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3. 

1. Introduction:
This report is written as part of my role as a new Human Resources (HR) officer at (Mercedes-Benz UK), based in London. In my first month working in HR, I noticed that there were many employee grievances. Many workers were unhappy and confused, and this was worrying for the management team. After looking into the issues, I have found that most problems are connected to business transformation, new digital technology, and flexible working arrangements.
Business transformation means the company is changing the way it used to works. This includes changes to job roles, teams, rewarding systems, and recruitment processes. As Armstrong (2020) explains, when changes happen quickly, employees may feel insecure and unsure about their future. This can cause stress and misunderstandings between managers and staff. Burnes (2017) also says that lack of information during change is a main reason why employees raise complaints.
Digital technology is now used more in HR and daily work. For example, online recruitment systems, digital performance reviews, and online communication tools are very common. Dessler (2020) explains that these systems can help the business, but employees need time and training to feel comfortable using them.
Flexible working, such as working from home or hybrid working, is also common at Mercedes-Benz UK. ACAS (2022) explains that flexible working can help employees balance work and personal life, but it can also cause problems if it is not managed fairly.
The aim of this report is to explain the main factors related to business transformation, digital technology, and flexible working at Mercedes-Benz UK (London). I also tried my best to link these changes to real problems employees face every day, such as stress, confusion, and feeling treated unfairly at work. It will also look at HR practices that can help deal with these issues and explain how managers can make sure these practices are used properly. 



2. Factors Related to Business Transformation, Digital Technology Trends and Flexible Working
2.1. Business Transformation:
Burnes (2017) explains that during change, employees often worry about their job security and future roles. This worry can lead to stress and complaints. Many employees may not understand why changes are happening, which makes the situation worse. When people do not understand the reason for change, they may worry more and talk negatively with colleagues, which can increase problems in teams.
In large companies like Mercedes-Benz UK, transformation can also include restructuring departments and introducing new targets. Some employees may feel that decisions are made far away from them, which can reduce trust. Armstrong (2020) explains that when employees are not involved in change, they may resist it or feel less motivated.
Reward systems are also affected by transformation. During business change, performance targets may change and employees may feel stressed and under pressure to achieve new goals without enough support. Armstrong (2020) explains that if employees do not understand how pay and bonuses are decided, they may feel treated unfairly. At Mercedes-Benz UK, for example, sales and office teams may receive different targets during transformation, which can cause confusion if not explained properly. Some employees may feel they are working harder but not being rewarded fairly. If this happens, motivation can reduce and complaints can increase. Because of this, it is important that managers clearly explain how rewards link to performance and business goals. Clear explanations help employees feel respected and valued, which reduces negative feelings and avoid conflicts before it happens.
2.2. Digital Technology Trends:
Digital technology is used more in HR and management. CIPD (2023) explains that many organisations now use online recruitment systems and digital performance management tools. These systems help save time, but not all employees feel confident using them. Some workers may need more time to learn and extra trainings, especially if they are a bit old and not used to modern technology. 
Dessler (2020) says that employees can feel worried that technology is watching them too closely. For example, digital performance systems may track employee’s attendance, tasks or deadlines, which can make some employees feel stressed. At Mercedes-Benz UK, employees using online HR portals may worry about making mistakes when submitting information. Some staff may also feel embarrassed asking for help. If managers do not explain how digital systems are used and what data is collected, employees may lose trust and get more and more stressed. Providing clear guidance, trainings and explanations helps employees feel safer and more confident when using new technology. If managers do not explain how digital systems are used, employees may lose trust. Some employees may also feel stressed or worried about making mistakes when using new systems and leave the job.
2.3. Flexible Working Arrangements:
Flexible working includes working from home, hybrid working, and flexible hours. At Mercedes-Benz UK, many office-based employees now work partly from home, which can improve work-life balance and reduce stress from commuting. 
ACAS (2022) explains that flexible working can support equality, especially for employees with family responsibilities.
However, if flexible working is not given fairly, employees may feel unhappy. Armstrong (2020) explains that clear rules help avoid conflict and reduce grievances. This is especially important in large organisations where different teams may work in different ways. With a clear explanation and clear rules, we can build trust among employees and make them more interested in the company.

