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Introduction:
Business environment in modern world, for example in the UK has undergone significant transformation in recent years due to technological developments, evolving employee expectations and changing market situation. As a HR manager my responsibility is to explain specific factor related for business transformation as follows.
1. Clear vision and technology: a well-defined transformation goal aligned with long term strategy will be the key for my business. all my stake holders, shareholder, employee will be explained about company vison and technology we will use. Use of Digital technology will be the key to for my business success.
2. Strong leadership and commitment: active support from the top management team will be provided. Leaders will guide the change, allocate works and inspire and motivate employees.
3. Organisational culture/ mindset or core principles: every company has a core principle how they deal with customer and employee behaviour. It supports innovation, flexibility and continuous improvement. Employee should be open to change and adapt to the situation.
4. Technology and digital adoption: modern technology such as cloud computing, AI, automation and data analytics will be used.
5. Skilled workforce and talent: right employee will be selected through interview process and training will be provided to uplifting their skills. 
6. Customer focused approach: understanding customer needs and expectation, designing product, service and processes around customer value.
7. Effective change management: managing resistance and ensuring smooth transition.
8. Data driven decision making data and analytics will be used to strategize and major progress.
Factor related to digital technology trends:
1. AI or Automation: one of the most digital technology trends affecting business now a days is AI (Artificial intelligence) and automation technologies. These tools provide organisations to automate repetitive risk, analyse hues volume of data and improve operational performance. According to George Westerman digital technology such as AI and Automation are central to digital transformation because they enable organisation to enhance productivity and deliver improved customer service (Westerman Bonnet and MacAfee 2014). AI reduce human errors and save times, but we need to be careful about authenticity as many fake activities involve.
 
2. Cloud computing and digital infrastructure:
Cloud computing is a modern platform to store data remotely, improve accessibility. it is a secure process will be used to our company so that it will enable our organisation to scale their digital infrastructure without investing heavily in physical hardware. Research suggests that cloud technology support organisational agility and innovation by enabling business to access digital resources on demand. (Bharadwaj et al., 2013)

3. Big data and data analytics:
The increasing ability of large volume of data will invest in data analytic technology in our company which enables us to monitor customer behaviours, helps to innovate and ensure customer satisfaction.
4. Digital collaboration and communication tools.
Digital communication technology for example video conference, Microsoft group, what’s up group, Facebook will introduce to transform company by interact each other and work together.

        5 Flexible working hours:
  Flexible working arrangement has become more important after covid -19 pandemic.
Types of flexible working are remote work, hybrid model, flexible hours and condensed work weeks. This arrangement provides employees with greater freedom over their work time frame.
  5.1 benefit of flexible working:   
According to Research by chartered institute of personnel and development (2002) shows that flexible working improves employee satisfaction, productivity and work life balance. it also improves employee retention rate and engagement.
5.2. challenges and risk:
 Despites it benefits flexible working posses some challenges such as communication barriers.  reduce team coherence and cyber security risk. According to 0rganisation for economic cooperation and development of (2021) organisation must implement effective management strategies to rectify this issue.
5.2. supporting flexible work:
Organisation can support flexible work by,
1. Providing appropriate digital equipment.
2. Establishing clear plans and expectation.
3. Offering training support for employees.
7. recommendations.
1invest in advance data management.
2. strengthen cyber security framework and ensure regulatory compliance.
3. adopt cloud-based technology to enhance flexibility.
4. develop clear flexible working policy and framework.
5. provide continuous training on digital equipment and remote working practise.
2. evaluation of contemporary hr practises to address key factors.
2.1 organisation undergoing business transformations must adopt contemporary HR practises to actively manage business information, digital technology trends and flexible working arrangements. This practise plays a crucial role in aligning workforce capabilities with organisational goals.
2.2 HR practises for business information management:
A key HR practise is data driven HR (HR analytics) which involve using employee data to inform decision making. According to Thomas Devenport and Jeanne Harris (2017) analytics enhances organisational performance by improving workforce planning and productivity. HR analytics enable organisations to identify skill gaps, predict employee turnover and optimise recruitment strategy.
Another valuable practise is continuous ongoing learning and development of employees.as information system develop employees must be trained efficiently with advanced digital skill. Research by Kenneth Laudon (2020) emphasize that organisation financing in employee training obtain higher efficiency information management.
However, effectiveness of theses depends on organisational culture and leadership of the company. What kind of core principle the organisation follows. HR analytics may generate privacy concern and defiance from employees.


