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[bookmark: _Toc216633651]1. Introduction 
Harvest London is a vertical farming, founded in 2017 with a mission to be a sustainable food system with greater choice organisation (Harvest London, n.d.) that has experienced a noticeable increase in employee grievances during a period of rapid organisational change. The organisation operates in a highly competitive and innovation-driven environment, where sustainability, efficiency and technological advancement are central to long-term success. In recent years, business growth has been supported by the introduction of digital technologies and flexible working arrangements designed to improve productivity and responsiveness. However, these developments have also placed additional pressure on employees.
Organisational change, particularly when implemented quickly, can create uncertainty among employees. Changes to job roles, performance expectations and working patterns often require individuals to adapt to unfamiliar systems and responsibilities. When employees feel unprepared or insufficiently supported, dissatisfaction can emerge, leading to an increase in grievances. In this organisation, grievances have highlighted issues related to communication, workload, fairness and wellbeing.
As a new HR professional, this report aims to analyse the key factors contributing to the rise in grievances, with a particular focus on business transformation, digital technology trends and flexible working arrangements. The report evaluates contemporary HRM practices that can be used to address these challenges and support sustainable business performance. It also critically examines the role of departmental managers in ensuring that HR practices are implemented urgently and consistently. 
[bookmark: _Toc216633652]2. Business Transformation 
Business transformation requires careful strategic decision-making that reflects an organisation’s capabilities and long-term objectives. Although the process is complex, it can deliver significant benefits when implemented effectively. Transformation can improve operational efficiency and productivity through the use of integrated digital technologies and data-driven processes. It also supports stronger financial performance by increasing return on investment over time, while enabling organisations to enhance sustainability and workplace safety through automation and intelligent systems. In highly competitive markets, business transformation may become essential for organisations seeking to maintain or grow their market position(LeanIX,2024).
In this organisation, business transformation has resulted in the reorganisation of teams, the introduction of new performance targets and increased operational demands. Employees who were previously accustomed to stable roles may now be expected to multitask, meet higher productivity standards and adapt to new workflows. When such changes are introduced without sufficient consultation or explanation, employees may feel excluded from decision-making processes. This can reduce trust in management and increase resistance to change.
Another challenge associated with business transformation is role ambiguity. Employees may be unclear about their responsibilities, reporting lines or performance criteria. Uncertainty of this kind can create anxiety and frustration, particularly when employees fear that failure to adapt may affect job security. Research suggests that poorly managed change is a common cause of workplace conflict and grievances(Chartered Management Institute, 2023). If employees perceive transformation as something that is “done to them” rather than “done with them”, negative attitudes are likely to develop. This highlights the importance of people-focused change management approaches that prioritise communication, involvement and support. Without effective HR intervention, business transformation can undermine morale, increase absenteeism and contribute to formal complaints.
Business transformation is a structured process that involves changing an organisation’s strategy, leadership and operating model to improve long-term performance. It requires clear planning, strong leadership oversight and effective coordination across different functions. Successful transformation also depends on engaging employees, reviewing progress continuously and providing training and support to help embed new ways of working (LeanIX,2024).
[bookmark: _Toc216633653]3. Digital Technology Trends 
The introduction of digital systems can improve efficiency but may also create challenges for employees who lack confidence in using new technologies. Poorly managed digital communication can lead to misunderstandings and increased conflict within teams (ACAS, 2023).
Digital transformation has become increasingly important as emerging technologies push organisations to rethink their business models in order to remain competitive. In a fast-changing market, both new entrants and established companies are investing in digital approaches to gain strategic advantage. Digital transformation also allows organisations to review their strategic priorities and decide where resources should be focused, such as replacing outdated internal systems with external software-as-a-service solutions. However, evidence suggests that many organisations struggle to fully realise the expected value of digital transformation, often achieving lower revenue benefits than anticipated due to challenges in implementation and integration (IBM, n.d.).
One key issue is the digital skills gap. Employees may be required to use new systems without adequate training, leading to mistakes, stress and reduced confidence. Workers who lack technological proficiency may feel disadvantaged or fear being replaced by automation. These concerns can negatively affect motivation and engagement.
Digital monitoring systems can also influence employee perceptions. While monitoring is often introduced to improve performance and safety, employees may interpret it as excessive surveillance. If monitoring processes are not explained clearly, employees may feel mistrusted or pressured to perform continuously. This can contribute to stress and dissatisfaction.
In addition, digital communication tools such as messaging platforms and scheduling systems can alter how information is shared. Poorly managed digital communication may result in unclear instructions, information overload or inconsistent messages. 
Highlights that communication breakdowns are a frequent cause of workplace grievances, particularly during periods of technological change.
Without structured digital HRM practices, technology can become a source of conflict rather than support. This reinforces the need for HR strategies that focus on training, transparency and employee engagement when introducing digital tools.
