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Introduction

In today’s rapidly evolving business environment, organisations are increasingly adopting digital technologies and flexible working practices to remain competitive and responsive to changing workforce expectations. While these changes offer strategic benefits, they may also create challenges relating to employee relations, organisational culture and leadership capability. As a result, many organisations experience increased grievances during transformation periods, which can negatively affect engagement, morale, and productivity.
Cadbury, a long-established confectionery manufacturer headquartered in Birmingham and part of Mondelēz International, is currently undergoing significant structural and technological transformation. During this transition, there has been a noticeable rise in employee-related concerns, particularly linked to digitalisation, changes in work processes, and the introduction of flexible working practices.
This report explores key factors contributing to workplace grievances and evaluates contemporary HR practices that could support Cadbury in navigating transformation more successfully. The report also assesses the role of departmental managers in ensuring these practices are implemented urgently and effectively.
















Factors Relating to Business Transformation, Digital Technology Trends and Flexible Working at Cadbury
In recent years, Cadbury has undergone significant business transformation driven by internal organisational goals and external market pressures. As part of Mondelēz International, Cadbury operates in a competitive global food manufacturing environment where efficiency, innovation, and rapid response to consumer demand are central to sustained success. Business transformation within Cadbury has been shaped by increasing automation in manufacturing, restructuring across departments, and the adoption of data-driven operational systems aimed at improving productivity, quality control, and cost efficiency. These organisational changes, while strategically beneficial, have also contributed to uncertainty among employees, particularly those with long service who may perceive transformation as a threat to job security, role identity, and organisational culture.

Digital technology trends have played a central role in this shift. Cadbury has increasingly integrated Industry 4.0 systems, such as automated production lines, digital performance monitoring, artificial intelligence (AI)-supported quality inspection, and enterprise resource planning (ERP) software. These technologies are designed to streamline processes and reduce manual errors; however, their introduction has highlighted skill gaps within the existing workforce. Employees lacking confidence in digital literacy may feel overwhelmed, resistant to change, or anxious about job displacement. Additionally, the rapid implementation of digital systems has increased the volume of communication, reporting, and compliance procedures required for employees, which may contribute to feelings of workload intensification. From a cultural perspective, employees may also view digitalisation as diminishing the craftsmanship and heritage historically associated with the Cadbury brand.

Flexible working arrangements represent another significant factor influencing employee experience during transformation. Following the COVID-19 pandemic, Cadbury, like many organisations, adopted hybrid working for office-based staff, while manufacturing employees continued onsite work. This dual system has raised perceptions of inequality and fairness between employee groups. Office staff may benefit from improved work–life balance and autonomy, while factory workers may feel overlooked, undervalued, or excluded from modernisation benefits. Furthermore, flexible working has challenged traditional management structures, requiring leaders to adapt communication styles, implement digital collaboration tools, and shift from presenteeism-based supervision to outcome-based performance management.
Another factor linked to flexible working is the change in team dynamics. Remote working may lead to reduced social interaction, weakened workplace bonds, and communication breakdowns. For some employees, particularly new starters, hybrid or remote working can create challenges in training, onboarding, and accessing informal support networks. Conversely, employees who prefer flexible working may perceive managerial attempts to restore traditional working patterns as restrictive or outdated. These contrasting employee expectations can result in conflict, frustration, or reduced engagement if not managed effectively.
The cumulative impact of these business transformation factors has contributed to an increased number of workplace grievances within Cadbury. Many grievances relate to communication issues, perceived lack of consultation, unclear expectations, and inconsistent implementation of new practices across departments. While the organisation understands that technological and operational change is necessary for future competitiveness, the pace and scale of change have created emotional strain among employees who must adapt rapidly.
Overall, business transformation, digitalisation, and flexible working have reshaped Cadbury’s working environment. While these factors support innovation and operational efficiency, they also create complex organisational challenges. Addressing these concerns requires strong leadership, effective communication, and HR practices tailored to the evolving workforce expectations. The next section will examine contemporary HR strategies that can be applied to minimise disruption, strengthen engagement, and support employees throughout the transformation process










