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[bookmark: _Toc216467796]INTRODUCTION 
This report looks at how changes in society, technology, and working styles affect human resource (HR) practices. It focuses on SITA, a global technology company based in London, where I work as an HR assistant. My job involves supporting staff development and helping managers apply HR policies across international teams. In today’s fast-changing world, companies like SITA must adjust to new expectations from employees, especially in areas such as flexible working, equality, and digital skills.
The report is organised into three main sections. First, it discusses the impact of social and technological changes, as well as flexible working, on SITA’s HR practices. Second, it evaluates how HR strategies like diversity, motivation, and hybrid work help improve employee satisfaction. Third, it looks at how managers can support these HR strategies by leading their teams and aligning goals. The report finishes with a conclusion and practical recommendations to help SITA improve its HR approach in the future.




















1. [bookmark: _Toc216467797]IMPACT OF SOCIETAL CHANGE, TECHNOLOGY, AND FLEXIBLE WORKING

1.1 [bookmark: _Toc216467798]Societal Changes 
In recent years, social expectations at work have changed. Many workers, especially younger generations like Gen Z, want more than just a salary. They also care about values, diversity, and having a good balance between work and life (Singh and Vanka, 2021). At SITA, which has employees in many countries, it is important to understand these social changes. For example, people now expect companies to provide fair opportunities for women, minorities, and different cultures. These expectations affect how HR teams make policies and create work environments.
Mental health and well-being have also become more important, especially after the COVID-19 pandemic. Many workers now expect companies to support their physical and emotional health through programmes and support systems. In addition, employees want companies to act in a socially responsible way by offering fair wages, equal treatment, and opportunities to develop new skills. For SITA, particularly in countries such as India, this means protecting workers while also supporting their growth. As a result, HR teams must regularly update their policies to meet these modern social expectations.

1.2 [bookmark: _Toc216467799]Technological Trends 
New technologies are quickly changing how companies work and manage people. Tools such as cloud computing, artificial intelligence (AI), and online data platforms help companies work faster and make better decisions (Ahmad, 2020). At SITA, technology is important not only for customers but also for managing employees.
Digital tools such as Microsoft Teams and Zoom allow employees to work easily from different locations, while AI systems support fair and efficient recruitment processes. Technology also helps managers track employee performance, engagement, and well-being through online systems, which is especially useful in flexible or remote working arrangements. In some cases, these systems can highlight early signs of stress or dissatisfaction, allowing managers to respond quickly. However, challenges still exist, such as limited digital skills among some employees and poor internet access in certain locations. Despite these issues, when used effectively, technology enables SITA to manage its workforce more efficiently and adapt quickly to change.

1.3 [bookmark: _Toc216467800]Flexible Working Arrangements 
Flexible working is now an essential part of modern companies. It includes options such as working from home, flexible hours, or part-time work. For a global company like SITA, flexible working is beneficial because employees are based in different countries and time zones (Thomas and Baddipudi, 2022).
Research shows that flexible working can improve employee satisfaction, reduce stress, and help employees stay with a company for longer. At SITA, this approach also helps attract skilled workers from across the country, including those who cannot relocate to large cities. However, flexible working also creates challenges, as not all roles can be performed remotely, and some employees may feel isolated or struggle with home working. Managers may also find it difficult to measure productivity fairly. To address these issues, SITA can use digital tools to monitor tasks, regularly check employee well-being, and ensure clear communication. It is also vital that flexible working opportunities are offered fairly to all employees, not only senior staff. Overall, flexible working can be effective if it is well managed, inclusive, and supported by the right systems.

2. [bookmark: _Toc216467801]EVALUATION OF CONTEMPORARY HR PRACTICES 

2.1 [bookmark: _Toc216467802]Diversity, Equality and Inclusivity at SITA
SITA is a global technology company that operates in more than 200 countries. As a result, it has a very diverse workforce. According to Boston-Leary and Alexander (2024), substantial diversity, equality, and inclusion (DEI) practices are essential for supporting employees positively. These practices help workers feel accepted and respected. Based on Maslow’s Hierarchy of Needs, people need to feel safe, included, and valued to stay motivated. When DEI is part of daily work, employees feel more connected and confident.
Diversity means having people from different backgrounds, such as culture, age, gender, and experience. At SITA, this helps bring new ideas and other ways of thinking. Boston-Leary and Alexander (2024) explain that when companies value diversity, employees feel like they belong. This supports Maslow’s social needs, where people want to feel part of a team and respected by others.
Equality is about giving everyone the same chances to grow. This includes fair pay, fair training, and equal access to promotion. Boston-Leary and Alexander (2024) say that equality is not just about treating everyone the same, but about ensuring that the systems at work are fair for all. When employees see fairness, they feel secure and respected. This links to Maslow’s safety and esteem needs.
Inclusion means making sure that all people feel involved, no matter where they work or who they are. At SITA, this is important because many employees work in hybrid or remote roles. Leaders need to listen to all voices and help everyone feel part of the team. Maslow says that when people feel included and respected, they can achieve more. This connects to the esteem and self-actualisation levels in his theory.

