Introduction 
I have recently graduated from university and joined a HR department within a London based company due to my expertise in Leadership and Management BA. My role within the company is a HR Officer at Hair Lounge by Charlotte Mensah. My job responsibility is to assist with the recruitment and onboarding of new employees and many other responsibilities (Indeed, 2025). In this report I will cover the analysis of the grievances within the company, why they may happen and what can be done to reduce the number of grievances. In addition to this, I will cover grievances factors that are related to business transformation, factors relating to digital technology trends, factors relating to flexible working arrangements. Furthermore I will use theory’s such as the ‘Maslows’s Hierarchy of needs, Kahn engagement theory and Herzberg Motivational Factor. 
Factors related to business transformation 
[bookmark: _Int_8uxFJdj8][bookmark: _Int_mQNCPs2s]In a company, it is important for a company to strategise how they can effectively transform their business. When this is performed correctly the outcome is to have a stronger team that promotes quality work to further improve the company and decreases company grievances. However, there have been grievances in the workplace which has caused the situation to become overwhelming and is quite alarming. There are a series a factor that play into the reasons for the high number of grievances. For example, the HR and employee partnership in transformation. The responsibility of HR when it comes to the workplace is to align the employees with organisational changes. Such as advice on restructuring the workplace, the development the employee's capability and communication planning (CIPD, 2021). When does not have a part in planning there may be some factors that can lead to the failure of compliance and company regulations. This can lead to grievances due to unfair treatments, increases workload on some employees and poor communication and consultation (CIPS, 2021).  Transformation may result in job changes or redundancies. The role of HR in this situation is to manage deployment processes, offer training pathways and support employees that may have been affected by the transformation. If the HR department does not ensure it is fair and lawful process, it may lead to more grievances. For example, unfair choice for redundancy or discrimination and poor communication (CIPD, 2021). 
Factors related to digital technology trends 
[bookmark: _Int_YDHRwfQf][bookmark: _Int_F5OFoBRm][bookmark: _Int_JbR8HoDs]There are multiple reasons that lead employees to grievances in relation to the use of technology. There is also multiple use for AI in the workplace such as recruitment, screening performance analysis and HR administration and employees may document their grievances because they believe the use of AI has led to bias in hiring, errors on performance evaluation and lack of transparency (ICO, 2025). Documentation of employee analytics and ethics may lead to disapproval of employees. For example, employees at the hair lounge may feel like that are checked without their consent, the believe the data may be incorrect and the data is used unfairly in decisions (CIPD, 2022). In addition to this, the growth of technology has enabled companies to rely on the service for cloud HR systems, self- service, and digital platforms. The use of this allows the cloud HR systems to gather payroll data, attendance, leave management, employee data to improve accuracy and reduce admin work. Alongside this, staff may be clocking in and out through the system. This may lead to grievances for many reasons such as the miscalculations of pay, they believe the system may delay leave approvals and fails to show correct information (CIPD, 2024). 
Factors related to flexible working arrangements. 
Following April 2024, employees are able to request flexible working from the first time they started working at the company. Grievances may arise when these requests are ignored, managers may respond unfairly or employees may misunderstand their rights (ACAS, 2024). In addition to this, when flexible working requests become inconsistent in comparison to another employee, they may feel the organisation doe not treat their staff equitably. For example, when a part time hairdresser is not as available as full-time hairdressers, they may feel like they may be doing more inventory or liaising with customers more and dealing with bookings online. Employees may respond negatively when they believe the policies are applied unfairly which can lead to distrust and the employee may choose to raise a grievance to challenge the unequal treatment. (CIPD, 2023). Furthermore, communication should be effective in workplaces as this may also lead to team misalignment and poor decisions. Employees may feel undervalued when employees fail to communicate clear decisions around flexible working. Poor communication can lead to delayed responses and lack of clarity (ACAS, 2023). Next, the workload inequality can lead to grievances. For example, employees with flexible working can be perceived as unequal workload distribution. Full time employees may feel overburdened when other employees complete fewer tasks or have less availability (Kelliher & Anderson, 2010). 
Evaluation of the Maslow’S Hierarchy of Needs 
[bookmark: _Int_dwe79IXJ][bookmark: _Int_eduS339Z]Maslow’s Hierarchy of Needs is a motivational theory in psychology that consists of a five-tier model of human needs and is often portrayed as hierarchical levels within a pyramid. The first tier is ‘self actualisation’ which is the desire to become the most that one can be. Sometimes in the workplace self actualisation might not be met due to lack of training and progression opportunities that may be given to other staff (McKinsey & Company, 2025). Then ‘esteem’ which is respect, self-esteem, stratus, recognition, strength and freedom. When employees begin to feel undervalued or like they are treated unfairly, grievances may emerge quickly. For example, if one beautician is receiving more clients than others, they may be to feel unappreciated. When other employees are given more opportunities, praise of influence, they may experience diminished esteem (Harvard Business Review, 2025).  After this there’s ‘love and belonging’, this is friendship, intimacy, family and sense of connection. When employees feel like they are excluded from decisions such as client bookings or introduced technology they may have to use such as straighteners or hot combs, or they are alienated from new teams, they might start to feel a loss of belonging. For example, exclusion from transformation meetings or information sharing (World Economic Forum, 2024). The next tier is ‘safety needs’ which is personal security, employment, resources, health and property. Lastly, there’s ‘physiological needs’ which is air, water, food, shelter, sleep, clothing and reproduction (Simply Psychology, 2025). Grievances can advance when employees feel uncertainty about their job security. For example, if there is miscommunication between the team, they may feel as though they are unable to trust their colleagues. 
