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                                            Introduction  





Future tech Solutions Ltd is a London-based technology company delivering digital products and IT-enabled services to clients across the UK and international markets. After graduation, I joined the HR department as a Grievance Manager, supported by my leadership and management expertise. During my first month, I encountered an unexpectedly high volume of grievances, suggesting that people practices may not be fully aligned with fast-evolving societal expectations, emerging technology use, and the realities of flexible work. This report explains two key factors under each of these three areas and assesses their organisational impact. It then evaluates three contemporary HR practices employee engagement, learning and development, and remote/hybrid work using relevant HR theories. Finally, it critically evaluates how departmental managers can implement these practices urgently through focused leadership behaviours and improved communication, before offering concise conclusions and recommendations.
  












                              Explanation of Specific Factors

Societal changes (choose 2 factors)

Two societal changes are intensifying grievances at Future tech: globalisation and health-related expectations.

First, globalisation has broadened the workforce and client base, increasing cultural variety in communication styles, conflict norms, and perceptions of fairness. While this diversity is a strength, it can create friction when managers apply informal or inconsistent approaches to feedback, workload allocation, or promotion. Employees may interpret these inconsistencies through the lens of bias, leading to formal complaints. Additionally, cross-border collaboration can add time-zone pressures and unclear accountability, increase stress, and make disagreements more likely to escalate.

Second, the societal shift towards prioritising wellbeing, especially mental health, has raised expectations for psychologically safe leadership. In high-paced tech environments, employees increasingly expect realistic deadlines, supportive line management, and recognition of burnout risks. When workload intensifies without protective measures—such as recovery time, clear prioritisation, and empathetic check-ins—staff may view this as a breach of duty of care. This combination of multicultural complexity and heightened wellbeing expectations creates an environment where grievances become a channel to demand fairness, respect, and sustainable working conditions.
                    
                      Technological trends (choose 2 factors)


Two technology trends most relevant to Future tech's rising grievances are AI/automation and cybersecurity expansion.

First, AI and automation are increasingly embedded in product delivery and internal processes. While they improve speed and accuracy, employees may fear role displacement, deskilling, or unfair performance comparisons between AI-augmented and non-augmented workers. If Future tech introduces AI tools without clear guidelines, training, or transparent job redesign, staff may interpret the change as cost-driven rather than people-centred. This uncertainty can prompt grievances related to job security, workload changes, and perceived inequity in access to tools.

Second, enhanced cybersecurity demands—such as multifactor authentication, data-governance rules, and stricter access controls—change how employees work on-site and remotely. These systems are essential, but they can frustrate productivity if rollout is poorly communicated or inconsistently enforced across departments. Employees may experience increased procedural burden and blame when security incidents occur. Without a supportive learning culture, cybersecurity errors can become disciplinary flashpoints, leading to formal disputes. Together, AI anxiety and cybersecurity pressure can intensify trust issues and perceptions of unfairness.






               Flexible working arrangements (choose 2 factors)


Two flexible-working factors shaping grievances at Future tech are remote/hybrid working and condensed working hours.

First, remote and hybrid work can create unequal employee experiences when managers interpret flexibility differently. Teams may face inconsistent office attendance requirements, varied approval standards, or unequal access to challenging projects. These variations can produce perceptions of favouritism and indirect discrimination, especially if decisions are not documented. Remote work also reduces informal conflict resolution; small misunderstandings can grow when communication becomes text-heavy and time-delayed.

Second, condensed hours—such as four longer days—can support work-life balance but also risk workload compression. Employees may feel pressured to maintain the same output in fewer days, potentially increasing fatigue and error rates. If managers treat condensed schedules as a privilege rather than a structured arrangement with clear performance expectations, disagreements about availability and responsiveness may occur. When combined, these two flexible models require clarity, fairness, and dedicated team norms. Without that, grievances may rise around equity, workload expectations, career visibility, and manager trust.


                   
                     Evaluation of Contemporary HR Practices
        (Choose 3 factors and support each with ONE relevant theory.)
Employee engagement – supported by Kahn’s Engagement Theory


Employee engagement is a contemporary HR priority that can directly reduce grievance intensity by strengthening trust, voice, and psychological safety. Kahn’s theory suggests engagement depends on meaningfulness, safety, and availability. At Future tech, grievances linked to globalisation, wellbeing expectations, and AI-driven change may reflect declining psychological safety or uncertainty about role value. Engagement practices such as pulse surveys, structured listening forums, and manager-led action planning help employees feel heard, reducing the likelihood that dissatisfaction escalates into formal complaints.


However, the value of engagement initiatives depends on visible follow-through. If employees share concerns about inconsistent hybrid rules or AI-related workload shifts but see no change, the engagement process itself can deepen frustration. Therefore, Future tech should link engagement data to concrete interventions: workload reviews during peak delivery cycles, transparent communication on AI job impacts, and inclusion-focused team norms. When employees experience real influence over decisions and feel safe raising concerns early, engagement becomes a preventative mechanism, not just a measurement tool.

