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Introduction 
SOAS University of London was founded in 1916 and is a world leading institution specialising in study within Africa, Middle East and Asia. It’s known for its renowned unique academics. Located in the heart of London and provides intellectually stimulating environment, intercultural dialogues encourage critical thinking and transformative learning experience, offers different range of humanities programs for studies such as social sciences, law and languages and fostering a deep understanding of global issues and diversity of culture, the University attracts students from all around the world. It is recognised for commitment to human rights, social justice and sustainable development. As a HR Leadership manager, the role is responsible for setting direction and motivating people and ensure goals are achieved ethically and effectively. Also, I as a leader I must communicate vision, make decision, manage resources and create a positive culture, develop teams, accountability support staff and guide organisational chance while achieving strategic objective. ​You​
Technological progress also continues to reshape the UK university sector, particularly through the adoption of online learning systems, digital administration, remote communication platforms and data-driven academic processes. Technology is no longer a supplementary component of higher education, but a central operating requirement for teaching delivery, research collaboration and organisational administration. For SOAS, this transition presents important opportunities for global academic engagement, while also creating challenges relating to digital capability, training and IT-based working practices amongst its workforces.

Furthermore, flexible working arrangements have become more prevalent across universities, particularly following the increased normalisation of hybrid working during and after the COVID-19 period. At SOAS, flexible working has become an important mechanism for supporting academic autonomy, research productivity and staff wellbeing, while also addressing operational pressures relating to student demand and international recruitment. However, flexible working policies also generate complexity in managing performance, maintaining departmental cohesion and sustaining a sense of institutional identity.

This report therefore examines how societal changes, technology trends and flexible working arrangements influence employment practices at SOAS University of London and evaluates contemporary HR approaches that support a responsive and sustainable workforce strategy within the institution.


1.An explanation of the specific factors related to societal changes, technology trends and flexible working arrangements within the organisation

The specific factor related to business transformation for SOAS University of London as a part of commitment to innovation and continues improvement SOAS University has embarked on a business transformation project that aimed a modernising operational enhancing students and staff experience and ensuring long term institutional sustainability this aligns with SOAS strategies vision to become a more agile digitally enable and financially resilient University.
[bookmark: _Hlk215929383]The project focuses on streamlining processes implementing decision making, implementing advance technologies, data, driven insights and cultivating a culture of collaboration systems and practice and accountability by transforming business systems and practice, SOAS is sought to strengthen global reputation, improving services delivery and ensure it remain at forefront of higher education in rapidly changing the world. SOAS ensures support of Societal changed and technological strongly advance influence the strategic direction of SOAS University of London, was increasing global mobility and created demand of culture diversity programmes focused on international relations, Migration and cross understanding cultural core of SOAS and rapid transformation digital this reshaping how students learn , and requirements investment in virtual classrooms, IA enhancing resources and social expectation for equality sustainability assessable online leaning platform  and ethical engagement and integrate responsible practices across teaching and research.
The flexible working arrangement, societal change and technological area insured in order to continue performing my role effectively while balancing my personal responsibilities, over past one month, I have demonstrated my abilities to meet deadline and maintain a higher level of productivity, I’m confident on performance arrangement, the requesting a flexible schedule that allow work from home 2 days  per week and hours work adjust from 8:00 am to 4:00 pm, I believe ongoing commitment to team goals will allow for digital and technological factors that is shape student’s expectations and institutional priorities together with university role in dressing global challenges. better focus on university and will remain meeting, collaboration and communication during agreed hours available. 
Education and literacy trends significantly influence SOAS University of London that growing global interconnection and increasing and  demand for graduate skills in languages, culture literacy and expertise regional and rising awareness of social justice, decolonisation and education encourage universities to diversity curriculum and teaching method, implement in a global literacy and access to education expand SOAS international students base and leaning trend  create expectations for flexible part time and online student option on this option need SOAS to adopted programmes widen participation and this role leading to understanding global societies and fostering adequate education for students.

