employee feedback and behaviour, employment brand, as 

well as training and development.  

As a recruitment business, we are all too aware of the impact new 

technology has had on talent acquisition. Social networking, for 

example,  is the fastest growing online behaviour and job seekers 

now rely on social networking more so than ever. The HR teams at the 

forefront of ‘best practise’ in social media and technology regularly ask 

themselves questions such as ‘how do I use Linkedin and Facebook to 

expand the pool of available candidates?’ 

Certainly, within the context of recruitment, social media now plays 

an integral part in many companies hiring strategies. Yet, the HR&D 

technology category recognises much more than simply social media 

recruitment practises. 

HR teams can demonstrate excellence in best practise through a 

variety of other strategic HR areas. It could be utilising blogs, wikis, 

and other collaborative technology to deliver engagement initiatives, 

company communications, training and development and HR policies; 

creating interactive online support channels, reducing enquiries or 

empowering managers to manage teams more effectively. Investing 

in efficient systems can also be an excellent way for organisations to 

identify key data and metrics and add real value to the bottom line.  

Advances in new technologies are also having an impact on how 

learning and development strategies are conceived and many 

organisations are adopting eLearning and virtual classrooms as 

efficient ways to train and develop employees. These are just some 

examples of how HR is improving the efficiency of HR service delivery, 

while providing consistency across the business. 

There is no doubt that technology has the power to bring together 

the collective talent of employees, fuel innovation and deliver 

organisational transformation. For it to succeed however, HR must 

essentially lead a cultural revolution in the organisation by winning the 

hearts and minds of people at all levels of the business. The HR teams 

that are most successful at this are the ones that can provide a return 

on investment, as well as facilitating collaboration, innovation and 

learning. 

Managing change is a personal thing

Change is the new norm in today’s business world, and HR&D is 

now widely recognised as the function responsible for developing 

organisational capability to enable companies to deal effectively with 

perpetual change. 

HR&D must respond to the changing external environment, as well 

as shifting strategic direction driven from the top of the organisation. 

Fundamentally, its role is to make sure that the business is primed 

to deal effectively with change and that everybody is aware of, and 

supportive of, changes that are taking place. 

This can involve expertly delivered internal communications, as well as 

the creation of competencies, initiatives and attitudes aimed at getting 
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the buy-in of the business as a whole. Failure to achieve success in this 

critical area can result in a business losing its competitive edge. 

As a provider of talent solutions, we are often very close to 

organisations while they are going through change. They could be 

expanding rapidly, establishing new business units, becoming more 

commercial, managing costs, acquiring a new business or launching a 

new product or service.  

Usually, these activities go hand-in-hand with a period of 

organisational ‘soul-searching’, where the leadership team, together 

with HR&D, attempts to redefine the business values and working 

environment.    This is often where change is met with the most 

resistance from employees, and it is why engagement on a very 

personal level is crucial.  

During periods of change, employees will naturally worry about job 

security, remuneration and benefits, career development and working 

conditions and so on.  The best HR&D departments, therefore, are 

able to demonstrate unique and innovative ways to engage with 

workforces in such a way as to make it clear why change is necessary, 

but also get their people to recognise what the benefits will be for 

them and empowering them to feel that they’re part of something new 

and exciting.  

Creative and cost e!ective HR&D solutions 

are the key for SMEs

We quite often hear how SMEs are the ‘lifeblood of the UK economy’ 

and this statement couldn’t be truer anywhere in the UK more so than 

it is in the North East. With 85% of registered businesses in the region 

classified as SMEs, it’s fair to say our local economy is powered by 

these ‘engines for growth.’ 

A question often raised in the debates concerning SMEs, however, 

is do they actually need an HR function? When people think about 

progressive HR&D, it’s usually within the context of large and complex 

organisations going through transformational change and expansion. 

Conversely, within the context of a smaller business, HR&D is usually 

associated with being a bureaucratic barrier to long term growth. 

As a talent advisor to businesses of all sizes, however, we recognise 

that the basic objectives of a HR&D function are ultimately linked to 

the same resource objectives shared by any business regardless of its 

size.  For example, SMEs must make sure that good levels of employee 

motivation and engagement exist, that talent is successfully recruited 

and retained, effective training and development programmes are 

available and employees are being rewarded correctly.  

Our ‘trends in HR’ report from last year showed how SMEs typically 

have HR teams ranging from between one and four people, 

depending on the actual size of the business.  These relatively small 

HR teams must try

to achieve all of these things with few resources and often a lack of  

support from the top - in fact, one of the biggest challenges for HR&D 

practitioners in the SME environment is building credibility with the 

senior management team. 

HR&D practitioners in the SME environment, therefore, must be 

highly creative and persuasive in order to achieve the best solutions 

for their business. Leveraging company values and culture to drive 

business growth, developing cost effective in-house recruitment 

processes, innovating in-house training on a cost and time budget and 

coming up with cost-effective rewards, for example, are just some of 

the areas that will be on the agenda again next year. 

How to get diversity and inclusion on the 

agenda 

We live in culturally diverse times and recognising and accepting 

diversity today is an integral part of everyday life. Perhaps because 

of this, in the business world, recognising and accepting diversity is 

sometimes taken for granted. 

This was highlighted in a recent Deloitte report which revealed 

that diversity and inclusion were most commonly rated as the least 

important issues for HR decision makers. The underlying attitude 

here is conceivably: ‘We’re a modern business and it’s highly unlikely 

that any of our employees would feel discriminated against in the 

workplace, so we don’t need to prioritise diversity and inclusion 

initiatives.’ But sadly, when organisations dig under the surface, they 

often find that certain non-inclusive attitudes still prevail. 

What has become apparent over the last 12 months is that businesses 

that excel at promoting diversity in the workplace all have a common 

attribute - the diversity dialogue is driven from the very top of the 

organisation.  There have been great examples recently of top down 

driven diversity initiatives organisations that have appointed senior 

leaders as diversity champions to drive cultural change across the 

wider business. Another way organisations have made diversity and 

inclusion part of a wider organisational priority, is by developing 

external projects that support diversity in the community. 

Both of these of approaches to dealing with diversity and inclusion 

at work have a real impact on changing attitudes and help to create 

healthier, harmonious working environments.


