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[bookmark: _Toc216816128]INTRODUCTION
After I graduated, I started working in the Human Resources department at Uniserve, which is one of the UK’s leading logistics and supply chain organisation, located in Essex, London. In my first month, I noticed a big rise in employee complaints, which showed that there were serious problems with changes in the business, quick digital updates, and new flexible work options. These changes were meant to make the organization work better and compete more effectively, but they ended up causing confusion, resistance and unhappiness among the staff.
This report aims to look into the reason behind these problems and see how modern HR practices can help manage change better. First, it will explain the specific factors in the organization related to business changes, digital technology trends, and flexible working, Then, it will review the HR practices that are meant to approach these issues. Finally, it will critically look at how departmental managers can ensure that these practices are put into action quickly and effectively. The report will end with suggestions to help reduce complaints and boost employee engagement and overall performance.
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Business transformation means making big changes in how a company is set up, how it works, its culture and its plans to deal with outside challenges like competition, new technology, and what workers expect. (L. Jegatha Deborah et al., 2023)
 In the UK, companies have been changing mainly to stay competitive in a fast-moving business world. But if these changes are not handled well, they can make employees anxious, confused about their roles, and lead to more conflicts, which helps explain why complaints are increasing. One major part of this transformation is changing the organization’s structure.
During this process, jobs have been redefined, teams have been combined and reporting structures have been changed. Even though these adjustments are meant to make things run more smoothly, they can also create worries about job safety and chances for advancement. Employees might feel like they have less control or think that the decisions being made are unfair, which can lead to them feeling disconnected and filling complaints. Another important factor is how digital technology trends are affecting the organization. New HR systems, online teamwork tools, and automation have been introduced. While these digital changes can help with productivity and making decisions, they also mean that employees need to learn new skills. Some workers find it hard to keep up with technology, and others are scared that automation might take over their jobs. This gap in skills and the fear of losing their jobs can make employees more stressed and resistant to change, especially those who have been with the company for a long time.
Moreover, being constantly connected digitally has made it hard to separate work from personal life. Workers might feel they have to reply to emails or messages even after hours, which can add to their stress and unhappiness at work. If there aren’t clear rules about using technology, it can cause more problems than help. (Jelassi and Martínez-López, 2020)
Another big factor is flexible working options. The company has started allowing remote work, hybrid setups and flexible hours because employees wanted it and because of what people expect after pandemic. While having flexibility can help with a better work-life balance and less time spent commuting, it also brings some issues. Some workers might feel lonely when they work from home, and managers might find it hard to keep track of how well everyone is doing. If different departments apply flexible working in different ways, it can make some employees feel like they are being treated unfairly.
Lastly, the culture of the organization is important. A traditional way of managing that focuses on being present at work can clash with flexible and digital working styles. If the top leaders and managers don’t show trust in their employees, workers might think that flexibility isn’t really supported, even if the official rules say it is. This gap between what is said in policies and what happens in real life can lead to complaints.
In the end, communication is super important. When things are changing, not having enough clear communication can make people feel even more unsure. Workers might not really get why things are changing, how it impacts them, or what help they can get. This lack of openness can hurt trust and lead to more problems between employees.
All in all, even though changing businesses, going digital, and having flexible work are really important for a company to do well, not handling how these changes affect people has led to more complaints in the company.
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Modern HR practices are important for helping employees when big changes happen jn a company. One important practice is planning for the workforce. By figuring out what skills will be needed in the future and where there are gaps in the workforce, HR can make sure that employees are ready for changes in technology. This means providing training to help employees learn new skills, which can ease their worries about losing their jobs and boost their confidence in using new tech. (Leatherbarrow and Fletcher, 2018)
Learning and development(L&D) is super important for closing the gap in digital skills. Providing special training programs, online courses and coaching can help employees who are at different levels of tech skills. Ongoing learning shows that the organization cares about helping employees grow, which can make them more engaged and less resistant to change.
