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[bookmark: _Toc210386097]Introduction
After completing my degree, I joined the HR department of a medium-sized London company where I was faced with a high number of grievances during my first month. The concerns raised by employees reflected wider pressures linked to organisational change and the adoption of new ways of working. Business transformation, particularly the shift from traditional to digital processes, has created uncertainty in the workforce and raised questions about role security and capability development. Bindra et al. (2025) explain that the move from traditional HR approaches to digital practices can generate tensions if staff are not properly supported. At the same time, Virmani et al. (2025) highlight that sustainable outcomes from digital HR depend on how well organisations balance innovation with employee wellbeing. Flexible working has also added complexity to performance expectations. This report will examine these factors, evaluate relevant HR practices, and assess how managers can ensure their urgent implementation.
[bookmark: _Toc210386098]Section 1: Explanation of Factors
[bookmark: _Toc210386099]1.1 Business transformation factors
The business transformation in the London firm I work in has been stressing staff. The company is shifting back to historical traditional ways and adopting digital patterns. The change has generated benefits, yet it has also created uncertainty, which is evident in the escalation of grievances. When new systems are presented without proper communication or education, employees feel disturbed and unsettled. According to Bindra et al. (2025), a shift to digital HR will disrupt work patterns and may instill fear if not handled adequately.

This is a direct reference to the current case, where digitalisation has raised concerns among a range of employees that their job titles might change or become unnecessary. Asif et al. (2025) also observe that digital transformation influences HR practices at multiple levels and should be planned systematically to avoid adverse responses. This firm has failed to provide reskilling opportunities, and as a result, employees are uncertain about their positions in the new/restructured business office. These pressures iconically present the way in which change could be an unpalatable issue when managed in a non-transparent and non-fair manner.
[bookmark: _Toc210386100]1.2 Digital technology trends
A second cause of grievance is the high usage rate of digital technology in HR actions. This encompasses digitisation options, performance tracking through HR analytics, and increased reliance on automated processes. Although these tools were implemented aiming to enhance efficiency, they have raised panic among workers. According to staff, analytics monitoring is inflexible and lacks context. According to Akter et al. (2024), digital workforce management means that organisations must be effective in mastering both technical and human dimensions, where staff are confident with the systems.
Within this company, there have been complaints regarding the equity of algorithm-based appraisals of staff, which certain staff members perceive as lacking transparency. The process of computerisation, leave request, or the hiring process has also led to feelings of alienation, as individuals are not interacted with directly. The emphasis on using data to drive policy results in pressure to achieve numerical values that may not necessarily align with qualitative outcomes. These results demonstrate that digital tools can increase productivity, but they can also give rise to grievances when staff perceive themselves as being monitored rather than being supported. The difficulty, as noted by Akter et al. (2024), lies in the inefficiency and staff issues.
[bookmark: _Toc210386101]1.3 Flexible working arrangements
The rise of flexible working is another major factor. The company has introduced hybrid working, flexi-time, and some remote work as part of its modernisation. These policies were designed to enhance wellbeing and attract talent, but they have also created tensions. Some staff have raised grievances about unequal access to flexibility, with office-based employees feeling disadvantaged compared to those who can work remotely. Çivilidağ and Durmaz (2024) show that flexible work can improve performance, but outcomes vary depending on how arrangements are managed. In this organisation, inconsistent application of policies has created perceptions of unfairness.
Petitta and Ghezzi (2025) also note that flexibility has both positive and negative effects, with benefits at moderate levels but reduced cohesion when applied at extremes. This is visible in the company, where some teams report better morale, while others feel fragmented. Flexible arrangements have also complicated performance evaluation, as managers struggle to set standards across different work patterns. These issues have contributed to grievances about unclear expectations, uneven workloads, and perceptions of favouritism. Overall, while flexible work is important, it has also raised concerns about fairness and consistency, supporting the caution highlighted by Çivilidağ and Durmaz (2024) and Petitta and Ghezzi (2025).
[bookmark: _Toc210386102]Section 2: Evaluation of HR Practices
[bookmark: _Toc210386103]2.1 Addressing transformation
Among the key practices that are likely to lessen grievance situations in the London company is the investment in reskilling programmes. Whenever the employees feel that they are preparing to adapt to new needs, the chances that they can accommodate the upcoming organisational change are enhanced. Training needs to be structured to equip staff with the digital and analytical skills necessary in the transformed workplace. According to Virmani et al. (2025), digital human resource management should involve programs that create long-term, sustainable practices, and reskilling is one aspect that can ensure change does not damage employee confidence. Fair redeployment is another practice through which personnel whose present positions are scaled or modified can acquire different positions within the organisation, rather than being dismissed. This method implies resistance lessening and fairness. 
Moreover, open change communication is essential. Employees should be informed about the causes of transformation, its impact on them, and the available support. Staff members can make informed decisions about their future when managers communicate clearly and regularly in an honest manner, thereby minimising uncertainty. In this case, Virmani et al. (2025) cite the argument that digital change is likely to fail to meet its goals unless there is clear communication and inclusion of the employees. This firm can resolve complaints caused by change by effectively incorporating structural communications and reskilling channels.