2. An evaluation of different contemporary HR practices to address each factor

SOAS University of London show commitment to progressive HR practices through polices focused on diversity equality and international academic recruitment, the key strengths is a strong on representation and inclusion that reflecting global institution mission, HR process still require  agility particular in supports workload management staff  development and digital capability, teaching innovation and communities engagement, strong internal communication, transparent  progression pathway, morale and retention and HR practice continues needs modernisation to support organisation change, future workforce need at SOAS. 
SOAS university of London is positioned to offset the mechanistic limitations of scientific management by deploying a mix of people centre, HR practice that restore autonomy and build a capacity and supporting wellbeing strengthen employee voice, like as flexible hybrid work arrangements and directly counter the dehumanising on one size so all work give staff control over where and when work, this improves work life balance and intrinsic motivation, SOAS has a flexible working policy and hybrid working (SOP) that provides a framework for negotiation arrangements and useful baseline for trust and protection operational need.  Flexible working Policy (11 August 2021).
Mitigate monotony this involves enlarging job scope, rotating tasks and meaningful project work so employees gain variety of a skill development opportunities, SOAS emphasis on staff learning and development and HR excellence action plan of capacity to expand training, career pathways, increasing competence and career prospect and this drivers key of motivation.
Addressing psychological and social need requires robust wellbeing and work, the university equality diversity an inclusion strategy and employee assistance and wellbeing benefits create institutional mechanisms to reduce exclusion and support mental health, line manager training, leadership development, trauma informed management and mental health and managers recognise psychosocial risks. (Equality, Diversity and inclusion strategy 2021-25).
Performance management must shift quantitative output metrics to balance scorecards that combine quality, collaboration, development and contribution to institutional values, this introducing regular development conversations and feedback that helping to restore agency and recognition rewarding behaviours and creativity mentoring teaching quality and strategies plan wellbeing, including teams and productivity and policy level to reframe appraisal systems. 
Reducing stress and negative effects of relentless efficiency drivers, workload management and job security and Policies on fixed term employment and effects to decasualise this strategies plan address precariousness with transference workload models and protecting deep work and guard quality, maintaining productivity, clear rule and reasonable workloads.  Policy on the employment of fixed term staff (15 May 2009).

3.Critical evaluation of how departmental managers can ensure these contemporary practices are being implement as a matter of urgency 

Department managers are essential in guaranteeing to the integrity of SOAS university and HR can create efficient systems, and impact determined true actions, consistency and dedication.  
Departmental managers at SOAS university of London must act leadership behaviours model decisively to translate contemporary higher education practices into urgent, and measurable action. The evaluation examines how managers can ensure rapid implementation and recognising institutional constraints, safeguarding academic values.
Managers can accelerate adoption of contemporary practices at SOAS university by prioritising evidence-based goals, and create accountability governance, build capacity, reallocating resources, building capacity, centring student and community voice and iterative evaluation, margin ethical risk, by transparency planning distribute ownership and tangible sort term achievements this align with SOAS academic mission and,  manager should also lobby for central support, share successful models across departments to fostering  institutional learning and scale promising practices effectively and equitable across  departments university and external partners.
At first, clarify priorities like contemporary practices, digital teaching, decolonised curriculum, student wellbeing, equality sustainability, research impact complete for attention, Manager at SOAS  should convene facility to professional staff to mapping  which practices urgently addressing institutional risk and strategic goals and prioritisation must be evidence based on feedback, regulatory requirements retention metric, and create internally publishing to share sense of urgency.
Secondly, build a governance and accountability implementation plan with clear ownership to prevent drift on short time bound and every initiative needs name lead, milestones, and success indicators integrated into departmental performance reviews and annual reports, the central strategy of SOAS is ensures resource require are supported and progress is visible to leader’s seniors.
Thirdly, protect and direct resources, and managers translate strategy into a budget, and funding training for blended learning, reallocate staff time for curriculum, investing on infrastructure accessible digital, support workloads, pragmatic pilots can demonstrate impact and unlock larger institutional investments.
Fourthly, investing in staff capacity and culture, contemporary change often fails when staff lack skill, provide mandatory modular training paired with incentives, and create faculty learning opportunities consistent with communities to share best practices and professional service and include colleagues, leadership must model change visible, consistent messaging front and centre managers signals seriousness.
 Fifthly, student and community voice embed, require co production with student and external partners by transparent responding to how feedback is use that build legitimacy and identifies unintended consequences early.
Sixthly, manager risk and ethics, urgency must not compromise academic freedom, accessible, risk assessment should accompany rapid roll out to identify harms like digital exclusion, mitigation, and ensure governance data for new platforms with institutional complies polices. Smith, J. (2020)
Finally, communication regular concise update celebrating wins and admitting challenges and show quick, visible win and builds credibility for larger reforms.