Another key HR practice is managing change. Using structured models for change, like Lewin’s change model Kotter’s eight-step process, can help companies handle transformations better. (Boddy, 2017) HR can help by encouraging discussions, getting employees involved, and making sure that changes happen slowly instead of all at once. When employees feel heard and included, they are more likely to accept the changes.
Employee engagement and communication strategies are important. Regular updates, feedback systems and employee surveys help HR keep track of how employees feel and tackle issues early on. Clear communication about why changes are happening and what benefits they bring helps build trust and lessen worries. Two-way communication methods, like virtual town halls or focus groups, let employees share their concerns and feel appreciated. When it comes to flexible working, having fair and consistent policies is key. HR needs to make sure these policies follow UK employment laws and are applied the same way in all departments. Having clear rules about who is eligible, what is expected and how performance is measured helps avoid feelings of unfairness. Plus, HR can give managers tips on how to effectively manage remote and hybrid teams. (Beardwell and Claydon, 2017)
Wellbeing and work-life balance programs are another important part of modern HR practices. Support for mental health, employee assistance programs, and clear limits on digital communication can help deal with stress that comes from digitalization and flexible working. Promoting wellbeing shows a focus on people and can help lower absenteeism and complaints.
Lastly, performance management systems need to change to fit new working styles. Old performance measures based on hours worked or being physically present don’t work anymore. HR can start using outcome-based performance management, which looks at results, behaviours, and skills. This method fits better with flexible working and helps build trust between employees and managers.
In summary, modern HR practices offer great tools to handle the human side of changes, digital technology, and flexible working. But for them to work well, they need to be applied consistently and have strong support from management. (Pawłowska, 2022)
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Departmental managers are really important for making sure that modern HR practices are put into action quickly and effectively. Even though HR creates the policies and frameworks, it’s the managers who have to make them work in real life. One big problem is that managers might not have the skills or confidence to handle change, use digital tools and manage flexible teams well. (Biech, 2022)
First of all, managers need to be change agents. They are usually the first people employees talk to, so they can really affect how change is seen. If managers don’t communicate well or seem resistant to change, employees are more likely to push back against it. Good managers explain why change is happening, listen to concerns with understanding, and support the goals of the organization. Next, managers need to show digital leadership. This means they should be good at using digital systems and encourage their teams to do the same. If managers don’t engage with technology, they can hurt the efforts to transform digitally. On the other hand, managers who show good digital habits can help ease worries and encourage their teams to adopt new tools.
Managing flexible work arrangements also means that managers need to change how they think. They should stop micromanaging and start trusting their teams. This means setting clear expectations, focusing on results and keeping in touch with remote workers regularly. When managers have mixed feelings about flexible work, it can lead to a lot of complaints, showing that there needs to be clear accountability. Ali, M. (2021)
However, managers often deal with a lot of pressure, like meeting performance goals and having limited resources. It might be unrealistic to expect them to quickly implement new HR practices without enough support and training. So, organizations need to invest in programs that help managers develop skills in change management, communication and managing people.
Moreover, senior leaders need to make sure that managers are responsible for their actions. Having clear goals related to employee engagement, wellbeing and following HR rules can help encourage the right behaviours. If there is no accountability, HR programs might be done just for show of completely overlooked.
To sum it up, managers in each department play a key role in making modern HR practices work well. How they act, and their dedication have a direct impact on how employees feel during changes. To implement these changes quickly and effectively, we need training , support and strong teamwork from leaders.
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In summary, this report has analysed the elements affecting business transformation at Uniserve, with an emphasis on digital technology trends and adaptable working conditions. It has assessed modern HR practices aimed at tackling these challenges and has critically evaluated the function of departmental managers in facilitating prompt implementation. The results underscore that a robust HR strategy, backed by competent and responsible management, is crucial for minimizing employee grievances and attaining long-term organizational success.
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Uniserve should keep investing in ongoing digital skills training, improve communication about changes and make flexible working policies the same in all departments.
HR needs to grow wellbeing programs and encourage solving problems early on. 
Senior leader must make sure that department managers follow HR practices regularly to help with successful business changes.
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