Evaluation of the Kahn engagement theory 
Next I will evaluate digital technology trends with the use of the ‘Kahn’s theory of employee engagement.’ Kahn’s theory of employee engagement describes employee engagement as ‘harnessing organisation members’ selves to their work roles’. Such as ‘meaningfulness’ which refers to how the employee understands the meaning of their work, the benefit and are invested in the process. In a hair salon when task feels worthwhile the employee may get a sense of enjoyment and creativity from these tasks that may align with their identity they are more likely to be engaged. However, if technology was to replace this with AI hair suggestions or digital customer self service systems, they stylists may feel as though there is a loss of professional identity or reduced job satisfaction (Bolton S, 2021). Then ‘safety’ refers to how safe an employee feels a in the workplace psychologically and physically. With the use of online reviews on Google and many other platforms, customers are able to upload reviews of the company if the company is not satisfied with reviews or if they are receiving poor reviews, the employees may tend to leave the company as they do not want to damage their reputation (Luca M, 2016). Then ‘availability’ which refers to how available an employee is and includes psychological and physical limits an employee may have (Indeed, 2025). Digital training is important for staff who may not be as qualified as it can lead to mistakes, physical and mental burnout, customer complaints and internal conflict (Comyn P & Brewer L, 2018). 
Evaluation of Herzberg’s Two-factor Theory of Motivation Hygiene
The next theory I will use to evaluate grievances towards flexible working arrangements within the Hair Lounge is Herzberg’s Two-Factor Theory of Motivation Hygiene. It argues that job satisfaction and dissatisfaction exist in two different ways such as ‘hygiene factors’ and ‘motivation factors’ (Bhatt et al, 2022). When it comes to flexible work arrangements within the hair salon there may factors that may affect a stylist’s motivation at work. For example, working conditions, pay and flexible scheduling would be considered essential regarding the retention of employee satisfaction (Sobiah et al, 2020). The use of flexible working arrangements can relieve work-family conflicts and decrease job dissatisfaction (Thant,2023). In relation to the Hair Lounge, work-life balancing can be difficult if working hours are irregular. This can lead to an employee concern due to job security and the changing rate of pay. 

How can departmental managers ensure an increase in communication is implemented as a matter of urgency?
The first step to implementing an increase in positive communication is short daily staff meetings at the start of the day. The will firstly create a positive environment and ensure employees are updated with essential information such as booking, change in staffing and daily going to reduce misunderstandings (KPI,2025). The use of the meetings will also create a sense of accountability and responsibility. Each employee will have the responsibility to share what they are doing, what they plan to do and any issue they may be facing so they can work collaboratively and solve the problem together (Groval Euler’s, 2025). In addition to communication, a shared messaging platform is a great way to improve communication when the teams may be in separate environments. This can ensure updates and procedures that is visible to everyone to reduce verbal messages that can be forgotten easily or misheard (Business & Industry, 2023). Furthermore, the use of a communication board is also essential to team communication. The use of communication boards, enables staff to update daily goals, assignments and offers. This enables employee that may not have been available to the meeting to stay updated with the salon (Nightingale Studio, 2025). This also ensures critical information is visible and supports transparency, it also reduces ‘gossip-based’ communication which can lead to miscommunication (Beauty Launchpad, 2019). Additionally, regular meetings such as weekly or monthly can be essential as it gives the salon team time to review standards and update new products or techniques which can lead to team training. Alongside this, employees can give feedback on salon techniques, whether it is working well for the salon or not and continue to improve the salon (Salon Life, 2025).
How can departmental managers integrate HR technology as a matter of urgency?
There are many ways that managers can integrate HR technology as a matter of urgency. For example, the use of a HR system that staff is able to use from the comfort of their homes. Such as the use of payroll systems (payslips), the ability to see annual leave and holidays amount, contracts and important documentation (Trinet,2022). This will give managers more time to focus on important tasks such as staff support and training (HR, Cloud, 2025). HR systems combine workforce data such as attendance, training and performance in the same place, this enables managers and HR to analyse analytics, patterns, staffing needs and skill gaps (Brightmine, 2024). This supports proactive planning such as the scheduling of staff before busy periods and support in training where necessary which is essential in a salon. In addition to this, HR systems reduce paperwork and also reduce the risk of lost paperwork, misfiling and inconsistent record-keeping (PeopleHr, 2025). The use of HR systems also supports the growth of a salon with the use of digital onboarding, scheduling, payroll, leave management and communication (TeamLease, 2025). 
Conclusion
In conclusion, there are many ways to identify and solve grievances at the Hair Lounge as a result of poor communication, change in employment and management, challenges with the use of technology and inconsistent flexible work. From my research, I can conclude that employee may feel to raise concerns when they may feel excluded, treated unfairly or not supported. With the use of the Maslow, Kahn and Herzberg’s theory, I was able to identify how needs may be unmet at the workplace, what may lead to low engagement and dissatisfaction. Managers can improve communication with the use of meets, message platforms and information boards to reduce miscommunication. The use HR technology supports managers to stream processes, reduce errors and provide staff access to their information. 
Recommendation 
To reduce grievances at the workplace, moving forward I will introduce team meetings in the morning, weekly and monthly when possible. This will ensure employees are consistently updated and are able to raise concerns early to reduce and eliminate the risk of grievances. I will implement the use of a communication platform to keep staff updated at all times and ensure communication across all teams. I will also introduce the use of a communication board in the staff room to ensure all staff are updated. Alongside this, I will provide training to staff to use HR systems so they have access to their information, ability to see their holidays, rota etc. 
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