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[bookmark: _Toc214566537]Introduction
As part of the BrightWave's ongoing effort to modernise its operations, more and more workers have complained about the hasty introduction of new digital tools and the growing tendency toward flexible work arrangements. It was evident to me that workers were experiencing trouble with their workloads, communication, adjusting to new technology, and inconsistent expectations related to hybrid working arrangements during the first month I was in charge of HR. 
The general manager asked for this paper to be used to formally investigate these new problems (Saleem and Malik, 2023). It examines the factors that drive change, evaluates current HRM solutions that may help address each problem, and discusses how department heads should ensure tasks are completed on time. The report's conclusion includes practical tips that can help the firm succeed in the long term, keep employees healthy, and make the organisation more resilient. 
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[bookmark: _Toc214564120]Figure 1: Brightwave Company Logo (Brightwave, 2025) 


[bookmark: _Toc214566538]Things that have to do with business transformation, digital technology trends, and flexible work
BrightWave Solutions is changing its business since the digital consulting market is become more competitive. Companies in this field are required to be highly flexible, use cutting-edge technology, and provide services aligned with current digital trends (Saleem and Malik, 2023). BrightWave has thus incorporated a number of new digital platforms, such as AI-enabled project management tools, cloud-based collaboration systems, and software for automated data analysis. 
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[bookmark: _Toc214485479][bookmark: _Toc214564121]Figure 2:Digital Transformation And Employee Worries (Aguinis, 2019)
The hybrid approach, which allows employees to work from home up to 3 days a week, is a big step forward for the company. Choudhury et al. (2021) argue that this method could help individuals better balance their work and personal lives, make commuting less stressful, and give workers greater control over their schedules. 
The change, however, has caused certain problems, especially with people and management. 
[bookmark: _Toc214566539]Ways to make hybrids with various genetic backgrounds 
Managers have quite varied notions about how mixed work arrangements should operate. Some people are more relaxed about their online accounts, while others want to be able to access them whenever. The team has said they don't know when they will be online. 
Many employees feel the greatest pressure to work or communicate at night. This feeling stems from fear of not meeting expectations. Being always connected might be unpleasant and make you more prone to burnout. Daud (2025) argues that this problem may be fixed by ensuring that everyone understands how to communicate with one another and what their job is. 
[bookmark: _Toc214566540]Problems concerning how well a human can utilise current technology 
Some BrightWave workers are apprehensive about being ready, as they have to learn to use new tools such as automated dashboards and reporting systems. This has made them feel like they aren't good enough. People may feel worried and doubtful about their professional abilities if they don't receive adequate training during these adjustments. 
[bookmark: _Toc214566541]Learning about the elements that make an organisation change 
Whether a business sets new rules or changes the way things are done, workers may not know what their role is or whether they are being heard. All of these factors suggest a connection among how HR policies are made, how companies become digital, and how happy workers are. 
[bookmark: _Toc214566542]Conducting a comprehensive evaluation of the current HR strategy 
BrightWave may use a variety of innovative HRM solutions based on current literature and industry norms to address such complex challenges. 
[bookmark: _Toc214566543]Supporting businesses as they undergo the change 
Effective change management in any organisation requires opening lines of communication, engaging personnel, and offering chances for skill development. The HR department may need to figure out how to inform workers about changes to the company's strategy (Bai and Vahedian, 2023). People will be kept informed, shown how to provide feedback, and made aware of any changes made using this method. Keeping channels of communication open is one way to build trust and lessen opposition to organisational change (Armenakis and Harris, 2009). Monthly, BrightWave may host in-person or online change briefings to ensure that all relevant parties are included. 
Programs that help people learn new skills or improve their current ones should be easily accessible. To help workers improve their IT skills, the HR division may provide training classes, mentoring programs, and lectures on digital literacy (Ipsen et al., 2021). This is something businesses must do when they implement more automated processes (Russo, Hanel, and van Berkel, 2021). According to the CIPD (2023), workers are need to continuously acquire new skills to keep up with the fast-paced evolution of technology. 
[bookmark: _Toc214566544]Fixing issues with information technology
Human resources departments often use technology induction programs to assist employees deal with technostress. These programs provide structured, practical training before the launch of large-scale technology initiatives. Tarafdar et al. (2019) contend that students engaged in a blended learning program, which combines online instruction with face-to-face demonstrations and peer support, exhibit less anxiety about adopting new technologies. With its team of technical experts, BrightWave may create digital companions to help workers learn to use new technology. 
Human resources departments also have the responsibility of developing laws for digital well-being. These regulations set guidelines for things like how long it should take to respond to emails, how to divide up work, and how often workers should be permitted to take breaks from their computers. This is in accordance with the best rules for keeping computer workers healthy (CIPD, 2023). If the organisation were to make the rules clearer, they may make it easier to stay connected all the time. 
[bookmark: _Toc214566545]Making the workplace more flexible and diverse 
To address problems arising from hybrid employment, the human resources department may establish rules that all employees must follow. According to research, fair and consistent rules for flexible work arrangements build trust and make people feel less unequal (Bloom et al., 2022). These laws are meant to make clear how workers are expected to act at work. This includes, but is not limited to, how to behave in meetings, how to communicate with coworkers, and how to assign tasks. You can also utilise team charters to help groups figure out how to work together online while still respecting company rules. Team charters tell team members how to communicate with one another, schedule meetings, and split up work. This makes it easier for all teams to understand and work together. Research indicates that inclusive approaches reduce the likelihood of neglecting distant workers (Waizenegger et al., 2020). 