2.2 [bookmark: _Toc216467803]Motivation

Motivation is a key part of SITA’s human resource strategy. Employees in the aviation technology sector often work under pressure due to high workloads and constant digital changes. To manage this, SITA offers training sessions, internal promotions, and performance-based rewards. These practices aim to encourage staff, reduce stress, and support their long-term career development. However, not all employees are motivated in the same way. When their personal needs are not understood, they may feel stressed or unrecognised (Ahmad et al., 2024).
Maslow’s Hierarchy of Needs helps HR professionals better understand workplace motivation. According to Maslow, basic needs such as salary, job security, and a safe working environment must be met before employees can be motivated by higher-level needs such as recognition and personal growth. At SITA, these ideas are reflected through regular performance bonuses, access to development programmes, and innovation projects. These help employees achieve higher levels of esteem and self-actualisation.
Ahmad et al. (2024) explain that motivation increases when employees feel valued at all levels of Maslow’s model. This means HR and managers must identify each employee’s current needs and respond to them. Some workers may need stability and support, while others want to achieve, grow, and lead.
In summary, using Maslow’s theory allows SITA to design flexible motivational strategies. This ensures that workers remain engaged and satisfied across various job roles and personal circumstances.

2.3 [bookmark: _Toc216467804]Remote and Hybrid Work 
Remote and hybrid working have become standard practice at SITA, especially following the COVID-19 pandemic. Many staff, especially those in support and technical departments, now work from home part of the week. This flexible model helps improve work–life balance, saves travel time, and allows employees to manage their daily tasks more independently. However, it can also create challenges such as reduced communication, isolation, or feelings of inequality between on-site and remote team members.
Maslow’s Hierarchy of Needs can help explain how remote and hybrid work affects employee motivation. When working from home, employees may feel more physically comfortable and safe, which supports their physiological and safety needs. However, social connections can become weaker in virtual environments. To support employees’ social needs, managers can organise regular online check-ins, team discussions, and social calls. Allowing remote employees to manage their own time also helps build their esteem and support their self-actualisation, especially when they are trusted to contribute to meaningful projects.
According to Peter (2025), remote workers are more motivated when they feel recognised, trusted, and included in daily team life. He explains that hybrid work systems must be built on a culture of trust and open communication, especially in global organisations. For SITA, this means ensuring that remote workers are given the same development and promotion opportunities as office-based employees.
By using Maslow’s theory and understanding employee needs at different levels, HR managers at SITA can make hybrid work more inclusive, fair, and productive for all employees.

3. [bookmark: _Toc216467805]CRITICAL EVALUATION: MANAGERIAL IMPLEMENTATION 

3.1 [bookmark: _Toc216467806]Lead By Example 

Leading by example is one of the most effective ways for departmental managers to implement HR strategies in the workplace, and this approach closely aligns with Transformational Leadership Theory. This theory suggests that managers influence employees by acting as role models who demonstrate the values, behaviours, and attitudes they expect from others. When managers lead by example, they build trust and set clear standards for their teams. This is especially important in a high-performing and fast-moving company like SITA, where employees work under pressure due to rapid changes in digital systems. Managers who show commitment, fairness, and clear communication are more likely to inspire motivation, increase engagement, and reduce resistance to organisational change.
Leading by example allows managers to positively influence organizational culture by encouraging openness, accountability, and professional integrity (Armstrong and Taylor, 2023). At SITA, this means managers must demonstrate inclusive behaviour by treating all employees fairly and involving them in decision-making processes. Such visible leadership is critical in hybrid or remote working environments, where employees may feel disconnected from the organization. When managers take initiative and model expected behaviors, employees are more likely to act proactively, creating a positive ripple effect across teams. As a result, leading by example helps build trust between remote teams and leadership and ensures organizational values are applied consistently across all locations and departments.

3.2 [bookmark: _Toc216467807]Align Departmental Goals with HR Priorities 

Aligning departmental goals with HR priorities is essential for consistent and effective organisational performance. Each department should contribute to wider HR objectives such as employee development, inclusion, well-being, and performance management. When these goals are not aligned, departments may work in silos, which can lead to confusion, inefficiency, and even conflict. At SITA, aligning goals across departments helps create a shared vision and improves cooperation between teams.
Armstrong and Taylor (2023) argue that when departmental managers integrate HR strategies into daily operations, it strengthens the overall organisation. For example, if HR promotes learning and development as a key priority, team leaders should support employees in attending training or mentoring sessions. This not only boosts staff performance but also shows employees that the company values their growth.
Furthermore, Holland (2020) highlights that HR and business functions must work together to respond to market changes. This is especially relevant in global organisations like SITA, where technological and customer needs evolve quickly. If HR promotes hybrid work or digital transformation, departmental leaders must adapt schedules, communication tools, and team support accordingly.
By aligning their department’s goals with HR policies, managers show leadership, encourage team engagement, and ensure long-term success. This alignment helps SITA remain competitive, agile, and supportive of its global workforce.



















[bookmark: _Toc216467808]CONCLUSION 
In conclusion, the way people work is changing because of social expectations, new technology, and flexible working models. These changes bring both challenges and opportunities for global companies like SITA. This report has shown that HR teams must stay updated and flexible to meet employee needs. Strategies such as inclusion, motivation, and hybrid working help improve staff engagement and performance. Managers also play a key role in making sure HR practices are used properly. If SITA continues to improve its HR systems, it will stay strong in a fast-changing global market.




























[bookmark: _Toc216467809]RECOMMENDATION 
It is recommended that SITA continue to improve its HR strategies to support employees across different countries. Managers should be trained in inclusive leadership, digital tools, and flexible work systems. HR teams should also regularly ask employees for feedback. This will help the company improve communication, increase motivation, and build a more inclusive and productive workplace for all employees.
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