[bookmark: _Toc216633654]4. Flexible Working Arrangements 
Flexible working arrangements have become increasingly common as organisations seek to balance operational demands with employee needs. In this organisation, flexibility includes rotating shifts, weekend work and variable hours to ensure continuous production. While flexibility can enhance efficiency, it can also create challenges if not managed fairly.     (Gov.uk, 2023)
Employees may experience difficulty maintaining a healthy work–life balance when schedules change frequently or at short notice. Irregular working hours can disrupt personal commitments and increase fatigue. Over time, this can lead to stress, reduced wellbeing and dissatisfaction.
Another concern is perceived inequality. Employees working on-site may feel disadvantaged compared to those in administrative roles who may have more predictable schedules. If flexible working policies are applied inconsistently, perceptions of favouritism can emerge. Fairness and transparency are essential for effective flexible working arrangements.
When employees believe that flexibility benefits the organisation more than the workforce, grievances are more likely to arise. This highlights the need for clear guidelines, advance notice and consistent application of flexible working policies.



[bookmark: _Toc216633655]5. Contemporary HRM Practices: Organisational Development 
Organisational development-focused HRM practices aim to support employees during periods of change while aligning individual performance with organisational goals. Effective change management strategies are central to reducing grievances linked to business transformation.
Clear communication is a fundamental HR practice. Regular updates, team briefings and accessible guidance help employees understand the reasons for change and their role within it. Involving employees in discussions and seeking feedback increases commitment and reduces resistance.
Training and development initiatives are also essential. Upskilling and reskilling programmes support employees in adapting to evolving roles and expectations. When employees feel that the organisation is investing in their development, job satisfaction and engagement improve.
Performance management systems should be transparent and supportive. Clearly defined objectives, regular feedback and fair appraisal processes help employees understand expectations and feel valued. These practices contribute to sustainable performance and reduced conflict (CIPD, 2023).
[bookmark: _Toc216633656]6. Contemporary HRM Practices: Digital HRM 
Digital HRM practices focus on supporting employees in the effective use of technology. Structured digital training programmes are essential to build confidence and competence. Training should be ongoing rather than one-off, allowing employees to adapt as systems evolve.
Digital technology has become closely integrated with modern human resource practices and plays an important role in shaping organisational performance. The adoption of digital HR systems can influence how employees interact with structures and technologies, affecting trust, engagement and adaptability. Emerging technologies such as artificial intelligence support more personalised training and learning, helping organisations develop knowledge-based capabilities. However, the use of digital systems in HR can also raise concerns about fairness, transparency and respectful treatment, particularly when decisions are automated. In addition, digital practices such as teleworking influence employee wellbeing and stress levels, highlighting the need for supportive HR policies. Overall, the increasing use of digital technology is transforming workplace practices across industries and requires careful management to ensure positive outcomes for both employees and organisational performance (Shiferaw and Birbirsa, 2025). 
Transparency is also critical. HR must communicate how digital monitoring systems are used and ensure that data is applied fairly and ethically. When employees trust digital processes, resistance and grievances are reduced.
[bookmark: _Toc216633657]7. Contemporary HRM Practices: Work–Life Balance 
Work–life balance-focused HRM practices aim to protect employee wellbeing while maintaining productivity. Fair scheduling, reasonable workloads and access to wellbeing support are essential. Wellbeing initiatives such as mental health awareness training, regular check-ins and access to support services help employees manage stress. By prioritising wellbeing, organisations demonstrate care and responsibility, which strengthens trust, supports performance and reduces employee grievances. (World Health Organization, 2023)
[bookmark: _Toc216633658]8. Role of Departmental Managers 
Departmental managers play a critical role in ensuring that HRM practices are implemented effectively and urgently. Managers act as the link between HR policies and daily operations, making their leadership behaviour highly influential.
Effective communication is a key responsibility. Managers must explain changes clearly, check understanding and provide opportunities for questions. Poor communication is a common source of grievances.
Managers also support learning by encouraging participation in training and providing feedback. However, time constraints and lack of confidence can limit their effectiveness, highlighting the need for managerial development.
Monitoring employee feedback and addressing issues early helps prevent escalation. Managers who apply policies inconsistently risk reinforcing perceptions of unfairness (OECD, 2023).
Leading by example is essential. When managers engage positively with HR initiatives, employees are more likely to do the same.
[bookmark: _Toc216633659]9. Conclusion
This report has examined the factors contributing to increased employee grievances within a London-based vertical farming organisation. Business transformation, digital technology trends and flexible working arrangements have significantly reshaped the employee experience. While these changes are necessary for growth, they can create dissatisfaction if not managed effectively.
Contemporary HRM practices focused on communication, training, fairness and wellbeing play a crucial role in addressing these challenges. Departmental managers are central to ensuring that these practices are implemented consistently and urgently. Effective leadership is essential for reducing grievances, supporting employee development and achieving sustainable business performance.
[bookmark: _Toc216633660]10. Recommendations
· Strengthen communication during periods of change.
· Provide continuous digital skills training.
· Ensure flexible working policies are fair and transparent.
· Enhance wellbeing support for shift-based employees.
· Train managers to implement HR practices consistently and proactively.
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