Learning and development – supported by Maslow’s Hierarchy of Needs


Learning and development (L&D) addresses grievances rooted in technological acceleration and skills inequality. Using Maslow’s framework, L&D supports security (through employability), belonging (through inclusive access), and esteem/self-actualisation (through mastery and career growth). At Future tech, AI adoption and strengthened cybersecurity requirements are changing role expectations quickly. Without structured upskilling, employees may feel threatened, undervalued, or unfairly judged—key triggers for formal disputes.


Contemporary L&D practices include skills frameworks, personalised learning pathways, micro-credentials, and protected learning time. These approaches send a strong organisational message: technology is not replacing people; it is reshaping capabilities with support. Yet L&D can fail if access is uneven or if training is presented as an additional burden rather than integrated into working time. Future tech should therefore standardise development entitlements across departments and align learning goals to real role pathways. This reduces the risk of grievances around unrealistic expectations, inequitable opportunity, or punitive responses to capability gaps.




Remote and hybrid work – supported by McGregor’s Theory X and Theory Y


Remote and hybrid work policies are now coring contemporary HR practice. Theory X and Theory Y highlight a key risk: managers who assume employees require close control (Theory X) may over-monitor remote staff or restrict flexibility, while managers who trust employees as self-motivated (Theory Y) are more likely to implement fair, outcome-focused systems. At Future tech, grievances about inconsistency, visibility bias, and workload ambiguity may arise where managerial beliefs drive uneven application of policy.


A modern remote/hybrid approach should include clear eligibility criteria, team charters, and output-based performance metrics. This reduces reliance on subjective judgements. Future tech can also provide manager coaching on leading distributed teams, focusing on trust-building, documentation norms, and equitable project allocation. The evaluation suggests that hybrid success is less about the policy document and more about managerial mindset and capability. Shifting managerial practice towards Theory Y behaviours—autonomy, accountability, and shared goals—can reduce conflict and support sustainable performance across diverse and flexible teams.

Critical Evaluation: How Departmental Managers Ensure Urgent Implementation


To implement contemporary HR practices rapidly at Future tech, departmental managers must take decisive ownership of behaviour change and operational consistency. Two urgent practices are most effective: leading by example and increasing communication.

Lead by example is critical because policy credibility depends on what employees observe daily. If leaders advocate wellbeing but celebrate excessive overtime, or promote hybrid fairness while informally rewarding office presence, mistrust will intensify. Managers must model healthy boundaries, transparent decision-making, and inclusive team norms. This includes visibly using flexible options themselves where appropriate, documenting rationales for access decisions, and managing workload with realistic prioritisation. Leadership role-modelling also matters in technology adoption: when managers engage in learning alongside their teams—such as AI tool training or cybersecurity refreshers—it reduces fear and signals collective responsibility rather than top-down enforcement.

However, leading by example requires accountability structures. Future tech should embed people-focused metrics into managerial performance review—such as grievance patterns, engagement outcomes, retention risk, and evidence of development planning. Without these mechanisms, urgent implementation becomes inconsistent, leaving HR to manage the consequences of uneven leadership behaviour.

Increase communication is equally urgent because many grievances escalate due to ambiguity and silence. In fast-moving hybrid and tech-driven contexts, employees interpret gaps in information as lack of fairness or hidden agendas. Managers should hold regular short-cycle check-ins, clarify priorities during high-pressure delivery periods, and consistently explain policy interpretation at team level. Communication should be two-way: managers must create space for dissent, early problem reporting, and restorative conversations before formal routes are triggered.

To strengthen this practice, Future tech could standardise communication rhythms across departments—weekly team updates, monthly workload reviews, and quarterly skills and career discussions. Managers should also be trained in conflict-competent communication: active listening, neutral language, and early mediation cues. This matters particularly in culturally diverse teams where the same message can be perceived differently depending on communication norms.

Critically, these two practices are mutually reinforcing. Leading by example without communication risks misunderstanding; communication without role-modelling risks cynicism. When managers embody the values behind engagement, L&D equity, and fair hybrid implementation—and explain decisions openly—employees are more likely to interpret challenges as solvable operational issues rather than personal injustice. This is how Future tech can reduce grievances quickly while building a more resilient people culture.




                                            
                                              Conclusion



This report investigated the alarming number of grievances at Future tech Solutions Ltd by focusing on societal changes, technological trends, and flexible working arrangements. The findings indicate that globalisation and rising expectations around employee wellbeing are increasing sensitivity to fairness, inclusion, respectful leadership, and sustainable workload. In parallel, the growing use of AI/automation and stricter cybersecurity requirements are reshaping job roles and accountability, generating anxiety where communication, training and ethical guidance are insufficient. Finally, remote/hybrid work and condensed hours are creating inconsistency across departments, blurred boundaries and concerns about equal visibility and progression. Overall, grievances at Future tech reflect not only policy gaps but uneven managerial practice that requires urgent alignment.






                                        Recommendations




Future tech should urgently standardise flexible working by introducing a clear hybrid policy supported by team charters, consistent eligibility criteria, and outcome-based performance measures. The organisation should publish an ethical AI and cybersecurity framework that explains role impacts and embeds mandatory, protected learning time to reduce fear and skills-related conflict. A strengthened employee voice system—pulse surveys, listening forums and rapid response action logs—should be implemented to prevent escalation. Departmental managers must be trained and evaluated against people KPIs, including engagement, wellbeing, and grievance trends.
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