2.3 HR practises for digital technology tools:
To address digital remodel, organisation increasingly follows digital skill development programs. These include enhance and retaining strategies to insure employees can alter to upcoming technologies such as artificial intelligence (AI) and Automation. Vial 2019 underline that digital transformation requires not only technical funding but also workforce skill development.
Another crucial method is agile working and project management. Agile practises emphasise flexibility, collaboration and adaptable to change. This coordinate with virtual world where creativity and velocity are crucial.
Furthermore, organisation enforce technology acceptance strategies based on 
The Technology acceptance model developed by Fred Devis (1989). This model implies that employee adoption of technology depends on observe usefulness and user friendliness. HR department influence facilitating acceptance through training and dialogue.
Despite this advantage, challenges include digital tress and employee exhaustion. Tarafdar et al (2015) debate that excessive reliance technology can negatively impact employee welfare, highlighting the need for balance HR practise.
2.4 HR practises flexible working arrangements:
Flexible working requires HR practises that assist both organisational performance and employee benefit. One widely adopted practise is remote and multi-function working policies which provides structure and transparency. Research by Bloom et al (2015) shows that distant working can increase efficiency when adequately managed.
Another important practise is on target agreements (OTA). This emphasises outcome rather than anachronism. These approaches focus on results rather than hours they work, fostering trust and accountability. Gajendran and Harrison (2007)
Found that flexible working enhances jobs gratification and organisational obligations.
HR department also promote employee welfare initiatives such as mental health, work life balance for example, sick leave and maternity and paternity leave. This is important preventing isolation and exhaustion in workplace environment.
However. Flexible working hours might possess challenges such as reduced team cohesion and communication barriers. Therefore, HR must apply strategies that maintain engagement and organisational culture.
3.Overall evaluation:
Current HR practices are important for addressing business transformation factors. While they offer massive benefits, their effectiveness depends on proper application, leadership support and alliance with organisational strategy. A balance approach is required to get maximum benefit in the workplace.
3.1Critical evaluation of managerial implementation:
Departmental managers play a vital role ensuring that contemporary HR practice is followed effectively and timely within organisation undergoing transformation.
3.2 leadership and change management:
Manager must act as a catalyst by promoting digital transformation and adaptable working practise. According to Westerman et al (2014), strong leadership is essential for successful digital transformation. Managers must deliver his message through a visual acuity and workforce management.
However, defiance to change remains an obstacle. Employees may be reluctant to adopt new technologies or working methods. Manager must address this through effective communication, training and support.
      3.3 Ensuring rapid implementation:
      To implement HR practise urgently manager should adopt agile management             approaches. Flexible practise enables quick decision making, continuous feedback, and iterative improvement. This particularly important for first changing digital environments.
Managers also utilise performance metrics and KPIs to monitor progress. Data driven approaches allow managers to evaluate the effectiveness of HR practises and make necessary adjustments. 
However excessive emphasise on speed could compromise quality. Manager must balance speed and accuracy by clever decision making.
                                                   


3.4 Supporting employee adoption:
Managers play a key role in secure employee acceptance of new practise. The Technology Acceptance Model Fred Davis (1989) emphasize that employees are more likely to adopt technology if they perceive it as useful and easy to use. 
Managers can support adoption by:
1. Providing training and development opportunities.
2. Encouraging open communication and feedback.
3. Leading by example by using digital tools.
Failure to support employees may result in low commitment and reduced productivity. 
3.5 Managing risk and challenges:
Manager must be aware of risk involvement with this digital transformation and flexible working. this includes cyber security threat, data privacy concerns and employee wellbeing issue.
For example, techno tress can negatively affect performance. (Tarafdar et al 2015). Manager should promote work life balance and provide support to alleviate risk.
Furthermore, maintaining team cohesion in remote environment is challenging. manager must use digital communication tools adequately to establish collaboration and engagement.
Critical evaluation:
While departmental managers are central to execution, their desired outcome depends on organisational support, resources and training, without this well-designed HR organisation will fail.   
Conclusion: 
Departmental managers play an important role in ensuring the successful and timely execution of contemporary HR practises. Through strong leadership, effective communication and balanced decision making, managers can drive organisational transformation while addressing potential challenges.
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