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01. Introduction 

Upon joining HR department at Cadbury in Birmingham, it was observed that the rate of grievance cases was very high through the transformation process of the company under the Mondelez international. Bournville site has been impacted due to the modernization of the site, the adoption of digital supply chain technologies, and introduction of hybrid working. Problems that were highlighted by the employees in this change process were job redesign, on-line monitoring, an imbalance in flexible work, work overloads and absence of transparency about the expectations.
02. Explanation of Specific Factors within Cadbury

Business Transformation Factors
a. Job Redesign and New Skill Requirements
The Bournville factory was updated to be modern, including robotisation, automated packages, AI-based quality control systems, and data-driven working dashboards. The employees will be tested at new heights of skills with the changed roles. Some factory workers have taken it emotionally, on the inexplicability of new electronic equipment and possible loss of employment (McKinsey, 2021). This will be consistent with McKinsey (2021) that found out that 60 percent of people in the manufacturing industry fear the loss of their jobs in automation programmes.
b. Increased Workload and Change Pressure
Change may also entail the employees who find it hard to cope with what they are doing, besides becoming familiar with new processes. In Cadbury, employees alleged of increased workload due to the process change, new training requirements and new computer systems. As it has been revealed, times of transformation are characterized by workload peaks that result in burnout and grievances (Afandi, 2024).
c. Cultural Resistance and Communication Gaps
Cadbury is a company with a long history that implies a highly old fashioned culture. When new technologies are implemented, resistance to change may be observed among employees due to their fear that the element of craftsmanship role identity will be lost. Complaints can be augmented assuming that the leadership provides ambiguous, unreliable, or impersonal types of communication (Ahl, 2023). According to Ahl (2023), the most prevalent reason stated of conflict in transformation settings is bad communication.
Digital Technology Trend Factors

a. Digital Monitoring and Perceived Surveillance
Cadbury has also introduced production dashboards that have automated and monitored speed, errors, length of machine interaction and performance. This is expected to be efficient but employees might feel that they are being micromanaged also leading to stress and privacy issues (Ball, 2021). Ball (2021) asserts that digital surveillance is one of the greatest contributors of workplace conflict and mistrust.
b. Digital Skill Inequality
Many long-serving employees are not very assured with digital systems. Low performance, high anxiety and grievances are the results of technostress. This is widespread in the manufacturing sector of the UK, and old workers are less privileged (Bahri, 2025).
c. Communication Overload in Hybrid Teams
The non-production staff works with the help of teams, Zoom, and digital workflow tools. The stream of information, conferences, and electronic requests has resulted in digital exhaustion brought about by the augmented stream (Huffcutt, 2023). Huffcutt (2023) reveals that since the year 2020, the number of digital meeting between workers in the UK has increased by 252 percent and, as a consequence, has caused the increase in stress levels.










Flexible Working Arrangement Factors

a. Inconsistent Managerial Decisions
The problem with the flexibility of working arrangements is that the decisions made by the managers are not very consistent. In Cadbury, there are line managers, permitting employees to work at home, three days a week, and those permitting one (Oktuğ, 2023). This changeable quality adds to the sense of injustice, which as ACAS (2022) claims is one of the most significant drivers of employee grievance. Lack of flexibility in an equal manner would make employees feel undervalued, ignored, and/or discriminated against, increasing the probability of making a formal complaint and lowering the morale overall.
b. Inequality between Production and Office Workers
Office and production employees also have tension because of flexible working arrangement. The manufacturing people cannot work at home and this could cause them a sense of resentment towards the other workers who are free to do so (Afandi, 2024). The working process should also be a two-level culture that allows losing unity and involvement. The identical issue hit Nestle in regards to hybrid transition, as employees in the product departments felt mistreated in comparison to the offices.
c. Blurred Work–Life Boundaries
In hybrid and remote work, it is also possible to lose work-life boundaries. The working hours are also often long, there are constantly demands to be present as well, and employees cannot always distinguish work and personal life (Ahl, 2023). Poor boundary management is one of the major factors that contribute to stress and burnout in the hybrid environment. Flexible working might unintentionally contribute to fatigue among the employees with negative implications to their well-being and productivity in the absence of clear policies and guidance of managers.