[bookmark: _Toc214566546]Improving how you manage performance
HR should adopt current, forward-thinking performance management methods to help individuals feel that performance assessments are fairer. For instance, recurring feedback models enable managers to talk to their employees more than once a year. Research shows that regular feedback clarifies roles and reduces concerns (Aguinis, 2019). Every three months, BrightWave could hold growth lectures on objectives, health, and skill development. HR may also utilise competency-based assessment methods to ensure that exams focus on more than just digital results or automated system metrics. They should also look at cooperation, collaboration, and problem-solving (Aguinis, 2019). This connection would make it less likely that reviews would rely too much on technology. 
Increasing the voice of employees. We think BrightWave could use better ways for workers to complain, since there are so many of them. Some choices are staff groups, private feedback routes, and regular pulse polls. These tools help HR find problems as they happen and show that the company wants to hear what you have to say. Dundon and Wilkinson (2020) say that a strong voice for employees reduces conflict and boosts participation. BrightWave can solve all its current issues with these modern HR practices: organised change communication, digital training, hybrid-working rules, performance management development, and greater employee involvement.
[bookmark: _Toc214566547]An Analysis of the Means by Which Department Heads Can Guarantee the Prompt Commencement
Although HR can create frameworks and rules, it is the responsibility of departmental managers to ensure these practices are swiftly and efficiently implemented across the company. How staff deal with change, how quickly problems are fixed, and how well teams adjust to new systems are all directly impacted by their actions. 
[bookmark: _Toc214566548]Responsibility and Ownership at the Management Level 
Managers should take pride in the change process and demonstrate ownership. Middle managers must take the lead in promoting change efforts for them to be successful, according to the research (Reisinger, 2025). Managers at BrightWave are expected to communicate information effectively, clarify how changes affect their staff, and provide reassurance. Add key performance indicators (KPIs) linked to change adoption to management goals to ensure progress moves quickly. These may include training completion rates or the quality of team communication. 
[bookmark: _Toc214566549]Behaviour Modelling and Adoption Support 
Managers would also be required to model the behaviours that will be needed in the future due to the digital and hybrid workplaces. Employees tend to follow their bosses in new trends of adopting new technologies and adopting hybrid working patterns. Managers also play a role of ensuring that workloads are reasonable and encourage digital training programs. The efforts of human resources will not appear to be connected with day-to-day operations unless they are modeled by the management. Establishing a Credible Legislation (Baumgartner and Rauter, 2017).
To facilitate rapid adoption, health and safety of the workers should not be jeopardized. Managers can contribute to the occurrence of this by visiting their departments on a regular basis, requesting and taking action on feedback, and ensuring that employees understand that it is alright to go wrong in the process of mastering new technology. 
[bookmark: _Toc214566550]Making hybrid work practices the same for everyone.
Managers have a big impact on how fair things seem to people. People get angry when they work for departments with varying rules about attendance. So, managers should apply HR's hybrid rules regularly to ensure everyone understands what to expect. To keep everyone in the know, managers should clearly state any changes to the team charter that are exclusive to that team (Zhu, 2025). 
[bookmark: _Toc214566551]Bringing together ongoing conversations on feedback and performance 
To ensure new performance management approaches are implemented immediately, managers need regular check-ins and developmental conversations. But you need to be good at this to do it. Managers can request BrightWave's help with digital performance monitoring, coaching, and feedback. If managers who aren't sure about these things accidentally revert to their previous methods, it might take longer for people to accept them. Without this two-way communication, delays and misunderstandings would make it harder to implement things quickly. Working with HR to solve problems and get things done (Chan, 2023). 
Managers and HR should work together to identify potential issues that may arise during implementation, such as heavy workloads, resistance to change, or technology challenges. By quickly identifying these issues, managers help HR improve processes and provide workers the support they need (Cahapay and Bangoc, 2023).




[bookmark: _Toc214566552]Conclusion 
Changes to their company processes, the rapid adoption of new technology, and the greater flexibility now afforded to their work arrangements. Employees are feeling an increased level of anxiety due to these changes, which is being caused by their inability to meet expectations in terms of performance, difficulties with communication, and a decrease in the amount of consistency that they encounter in their mixed work situations. Some of the more modern methods to human resources that may be used to assist the organisation in managing these problems include the implementation of employee voice mechanisms at a higher level, hybrid-working standards, developmental performance management, digital training, and organisational change communication. 
	Recommendation

	· Put into motion initiatives that will provide staff with training in digital competence so that they are better equipped to make the transition to new technologies. 

	· Develop hybrid working criteria for the whole company to ensure every individual is treated fairly and consistently. 

	· Put in place performance management approaches based on competences and that provide continuous feedback. 

	· Fourth, it is necessary to provide training for managers so they can become more effective leaders of change, communicators, and coaches. 

	· Set clear standards for appropriate digital conduct and health to mitigate technostress and work-related exhaustion. 



BrightWave will be able to improve the employee experience, reduce the number of complaints, and enhance the company's long-term performance by making these adjustments.
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