Evaluation of Contemporary HR Practices to Address Transformation, Digitalisation and Flexible Working at Cadbury
To successfully manage business transformation, digital technology integration, and flexible working arrangements, Cadbury must adopt contemporary Human Resource practices that support both organisational objectives and employee wellbeing. The following section evaluates several HR strategies that are particularly relevant to the current challenges faced within the organisation.
One of the most effective HR practices for supporting transformation is strategic change management, which includes a structured approach to planning, communicating, and implementing change. This involves early employee consultation, transparent communication about the purpose and benefits of transformation, and opportunities for staff feedback. When employees feel informed and included in decision-making, resistance to change is reduced and trust in leadership strengthened. At Cadbury, adopting a more robust change management framework would help to address grievances related to fear, uncertainty, and perceived unfairness.
Another key HR practice relates to continuous learning and development to address the digital skill gaps emerging from technological advancements. Cadbury can implement digital skills-based training, reskilling programmes, and personalised learning pathways to help employees adapt to new technologies at a comfortable pace. Offering certifications, mentoring, and peer-learning initiatives not only supports performance readiness but also enhances employee confidence and engagement. Employees are more likely to embrace digitalisation if they understand how it enhances their roles instead of replacing them.
To complement skills development, HR can introduce talent management strategies focused on career progression within the new digital landscape. Workforce planning, internal mobility schemes, and talent pipelines ensure employees see long-term opportunities within the organisation rather than fear redundancy. This practice addresses a core cause of grievances: anxiety around job security. By reinforcing the message that transformation enables future growth for employees as well as the business, Cadbury can strengthen organisational commitment.
Where flexible working is concerned, clear and fair hybrid working policies are essential. The HR department must ensure consistent and equitable practices between remote and onsite workers. This includes establishing role-based criteria for hybrid eligibility, transparent scheduling systems, and equal access to training and development opportunities. Providing factory workers with flexibility alternatives — such as shift-swapping, compressed hours, or wellbeing-focused benefits — can reduce the perceived divide between employee groups. Fairness in policy implementation is crucial for preventing grievances related to workplace inequality.
Digital collaboration tools form an essential part of flexible working, but their success depends on effective performance management. HR can support managers by introducing outcome-based performance frameworks that focus on productivity and quality rather than physical presence. This practice requires managers to set clearer objectives, have regular check-ins, and encourage self-management skills within teams. A performance model aligned with flexible working promotes trust, autonomy, and accountability — all of which contribute to improved morale and reduced conflict.
Employee wellbeing has become a strategic priority within modern HR management. Cadbury can strengthen wellbeing initiatives by providing mental health support services, digital wellbeing training, and workload management processes. Wellbeing ambassadors and HR business partners can offer early-intervention support before concerns escalate into formal grievances. When employees feel valued and supported on a personal level, they are more resilient to organisational change.
Finally, employee voice mechanisms are critical to maintaining positive relations. HR can implement regular pulse surveys, digital suggestion platforms, open forums, and enhanced grievance resolution procedures. Giving employees a safe environment to express concerns helps the HR team identify emerging issues early and respond effectively. This practice also reinforces a culture of transparency and empathy, both of which are essential for maintaining trust during transformation.
Overall, contemporary HR practices such as structured change management, digital-skills development, fair hybrid policy enforcement, updated performance management frameworks, wellbeing initiatives, and enhanced employee voice mechanisms are essential tools for addressing the challenges Cadbury faces. When combined, these practices not only reduce workplace grievances but also unlock the full potential of business transformation. The following section will critically examine how departmental managers can ensure these practices are implemented urgently and consistently across the organisation.