4.Recommendation  
a. Managers of transformation project have introduced a comprehensive leadership development programme this focusing on communication emotional intelligence and hybrid leadership.
b. The transformation project implementing a leadership competency framework that defining performance standards behaviours for managers.
c. HR analytic feedback to students that determine gap strengths of leadership.
d. Build a coaching and mentoring systems for project to assisting up and coming frontline leaders of transformation project.  
f. Delivering leadership inclusive and unconscious bias training to diversity lessen of complaint and promote tolerance.
g. Established leadership regular forums of communities practices that managers are enabled to discuss difficulties and consider leadership behaviours as a group of transformation projects.

5. Conclusion
 In conclusion, a transformation project at SOAS University of London  represents more than  a structural overhaul and is the opportunity for global understanding, critical scholarship and social justice by embracing strategies reforms like digital learning, inclusive curricula, sustainable practices and enhanced student support and modernise in ways that respect, and  such a transformation project must balance urgent with care and priorities and change should be guided robust resource planning, student engagement and evaluation continues, ensuring  the transition is effective, equitable, and  quality educational.
Digital transformation expectations helping students and employee requirement for inclusive and flexible management style of transformation that impact of leadership capacity.
A well-managed transformation at SOAS University could solidify role as a leading university this responding to the challenges of globalised world producing graduates and equipment to contribute meaningful across culture, disciplines and societies, by combining traditional with culture innovation.  SOAS can secure future sustainability impact fulfilling academic excellence and responsibility societal. And is crucial to be success for many interactions of department managers because must empower their teams with consistency communication and good behaviours and works with HR to rebuilding trust and continues modifications of leadership engagement of transformation project 

6.- References. 
A national framework for NHS – action on inclusion health 2023 (Online) Available at:https://www.england.nhs.uk/long-read/a-national-framework-for-nhs-action-on-inclusion-health/ (Accessed on 9th December 2025)
Brown, P. and Green, R. (2018) Modern Educational Theories.2nd edh. London: Academic Press
Cole, G. and Kelly ,P. (2015) Management: Theory and practice. 8th edn. Hampshire: Cengage Learning
Deesler,G.(2020)Human resource management.16thedn.Harlow: Pearson Education
Department of Education. (2022) Digital Learning Resources. Available at: https://www.educationdepartment.gov/digital-learning(Accessed 10 December 2025).
Flexible working policy 2024(Online) Available at: https://www.soas.ac.uk/sites/default/files/policies-and-procedures/flexworkingproc/file37 776.pdf (Accessed on 9th December 2025)
Robson, C. and McCartan, K. (2016) Real world research. 4th edn. Chichester: Wiley
Robertson, I. and Smith, M. (2020) Personnel Selection and Assessment: Individual and Organisational Perspectives. 2nd ed.
London: Routledge. 
Sellers, P. and Manning, T.(2021)”Recruitment trends and digital interviewing practices post-COVID-19”, Journal of Human Resource Practica, 12(2),pp.45-59.
SOAS University of London (2022) SOAS Strategic Plant 2021:Reimagining SOAS  for the 21st Century. London:
SOAS University . Available at:  https://www.soas.ac.uk/site/default/flies 
SOAS University of London (2022) SOAS Transformation plants being implemented, 6 August. Available at:
 https://www.soas.ac.uk/about/news/soas- transformation plant-being(Accessed:8 November 2025)
SOAS University of London (2024 )HR Excellence in Research Award. Available at:
https://www.SOAS.ac.uk/research/research-and-knowledge-exchange/hr-excellence-research-award(Accesed:8November2025
Taylor, L. (2021)” Decolonising Curriculum Design” in Kumar, S. (ed) Advances in Teaching Methodologies. Oxford: Education Press, pp. 45-60.
UNESCO Protecting critical voices: guidance for human rights, impact assessment on digital platforms 2025 (Online) Available at: https://unesdoc.unesco.org/ark:/48223/pf0000393667 (Accessed on 9th December 2025)
Wilson, A. (2019) “Innovation in Higher Education”, Journal of Educational Research,45(3), pp 123-135.




























































[bookmark: _Hlk215926651] 

image1.jpg
University of Wales
Trinity Saint David




