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1.0 Introduction 
As a new team member in the HR department at Unilever, a British MNC headquartered in London, a huge number of employee complaints within a short period, was noticed, indicating several organisation-level problems. These obstacles seem to be outlined in direct connection to the current business transformation processes, new trends in digital technologies and the fast development of flexible employment practices. These changes have caused changes in the traditional work practices leading to unpredictability, lack of skills, communication interruptions and a sense of inequalities in the workload and approach to management. This report will explore the causative conditions that lead to these grievances and evaluates the modern HR practices that can effectively help manage these grievances and critically explain ways, departmental managers can ensure that they are implemented on time and at the same pace. The major concepts that will be examined include business transformation, digital HRM, and flexible working. The report ends by giving practical recommendations that will empower the experience of workers and organisational performance.
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[bookmark: _Toc214143556]2.1 Business Transformation Factors 
Business transformation within an HR setting is a major organisational change in terms of its restructuring, greater use of automation, and transformation of workplace culture to enhance efficiency and competitiveness (Dash, 2023). Although that is necessary to enable growth in the long run, this transformation usually brings about employee anxieties that result in increased grievances. Restructuring and automation may lead to job insecurity as the employees worry whether they might become redundant or have fewer roles to play or others may come up and become ambiguous where expectations are not set out. Resistance to change can equally be caused by cultural changes, including transferring to more digital, data-driven forms of working, and may also affect employees who feel uneasy or lack the necessary support. Quick changes break the usual patterns, the dynamics of teams, and the accepted norms, which may confuse the workers and undermine trust. Such uncertainty makes the workforce expectations less stable, career advancement, and workload fairness unstable leading to an increased level of stress and a higher chance of making formal complaints.
[bookmark: _Toc214143557]2.2 Digital Technology Trends 
The trends of digital technology are transforming HR and team management, and HR Information Systems simplify data management, AI recruitment improve candidate screening, digital performance system enable real-time feedback and allow tracking the productivity of the personnel. Daily collaboration, particularly in the hybrid workplaces are now supported by the remote digital communication platforms, all of which are Teams and Zoom (Iqbal, Khalid and Barykin, 2021). Nevertheless, there is a tendency that these developments provoke grievances among the employees. Numerous employees have inadequate digital skills, which causes frustrations and low self-confidence, whereas greater utilisation of the system also adds to the problem of technical stress, which is emerging as a concern in the recent researches of digital overload between 2020 and 2025 (Yen, 2024). Another issue raised by data privacy is the concern that employees are worried about the relevance of personal data usage and data storage to HRIS and AI tools. Moreover, continuous computer surveillance and tracking performance may develop a sense of being watched and being distrusted. 
[bookmark: _Toc214143558]2.3 Flexible Working Arrangements 
Flexible working includes variety of different configurations such as hybrid work, remote work, compressed work hours, job sharing that aim at providing the workers with more flexibility on when and where to be at work. As indicated by Browne (2018), 70% of employees currently work flexibly at least once a week, such arrangements also present significant problems to teams. The communication was weak because team members have to work in various times and different locations, coordinate and share information regularly. The imbalance in workload may also be perceived unequally with some employees feeling that remote workers appear less visible and consequently do not put in sufficient efforts and hence causing resistance to fairness. The other issue include the risk of isolation, where more than 51% of remote workers mention that their team cohesion has weaken (Bojic, 2025). Also, work-life boundaries might get blurred, negatively affecting well-being, whereby employees increase their working hours without planning on it. Regulations like Flexible Working Act (2023) allow the employees to seek flexible working hours, and organisations must deal with such requests in a fair, transparent, and statutory manner (Mallow, 2023).
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In the process of assisting business transformation, modern HR approaches are important starting with the incorporation of change management models like Lewin that include stages like Unfreeze Change Refreeze developed to assist the employees to accomplish transitions in a planned and accommodative manner (Burnes, 2020). Clear internal communication plans also contribute to minimising the levels of uncertainty as employees can know the reason why change is necessary, the results of changes, and their new roles. The role redesign and workforce planning allows HR teams to match their organisation needs and skills, whereas employee contribution, through consultation mechanisms, leads to ownership and decreased resistance. Reskilling and upskilling of personnel applies where digital transformation of processes or introduction of new processes are involved, and this requires training and development programs (Bouwmans et al., 2024). These practices have definite strengths, such as they make the engagement more effective, offer better transitions and improve capability building. Nonetheless, constraints occur in case of poor communication execution, lack of resource, and failure by managers to properly apply frameworks. Their general success is based on the organisational culture, management willingness, and the interest to adapt the practices to the workforce requirements, and, therefore, developing a connection between the organisational context and the company’s operations.
[bookmark: _Toc214143561]3.2 HR Practices for Supporting Digital Technology Trends 
Modern HR approaches that target facilitating digital transformation are concerned with the creation of employee-based capabilities and equitable, clear utilisation of technology to a significant extent. Employees are oriented in digital literacy training and on-going learning programmes to ensure they become accustomed to new systems leading to heightened performance and less stress because of technology. Installing just performance-monitoring tools will help to guarantee that digital tracking instruments gauge results in lieu of micromanaging conduct, enabling notions of equity and retaining trust (Trivedi and Patel, 2021). Enhancing digital wellbeing policies, e.g., by not allowing communication after hours, helps to avoid overload and safeguard interaction. HR systems that comply with GDPR and well-established data-protection prove that the personal data of employees are being processed safely, and there is no reason to be afraid of electronic monitoring. Besides, a reactive IT help desk and the provision of structured onboarding will make the employees feel unrestrained when using new platforms, which will also make them more efficient and minimise disruption. Nonetheless, the practices require regular implementation and proper resourcing because otherwise, employees can continue to feel that digital processes are cumbersome or unjust. When properly executed, these practices together promote performance, engagement, fairness, and operational efficiency items within the teams.