[bookmark: _Toc210386104]2.2 Managing digital HR
Another domain where specific practices can enhance results is the introduction of digital HR systems. There are numerous complaints about how technology is perceived as a means of controlling employees rather than assisting them. The wise adoption of Human Resource Information Systems (HRIS) and electronic Human Resource Management (e-HRM) tools is another such practice. Such systems have the potential to enhance process efficiency and accuracy of data, but they need to be collected with precautions to ward off staff anxieties. According to Huynh Thi Thu et al. (2025), utilised effectively, digital HR can help optimise organisational performance by enhancing the transparency and availability of processes. But this will require staff training on how to efficiently utilise the systems. Through training, employees can understand why digital tools are used and gain confidence in their use. 
Introducing privacy precautions is also an essential practice. With automated performance monitoring, employees will always be concerned about the storage and use of their personal data, which can make them feel insecure. Grievances can be alleviated by establishing clear policies regarding how their data is used and providing employees with access to the records associated with them. Managers should also be free about the applications of analytics in the decision-making process to eliminate tendencies of unfairness. As Huynh Thi Thu et al. (2025) state, the primary issue in enhancing the acceptance of digital HR devices among the workforce is transparency. HRIS and e-HRM development in this company will be delicate, and the depleted training level and privacy concerns will help address the complaints associated with digitalisation.
[bookmark: _Toc210386105]2.3 Supporting flexible work
Flexible working has been a key driver of grievances in the company due to inconsistent application and unclear expectations. To address these problems, HR must establish clear and transparent policies that specify who is eligible for flexible arrangements and under what conditions. Jiang et al. (2023) show that flexible work supports innovation behaviour among employees, but only when implemented fairly and consistently. Another practice is to adapt performance measurement systems so that they reflect the outcomes of flexible work. Traditional measures such as fixed hours may not apply in a hybrid or remote model. 
Instead, emphasis should be placed on results and deliverables, which can make assessments fairer. Buick et al. (2024) note that managerial support for flexible working has direct implications for employee wellbeing, and this highlights the importance of aligning evaluation practices with new working patterns. Inclusion is also an important factor, since staff in roles that cannot be performed remotely may feel disadvantaged compared to those with more flexibility. Berkery et al. (2024) argue that the impact of flexi-time differs across institutional contexts, showing that organisations must be sensitive to fairness and equity when applying flexible policies. In this company, practices that prioritise clarity, equitable treatment, and updated performance measures can reduce grievances while preserving the benefits of flexible working.
[bookmark: _Toc210386106]Section 3: Critical Evaluation of Urgent Implementation by Managers
The urgency of introducing new HR practices is centered on the role of departmental managers in the London company. Among other things, there must be an immediate generation of digital maturity at the managerial level. Managers are often unable to lead staff or resolve complaints effectively, requiring a clear understanding of digital systems. Shahiduzzaman (2025) emphasises that digital maturity of HR extends beyond embracing technology to handing over systems in a confident and regular manner to managers. The importance of leveraging new tools that have helped managers handle grievances has often led to delays in responding to complaints, indicating that this company needs urgent training and support.
The other issue that needs urgent consideration is accountability and Risk management. There have been complaints that decisions have become unfair under flexible and digital models because of the workforce. Yildizhan et al. (2023) indicate that alternative work arrangements not only yield individual, organisational, and environmental benefits, but they must be evaluated appropriately to maintain consistency and fairness. At this organisation, the flexible deployment of work and the lack of online monitoring supervision have raised complaints. Managers should thus introduce open accountability systems, including specific rules on granting flexible work arrangements and regularly updating the assessment of digital data usage. Inclusion is also essential, as complaints have emerged from staff members with non-digital posts who feel that their concerns are not being addressed. The perception of bias can be mitigated by ensuring that all opportunities are equal.
Another factor that necessitates urgent managerial intervention is the rapid adoption of digital tools. According to Sumbal et al. (2024), the rapid change in technology brings in a sense of uncertainty, which can still be successfully overcome with guidance and encouragement from managers. This company has unveiled new systems rapidly without adequate communication, which has raised the frustration of its employees. It is therefore the responsibility of managers to ensure foresight in their communication and staff involvement, as well as the speed of adoption.
Another difficulty is probably implementing HR practices on a long-term basis. As Dabic et al. (2023) emphasise, sustainable HRM faces significant challenges in the future, particularly when short-term efficiency can dominate over longer-term well-being. Managers at this firm should ensure that a sense of urgency does not compromise sustainability by entrenching regular feedback and review mechanisms. Last but not least, the role of HR practitioners is invaluable. According to Soehren (2023), HR departments serve as transformational agents in digital change, guiding managers and employees through this process. In this instance, managers should collaborate closely with HR experts to implement changes in an urgent yet justifiable manner.
[bookmark: _Toc210386107]Conclusion and Recommendations
The review of the London company shows that grievances have mainly been driven by pressures of business transformation, the introduction of digital HR systems, and inconsistent application of flexible working. Each of these factors has highlighted gaps in communication, training, and fairness. The evaluation of practices indicated that reskilling, transparent digital adoption, and clear flexible work policies are essential to reduce uncertainty and improve trust. Managers also need to demonstrate digital maturity, ensure accountability, and engage closely with HR specialists to implement changes effectively and urgently.
The key recommendation is to reinforce clear and fair policies supported by consistent monitoring. Berkery et al. (2024) emphasise that the design of flexi-time policies must consider fairness and institutional differences, which is directly relevant here. In addition, Virmani et al. (2025) argue that digital HR initiatives should aim for sustainable outcomes, reminding the company that urgent measures must also remain fair and long-term.
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