Critical Evaluation of How Managers Can Ensure These HR Practices Are Implemented Urgently
The successful implementation of contemporary HR practices at Cadbury depends significantly on the capability and commitment of departmental managers. While HR can design policies and frameworks, managers act as the operational link between strategy and day-to-day reality. Therefore, strong, adaptive leadership is essential to ensure that the proposed practices are embedded effectively and with urgency.
One key responsibility of departmental managers is to demonstrate visible and consistent leadership throughout the implementation process. This includes clearly communicating why change is necessary, what is expected, and how the transformation aligns with organisational values and long-term goals. When managers communicate confidently and consistently, employees are more likely to view changes as purposeful rather than disruptive. However, where leadership communication is inconsistent or reactive, resistance and mistrust may increase. Managers must therefore prioritise communication planning as a core part of implementation rather than as an optional step.
To ensure urgent implementation, managers also need to adopt a coaching-based leadership style rather than a top-down directive approach. Coaching encourages employee engagement, collaboration, and problem-solving, helping individuals adapt to new systems and working arrangements. Managers who provide regular feedback, mentoring, and learning support contribute to a positive change experience and help reinforce the organisation’s learning and development initiatives. Without this relational style of leadership, employees may feel unsupported or overwhelmed by change, leading to delays and additional grievances.
Monitoring progress and employee response is another critical area. Managers must apply data-driven performance and wellbeing monitoring to understand whether new practices are effective. This may include using digital dashboards to track KPIs, monitoring employee engagement scores, or reviewing feedback from pulse surveys and one-to-one meetings. Acting promptly on emerging issues helps prevent small frustrations from escalating into resistance or disengagement.
Consistency in implementing flexible working policies is also essential. Managers must ensure fairness in scheduling, workload distribution, access to opportunities, and performance evaluation. This requires a mindset shift from presenteeism to outcomes-focused management. Without consistency, flexible working may reinforce inequality rather than mitigating it, worsening rather than reducing workplace grievances.
To support urgent implementation, managers must also develop strong collaboration with HR. This includes participating in training, attending policy briefings, and offering practical feedback to refine or adapt processes. Managers who attempt to implement change independently without HR partnership may unintentionally create conflicting practices across departments, causing confusion and dissatisfaction.
Finally, managers must lead by example by embracing digital tools, flexible practices, and continuous learning themselves. Employees are more likely to adopt new behaviours when they see leaders modelling them confidently. Conversely, if managers resist change or revert to old habits, employees will follow suit, slowing organisational progress.
In summary, departmental managers play a critical role in ensuring urgent and successful implementation of contemporary HR practices at Cadbury. Through consistent communication, coaching-based leadership, data-driven decision-making, fair application of flexible working policies, HR collaboration, and role modelling, managers can create a supportive environment where transformation is understood, accepted, and embedded across the organisation. These behaviours are essential not only to reduce current grievances but also to strengthen Cadbury’s long-term organisational culture and readiness for future change.

























Conclusion
Cadbury’s current business transformation presents both opportunities and challenges. The introduction of digital technologies and flexible work models offers potential improvements in efficiency, innovation, and workforce satisfaction. However, these developments have also contributed to increased grievances associated with uncertainty, skill gaps, communication challenges, cultural disruption, and perceptions of unequal treatment.
To address these concerns, Cadbury must apply contemporary HR practices such as structured change management, digital learning and development, equitable hybrid working policies, wellbeing support, and enhanced employee voice mechanisms. While HR can design and facilitate these strategies, successful implementation ultimately relies on departmental managers.
Managers must adopt adaptive leadership behaviours that prioritise transparent communication, coaching, fairness, performance monitoring, and strong collaboration with HR. By doing so, managers will help ease employee anxiety, strengthen motivation, and reduce resistance to transformation.
Overall, ensuring effective implementation of these HR practices will support Cadbury in building a resilient, inclusive, and future-ready workforce capable of thriving within a modern digital manufacturing environment.
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