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1. Executive Summary (230 words)

The British Broadcasting Corporation (BBC), one of the world’s leading public service media
organisations, is currently undergoing a period of significant turbulence. Following a series of
editorial errors and allegations of misinformation, two senior editors resigned in late 2025,
leading to heightened public scrutiny and declining organisational morale. Simultaneously, the
BBC is engaged in a large-scale digital transformation programme aimed at integrating Al-
assisted news production, modernising BBC Online and BBC iPlayer, and restructuring
traditional broadcasting operations. These internal and external pressures have resulted in a
dramatic rise in employee grievances, especially from editorial teams, technical staff, and
hybrid workers affected by intensified workloads and uncertainty.

This report examines three major contributing factors to the crisis:
(1) The organisational transformation underway at the BBC,
(2) The rapid adoption of digital technology, and

(3) The increased use of flexible and hybrid working arrangements.

Further, the report evaluates contemporary HRM practices applicable to each factor, including
organisational development initiatives, digital HR and e-HRM systems, and web-based HR
practices designed to restore trust, reduce grievances, and support the workforce.

Finally, managers’ roles in implementing these practices urgently and effectively are critically
analysed. Clear recommendations are provided to stabilise the organisation, rebuild internal
culture, and enable the BBC to continue delivering impartial and high-quality journalism to the
public.

This report concludes that only through strategic HRM intervention—rooted in transparency,
digital capability, and cultural renewal—can the BBC successfully recover from the ongoing
crisis and strengthen resilience for the future.

2. Introduction (200 words)

The BBC is a globally recognised public broadcaster, known for its commitment to editorial
integrity, impartial news, and high standards of media production. However, recent internal
crises—including the resignation of two senior editors due to allegations of fabricated and
unverified news—have damaged public trust and placed unprecedented pressure on
employees. Entering the organisation as Director of Organisational Transformation, my
mandate is to stabilise internal operations, reduce grievance levels, and ensure successful
digital transformation implementation.

This report analyses the BBC’s organisational challenges across three interconnected
domains: business transformation, digital technology trends, and flexible working
arrangements. These challenges have contributed to rising levels of stress, conflict, role



ambiguity, and concerns about job security, particularly among editorial, technical, and
production staff.

Using established frameworks such as Kotter’'s change model, the Technology Acceptance
Model (TAM), and the CIPD Hybrid Working Framework, the report evaluates how Human
Resource Management (HRM) can support organisational recovery. The analysis highlights
current weaknesses in communication, training, performance management, and digital
capability across the BBC.

The report concludes with recommendations for urgent HR interventions, including improved
digital literacy programmes, a redesigned grievance system, stronger leadership
accountability, and enhanced hybrid working structures.

3. Business Transformation (300 words)

The BBC is currently undergoing one of its most extensive organisational transformation
programmes in recent decades. The restructuring is driven by financial constraints, evolving
audience behaviour, and the growing dominance of digital media. The crisis resulting from
editorial inaccuracies accelerated the urgency for transformation, with the Director-General
emphasising accountability, transparency, and operational agility.

Kotter’s (1996) Eight-Step Change Model provides a useful lens for understanding the BBC’s

challenges. Steps such as establishing urgency and forming a guiding coalition have been
activated through leadership changes and public commitments to editorial reform. However,
employee reports indicate failures in steps involving communication, empowerment, and
short-term wins. Staff grievances highlight issues such as unclear roles, inconsistent
managerial communication, and perceived punishment for systemic failures rather than
structural correction.

Lewin’s Change Model further illustrates the BBC’s “unfreezing” stage following the crisis.
Longstanding cultural norms—such as hierarchical decision-making and departmental silos—
are being challenged. Still, the “change” stage suffers from insufficient training and high
emotional strain among staff. Without proper HRM support, there is a risk of resistance,
burnout, and further reputational damage.

The transformation includes merging digital, radio, and television newsrooms, reducing
duplication of tasks, and reallocating resources to digital production. While these changes aim
to modernise the BBC, they also increase stress levels, raise job insecurity, and contribute to
rising grievance cases. This underscores the need for strategic HRM interventions focusing
on communication, culture, and psychological safety.

4. Digital Technology Trends (300 words)

The integration of digital technology is central to the BBC’s transformation strategy.
Innovations such as Al-assisted fact-checking, automated video editing, audience analytics,
and personalised content delivery have reshaped newsroom functions. However, these
technologies also trigger workforce anxiety, skills gaps, and concerns about replacement by
automation.



The Technology Acceptance Model (TAM) suggests that employees’ willingness to adopt new
technologies depends on perceived usefulness and perceived ease of use. Many BBC
journalists and producers perceive Al tools as intrusive or as threats to editorial independence.
Early-stage implementation has also lacked proper training, causing confusion and frustration.

The shift towards data-driven news production creates new competency requirements.
Employees must understand algorithmic processes, metadata management, and digital
editing systems. Without structured upskilling, many feel overwhelmed, resulting in increased
grievances and declining morale.

Digital transformation also introduces cyber risks and higher pressure for accuracy. After the

misinformation crisis, all content goes through additional verification layers, increasing
workload for editorial staff. Additionally, the introduction of real-time analytics makes
performance more transparent but also more stressful.

The BBC'’s challenge lies in balancing technological advancement with humane work design.
Effective digital transformation requires high-quality training, clear communication of benefits,
and inclusive decision-making processes. HR must ensure technological change enhances—
not undermines—the editorial mission.

5. Flexible Working Arrangements (300 words)

The BBC has adopted extensive hybrid working policies in response to post-pandemic
expectations and digital workflows. While flexible working improves autonomy and work-life
balance, it has also generated new grievances. Many production teams struggle with
coordination between remote and studio-based staff. Managers’ report breakdowns in
communication, misunderstandings, and inconsistent performance.