[bookmark: _Toc214143562]4.3 HR Practices for Managing Flexible Working Arrangements 
Modern HR practices that favour flexible working start with clarity and well-planned policies in compliance with the ACAS guidelines, any lack of which would cause ambiguity and inconsistency in the process of granting and managing flexible arrangements. Communication guidelines and group narrative such as team charters aid in setting of common expectations in regard to responsiveness, availability, and teamwork, cutting misunderstanding in hybrid or remote staff (Rhaditstya and Prahastiwi, 2023). Other non-managerial activities including virtual team-building and wellbeing efforts also aid the connection of employees and mental health, combating isolation. Output-based performance management does not emphasize on visibility but instead motivates equity and effectiveness in terms of its outcome. Monitoring of equality and fairness will provide flexibility in the arrangements such that they will not discriminate certain groups in favour of organisational diversity requirements. Surveys conducted in the UK indicate that flexible working has the potential to generate productivity by 13% and enhance engagement as well as diversify the workforce by allowing parents and carers to work and give people with disability a chance to do so (Activtrak, 2025). Nevertheless, such practices may also cause the group to fragment as well in case communication is not regular or due to less physical interaction. 
[bookmark: _Toc214143563]4.0 Section 3: Critical Evaluation 
The managers of the respective departments derive a crucial role in ensuring that the current HR practices are well practiced, especially when the business is undergoing a change, digitalization, and increasing flexible working structures. These leadership behaviours play a big role in change implementation. Transformational leaders inspire, support and motivate employees, and they would be ideal in executing change in teams as they have a vision (Ghasabeh, Soosay and Reaiche, 2015). It is important to note that in order to achieve employee buy-in, situational leaders vary their approach based on the readiness of the employees whereas democratic leaders encourage staff participation and shared decision-making, which subsequently forms credibility and trust, which undoubtedly has a key role in engaging employees in digital tools.
Performance measurement and control systems are also important in the regular implementation of HR policies. Clear KPIs, performance dashboards, and pulse surveys should allow managers to monitor progress levels, detect problems in a short period of time, and ensure that the workplace is fair between teams (Kerzner, 2023). It is also their duty to maintain legal observance, such as equality, health and safety, and wellbeing standards, so that the practices are indicative of the statutory standards as well as the organisational policy. Standardisation in the application will aid in reassuring the employees that change is handled with transparency and fairness.
On top of effective implementation, good communication and engagement are also helpful. Managers should reduce resistance through promotion of psychological safety, posing questions, and answering them in an empathetic manner (Beri, 2024). Frequent one-on-one meetings can be used to detect specific issues, whereas feedback loops provide room on an ongoing improvement. The skills of resolving conflicts are particularly relevant in hybrid and digitally made environments, where the misunderstandings might be given easier to emerge. Managers reach employees through transparent and open communication, thereby enabling employees to overcome uncertainty and ensure confidence throughout the course of transitions.
The other duties include resource management and capability building. Through training needs analysis, managers should determine the skills gap as well as liaise with their HR to offer them relevant reskilling or upskilling (Karpunina et al., 2023). They should also observe workloads in order to avoid burnout especially when flexible work structures blur work boundaries or when digital transformation adds more burden to the work. The fact that the teams are provided with the required resources contributes to wellbeing and productivity.
The critical assessment, however, produces challenges. Other types of managers will be opposed to HR efforts because of the pressure to work or their lack of digital competence or due to habitual tendencies. The bias can also affect the application of the policies, particularly to flexible working, and decrease the perceived fairness. Devoid of proper training, equipment and support of senior management, managers can have difficulty to be consistent. Not eliminating these limitations will necessitate constant development, well-defined organisational expectation, and excellent HR-manager partnership.
[bookmark: _Toc214143564]5.0 Conclusion
On the whole, the review reveals that the increase in employee grievances is due to the fast change of the business, the growth of digital systems, and the development of more complex flexible working options. To overcome these challenges, modern approaches to Hr practices are of pivotal importance and these include: organized change management, digital capability development and equitable flexible-work policies. The departmental managers ultimately determine the effectiveness of the implementation process, as their leadership, communication, and accountability largely determine the experience of the employees. These findings are purported to conform to the learning outcomes of the module because they focus on the development of staff, performance management, strategic role of personnel development in ensuring organisational performance.
[bookmark: _Toc214143565]6.0 Recommendations 
Organised digital upskilling initiatives must target the challenges of technostress, lack of capability and resistance, which have been highlighted above. Enhancement of change communication channels will facilitate transparency and minimize uncertainty with change (Li et al., 2021). The consistency will be maintained with a formalised flexible-work policy that will be fair by check thus avoiding team fragmentation. Digital leadership and inclusive management should be introduced as an aspect of training to the managers so that they can model behaviours, remain engaged and comply with policy. Lastly, the possibility to install a grievance-preventing dashboard will allow identifying any emergent problem in a timely manner and intervening proactively and enhance overall employee experience. 
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