3. Evaluation of Contemporary HR Practices to Address Each Factor 
3.1. HR Practices for Business Transformation:
One important HR practice is good change management. Kotter (2012) explains that employees accept change better when managers explain the reasons clearly. HR can support this by sharing information and listening to employee feedback. When employees feel that their opinions are listened to and respected, they feel more involved in the organisation. This makes them feel valued and not ignored. As a result, they are more likely to understand why changes are happening and accept them, even when the changes are difficult or uncomfortable. Employees may still feel worried, but they are less likely to resist because they feel the company cares about their views.
Training is also very important. Training helps employees feel more confident and shows that the company is investing in them. Cameron and Green (2020) explain that training helps employees feel more confident during change. At Mercedes-Benz UK, training can help staff learn new digital systems, understand new targets, and adapt to new ways of working. For example, short workshops or online videos can explain new processes step by step. This reduces fear and mistakes. Training also sends a positive message that employees are valued, which can improve motivation and reduce resistance to change.
3.2. HR Practices for Digital Technology:
At Mercedes-Benz UK, employees use digital tools for many daily tasks, such as logging attendance, submitting work reports, receiving toolbox talks, completing risk assessments, and logging safety checks. Supervisors can check these tasks online and give explain it to their teams. HR needs to make sure employees can use these tools easily and feel comfortable with them. Dessler (2020) says it is important to check that employees understand the systems and are not stressed by them.
Training is very important. Dessler (2020) explains that regular training helps employees feel more confident. In Mercedes-Benz UK we always give trainings each month on using digital performance tools, reporting systems, and communication platforms. Armstrong (2020) also says that clear data protection rules help build trust. Employees should know how their data is stored, who can see it, and how it is used.
HR also needs to watch how technology affects employees. Regular feedback or surveys help managers see if staff feel supported or overwhelmed. If problems appear, HR can give more help or change processes. This evaluation makes sure digital systems help employees work well, reduce mistakes, and avoid stresses. In short, HR practices for digital technology must include training, support, monitoring, and fairness checks to make sure systems work for everyone.
3.3. HR Practices for Flexible Working:
Flexible working policies should be clear and simple. Armstrong (2020) explains that performance should be measured by results, not by time spent in the office.
CMI (2021) explains that regular communication helps remote workers feel connected. At Mercedes-Benz UK, many employees working from home may miss daily contact with colleagues. Managers can support wellbeing by arranging regular team meetings, informal check-ins, and offering mental health resources. Small actions, such as flexible meeting times or encouraging breaks for employees, can make a big difference. When employees feel supported, they are more engaged and less likely to raise grievances. Overall, by clearly explaining the company’s flexible and remote working policy, we can avoid conflicts, make employees more motivated at work, and help them feel that they are treated equally and that the company cares about them.

4. Critical Evaluation of How Departmental Managers Can Implement These Practices: 
Departmental managers play a very important role in making sure HR practices are used properly and quickly. ACAS (2022) explains that many workplace problems happen because managers do not communicate clearly.
Managers must be fair, especially when making remote work schedule for employees. Dessler (2020) explains that managers should check decisions carefully to avoid discrimination. This is important for equal opportunity at work for all employees.
Leadership behaviour is also very important. Northouse (2022) explains that employees trust change more when managers act honestly and fairly. Managers should follow the same rules they expect employees to follow.
Managers should focus on results, not physical presence. This helps build trust and allows employees to manage their time better. Armstrong (2020) explains that this is better for flexible working teams.
Managers should act quickly when problems appear. Waiting too long can turn small issues into bigger problems that are harder to solve. For example, if an employee feels left out from flexible working arrangements and nothing is done, they may get frustrated. Regular team meetings and one-to-one talks help managers notice problems early. At Mercedes-Benz UK, managers who speak often with their team can see signs of stress or unhappiness sooner. Working with HR gives managers advice and support. Taking action early helps prevent formal complaints and keeps good working relationships in the company.



5. Conclusion:
In conclusion, business transformation, digital technology, and flexible working are very common at Mercedes-Benz UK in London. These changes help the company grow, but they also create problems for employees if they are not managed well. Unclear communication, unfair decisions, lack of trainings, unfair working schedules and lack of support are main reasons why employees raise grievances.
This report shows that good HR practices can help reduce workplace problems. When HR and managers work closely together, employees feel more supported and respected, which improves morale and engagement. Armstrong (2020) highlights that clear communication and fair treatment are very important for building trust and keeping employees motivated. Similarly, CIPD (2023) explains that digital systems work best when employees receive proper training and fully understand how to use them. Flexible working arrangements can also improve work-life balance, but only when the rules are applied fairly to everyone, as noted by ACAS (2022). Overall, combining these HR practices helps create a positive work environment where employees feel valued and supported.
Managers have a big responsibility in making sure these practices are used. Northouse (2022) explains that good leadership helps employees trust change.
It is recommended that Mercedes-Benz UK improves manager communication skills, provides regular training, applies flexible working rules fairly, and listens to employee feedback. These actions will help reduce grievances and support employees and teams better. In the long term, this can also improve employee satisfaction and overall organisational performance.
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