The CIPD Hybrid Working Framework highlights three common risks: isolation, poor
collaboration, and inequitable workloads. All three are observable within the BBC. Remote
journalists feel excluded from decision-making, while on-site employees claim that they carry
most urgent tasks. Hybrid meetings often lack structure, and technological glitches interfere
with productivity.

Flexible working also exacerbates cultural fragmentation. Historically, BBC teams relied on
continuous face-to-face collaboration. Rapid shift to digital platforms has eroded informal
communication, reducing psychological safety. Employees experiencing stress or ethical
concerns about editorial decisions find fewer opportunities to raise issues casually with
supervisors, leading to formal grievances instead.

UK Flexible Working Regulations (2024) support employees’ rights to request flexible work;
however, managers must ensure fairness and consistency. At the BBC, inconsistent
application of hybrid policies across departments contributes to perceptions of inequality.
Newsroom staff, who must work on site during breaking news, feel disadvantaged compared
to digital teams who work remotely.

Addressing these conflicts requires transparent policy enforcement, better digital
collaboration tools, and improved hybrid leadership practices. HR must ensure managers
receive training in remote team dynamics and conflict resolution.



6. HRM Practices / Organisational Development (300 words)

To address organisational challenges, HR should prioritise culture repair, communication
improvements, and performance management reform. The Ulrich HR Model emphasises HR’s
strategic role in facilitating organisational change, especially during crises.

First, organisational culture must be rebuilt. Schein’s cultural framework suggests focusing
on underlying assumptions about editorial integrity, transparency, and collaboration.
Workshops, open forums, and “Listening Sessions” can rebuild trust and allow employees to
express concerns safely.

Second, the BBC must improve internal communication. Grievances indicate that many
employees feel uninformed about the transformation process. Clear change communication
strategies—including town halls, newsletters, and digital briefings—can reduce uncertainty.

Third, performance management requires rebalancing. Currently, journalists face intensified
scrutiny after the editorial crisis. Performance metrics must integrate qualitative factors such
as ethical judgement, teamwork, and learning—not solely speed and output. A more
developmental approach aligns with High-Performance Work Systems (HPWS), which
encourage autonomy, continuous learning, and recognition.

Finally, HR should implement well-being interventions. The crisis has increased anxiety
levels, and burnout symptoms must be taken seriously. BBC HR can introduce counselling,
resilience workshops, and access to mental health support services, reducing grievance rates
and supporting healthy change adoption.

7. HRM Practices / Digital HRM (300 words)

Digital HRM is essential in managing transformation at scale. HR analytics can identify
patterns in grievances, workload distribution, absenteeism, and turnover intentions. Predictive
analytics can help the BBC intervene early before conflicts escalate.

Al-driven recruitment can support hiring new editorial leaders with strong ethical backgrounds.
Automated screening ensures fairness, transparency, and competence-based selection.
Digital onboarding tools can integrate new hires effectively even within hybrid environments.

Furthermore, digital learning platforms can address skill gaps in data literacy, Al tools, and
digital editing. Micro-learning modules allow employees to learn flexibly, reducing resistance
to new technologies and improving confidence.

Digital performance dashboards can support continuous feedback, although they must be
used ethically. Transparency is necessary, but over-monitoring can damage trust. HR must
ensure that digital tools support development rather than surveillance.

Finally, implementing a digital grievance management system ensures accessibility and
fairness. Employees can submit concerns anonymously, track progress, and receive timely
responses. This strengthens trust and reduces perception of bias.



8. HRM Practices / Web-Based HR (300 words)

Web-based HR systems expand communication, learning, and development opportunities. A
centralised HR portal can host updated hybrid working guidelines, well-being resources, digital
skills training, and policies related to editorial standards.

E-HRM platforms support remote teamwork through messaging systems, feedback tools,
document sharing, and workflow tracking. Such systems also reduce administrative workload
and enhance transparency.

The BBC can strengthen internal communication through web-based platforms such as virtual
town halls, employee forums, and digital Q&A sessions with leadership. These help rebuild
trust after the crisis and provide a safe space for clarifying concerns.

Web-based learning resources also support employees across multiple UK sites, ensuring
consistency in training quality. Finally, integrating web-based performance tools allows
managers to provide regular, structured feedback even when teams work remotely.

These tools collectively reduce grievances, encourage engagement, and promote fairness.

9. Recommendations (180 words)

Create a BBC Crisis HR Unit to manage grievances, track issues digitally, and provide rapid
responses.

Strengthen internal communication with weekly updates on transformation progress and
editorial reform.

Redesign hybrid working frameworks to ensure fairness, clearer expectations, and structured
remote collaboration.

Implement a Digital Skills Academy for BBC employees to improve Al literacy and reduce fear
of automation.

Introduce mental health and well-being programmes, including counselling and resilience
training.

Revise performance management systems to incorporate ethical judgement, teamwork, and
development.

Enhance leadership training so managers understand hybrid dynamics, change
management, and digital transformation.

Expand web-based HR tools for complaints, feedback, and professional development.

10. Conclusion (150 words)

The BBC is facing a critical moment involving reputational crisis, digital transformation
pressures, and challenges associated with flexible working. These factors have contributed to
high levels of employee grievances, uncertainty, and cultural fragmentation. Addressing these



issues requires strategic HRM intervention grounded in transparency, capability building, and
cultural renewal.

Through a combination of organisational development, digital HRM, and web-based HR tools,
the BBC can stabilise internal operations and rebuild trust. However, managers must act
quickly and consistently, ensuring that employees feel informed, supported, and respected
throughout the transformation journey.

By prioritising well-being, communication, and digital readiness, the BBC can emerge
stronger, more agile, and better equipped to fulfil its mission as a global leader in public service
journalism.
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