03. Evaluation of Contemporary HR Practices to Address Each Factor 

· Addressing Business Transformation Factors
The change management strategies, clear communication and personnel development should also be implemented to organize the business transformation process properly. Kotter 8-Step Model and ADKAR can be employed as evidence-based models of change management to make sure that there will be more clarity, engagement, and employee buy-in. taking the Cadbury as an example, the model suggested by Kotter can be adopted by the company by integrating the active communication, short-term wins, and involvement of employees into the transformation process (Bahri, 2025). Similarly, Rolls-Royce had an opportunity to apply ADKAR framework to reduce resistance during its digital transformation. Such organized plans will help to reduce uncertainties and build trust and lower the instances of grievance; therefore the employees will be assured that they have a team in their side, when faced with such a significant change.
The communication is also highly significant in the management of change, both in open and multi-channel communication. Under the modern practice, the message should be clear and frequent to the acceptance and involvement of the employees. This can be done through town-hall meetings, transformation newsletters, frequently asked questions regarding the changes in employment and cascades of managers by the organisations (Ball, 2021). Google 2022 transformation programmer has shown that communication that is repetitive and regular reduces the level of conflict within the company and enhances the level of change acceptance as a whole. It can be achieved by transparency and inclusiveness in organisations and this is essential to successful transformation by clarity in objectives, outcomes and effects on the employees.
The up skilling and reskilling programmes are the third pillar of successful business transformation. As organisations increasingly adopt new digital operations, employees require to be given effective training guidelines in order to adopt new roles and responsibilities (Berry, 2024). On job coaching, micro learning modules, digital apprenticeships and skill recognition or rewards are some of the best practices. The reference can be the AI-powered learning ecosystem of Siemens (2022) as the company was able to reduce the skill inequality, not to mention that the morale of the employees was also boosted. In Cadbury case, the implementation of the tiered learning programmes will ensure that the workers are able to acquire skills needed to solve digital job roles that will lead to interaction, self-esteem and long-term organizational competence.
· Addressing Digital Technology Trend Factors
The rapid adoption of digital technologies necessitates the policies protecting the ethical use, promoting well-being, and enhancing digital literacy. Huffcutt (2023) recommends that ethical technology policy must be adhered to ensure that there is transparency, consent and minimum surveillance in digital practices at workplace. Cadbury is capable of coming up with a Digital Fairness Policy that establishes the nature of employee data gathered, its application, employee rights and constraints to surveillance (Huffcutt, 2023). Such policies will reduce mistrust and also ensure that GDPR and ethical responsibility culture of digital initiatives is followed.
Digital well-being programs could also make a strong contribution to mitigating the unwanted implications of permanent connectivity. Other associated tactics that have been adopted by major organisations such as Unilever are No-Meeting Fridays, focus time, digital breaks, and after hounds correspondence constraints (Peasgood, 2023). Through such programs, there is a reduction in incidences of digital fatigue, job satisfaction, and maintenance of productivity as well as healthy work-life balance. By taking care of the employees, Cadbury will be in a position to boost employee engagement and mitigate stress linked to digital transformation.
Finally, digital literacy initiatives will also be important to train the employees on technological transformations. The training of the beginner and the advanced levels can be applied to reduce the techno stress and cause the confidence in using the digital tools. One such initiative is the Skills for Tomorrow programme (2023) of BT that trained thousands of employees to have the required digital skills (Sarangi, 2025). Such a stratified approach can be adopted by Cadbury, and it will be certain that employees are equipped to be able to work within digital systems and establish the culture of life-long learning and flexibility.







· Addressing Flexible Working Arrangement Factors
The flexible work arrangements, particularly the hybrid systems, require formal laws, administration training, and equal treatment of workers. Having a well-defined policy on hybrid working will reduce the level of ambiguity and give uniformity across the departments. Cadbury should have eligibility provisions, remote days to be taken, performance standards, health and safety policies and equal opportunity provisions (Wingate, 2024). The recent hybrid policy (2023) of HSBC focuses on the benefits of formalization, the reduction of the complaints as well as the improvement of the alignment of the work practices.
The managers should be trained on having hybrid leadership to bring inclusion and fairness. Effective training on management of bias, remote communication approach and sensitive distribution of tasks and inclusion of remote workers should be effective. Afandi (2024) suggests that the ability of managers is essential to provide equitable hybrid outcomes in the sense that employees are supposed to feel that they are not discriminated regardless of where they work (Afandi, 2024). Where production workers are unable to work remotely, organisations should implement compensatory measures which will make them equal. Such practices as flexible working hours, compressed hours, additional well-being programs, and reward programs can fill the gap. An article by Nestle concerning the implementation of flexibility champions in the plants (2022) demonstrates the practice of being practical in making sure that the production staffs are enjoying the modern working practice. When applied in the case of Cadbury, this will guarantee a happy work force, fairness and efficiency among all groups of employees.








[bookmark: _GoBack]04. Critical Evaluation: Ensuring Urgent Implementation by Managers 

· Manager Capability Development
The managers play a key role in effecting organizational change, though their effectiveness will involve an immense understanding of the HR policy and change psychology. Without this capability implementation can become lopsided, laborious or can be opposed by employees. Research has revealed that a significant proportion of managers in the UK lack digital leadership and people management skills and it cannot effectively use these to implement transformation initiatives successfully (Ahl, 2023). Capability building must, therefore, not be optional, but compulsory. The remedy to this is that mandatory training of managers as programmemes, the use of learning dashboard as a tracking tool, and the utilization of coaching and ability tests by Cadbury. 
· Embedding HR Responsibilities into Manager KPIs
The greatest issue with organizational transformation is that the managers are often interested in meeting organizational objectives and not HR functions. Recent Hr practices imply implementation of key performance indicators (KPIs) that would reflect people-related outcomes, such as the time that it took to solve a grievance, impartiality of decisions in flexible working practices, the level of employee engagement, and the accomplishment of training modules (Ball, 2021). However, when it comes to excessive numbers, too many KPIs can turn into a liability to the managers and a number of forward-looking aspects. Cadbury can respond to this by implementing a balanced scorecard model that ensures that the KPIs are realistic, strategic, and manageable to ensure that managers do not compromise the HR priorities at the expense of the operational performance.
· Ensuring Fair Decision-Making and Reducing Bias
The opportunity of inequality of treatment may arise in the event of different decisions made by managers based on flexible policies and hybrid working arrangements. In order to resolve this, managers will require unconscious prejudice educations, choice making frameworks and HR audit to inspect consistency (Berry, 2024). The issue of the fact that auditing and fairness tracking involve the HR power and the strong capabilities is one of such serious issues. Cadbury should therefore invest in HR analytics tools to monitor the fairness pointers by departments and ensure that all employees are treated equitably. By considering the aspect of justice in the decision making process of the managers, Cadbury will reduce the biases perceptions and foster the trust of the employees in the leadership.
· Enhancing Communication and Psychological Safety
Effective managers ought to encourage the practice of psychological safety where the workers have the liberty to take it to the table without the fear of being reprimanded. Periodic and systematic inspection of the working place will help identify the issues, and the managers will fix them before they are formalized as a grievance. According to ACAS (2022), the issue of formal grievances can be reduced by a half through introducing the practice of early conflict resolution (Huffcutt, 2023). However, too many meetings in teams can further aggravate digital fatigue. To maintain the staff engaged yet not overwhelming them, Cadbury should thus have to give a balance between formal check-ins and effective methods of communication that may be asynchronous updates, group platforms, or short pulse surveys.
· Cross-Functional Collaboration
It is an integrated effort that needs to be done in conjunction with the HR, IT, engineering, and production to achieve successful transformation. The managers are required to involve themselves in co-creation of operationally feasible and employee palatable solutions. The most significant crisis is that the cross-functional collaboration can be time consuming and it might not be in line with the operational pressures (Oktuğ, 2023). The time of the managers involved in such activities should be secured by the top management as strategic. Teamwork will enable Cadbury to make sure that the transformation initiatives are implemented in a cohesive and realistic way in a bid to enhance uptake and reduce resistance across the organization.









05. Conclusion & Recommendations 

5.1. Conclusion

Cadbury complaints have also risen due to the high pressure created by the business transformation, rapid digitalization, and new flexible working regulations. Employees are receiving inequalities, technostress, and communication breakdown, inconsistency in leadership and uncertainty in expectations. These are not the only problems unique to Cadbury, but they should be handled with the immediate and strategic HR response to restore the trust, morale, and performance of the firm. The HR policies of the modern such as digital up skilling, change management models, ethical use of technology, and well-being programs play a crucial role in reducing conflict and enhancing a better organizational culture. This, however, is subject to the effectiveness of departmental managers to implement them regularly and on an urgent basis.
5.2. Recommendations

· Implement a Cadbury Change Management Programme
It should be guided by ADKAR or Kotter to communicate, train and engage in transformation.
· Introduce a Digital Fairness and Transparency Policy
Describe clearly the implementation of digital monitoring tools, and ensure that it is GDPR compliant (Peasgood, 2023).
· Create a Formal Hybrid Working Framework
Keep the inconsistency to minimal; create eligibility, expectation and principle of fairness within each department (Wingate, 2024).
· up skill Managers in Digital Leadership and Conflict Resolution
Cases Mandatory training programmes should be subjected to all managers.
· Introduce Digital Well-being and Work–Life Balance Measures
Offer no-meeting hours, guarded breaks and on site wellbeing choices to production employees (Huffcutt, 2023).
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