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Following graduation, I took up the opportunity to join the Agility Logistics HR department as a junior professional in the same field. Agility works as part of Agility Global, a multinational fourth-party logistics provider. It manages complex supply chain solutions for international clients. The organization has been running a portfolio involving logistics, transportation and freight services, as well as digital supply chain solutions across various geographies and time zones (Agility Global, 2025). This global nature of operation brings various challenges both for professional development and organizations.
One of my key responsibilities is to support the recruitment of a Project Manager who will be responsible for managing new overseas projects and working closely with international clients and internal teams. Through this responsibility, it became clear that the Project Manager role is critical for the successful delivery of new initiatives and business growth. To support this recruitment decision, my line manager asked me to conduct a focused review of the organisational factors influencing recruitment and selection.
Therefore, this report examines business transformation, digital technology trends and flexible working arrangements, and evaluates how appropriate HR and recruitment processes can support the selection of the right Project Manager in a global, fast-paced and time-sensitive working environment. Against this background, it is important to examine how recent changes in working conditions, digital technology and flexible working arrangements have reshaped organisations and influenced business transformation in practice.
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Since the outbreak of the COVID-19 pandemic in 2020, working conditions have changed significantly across organisations worldwide. Before the pandemic, most employees worked full-time in offices, and physical presence was often seen as necessary for control, communication and productivity. However, during COVID-19, many organisations were forced to change the way they operated. The main goal was to reduce the spread of infection and to save time previously spent commuting to offices. As a result, businesses made difficult but necessary decisions to transform how work was organised.
As working from home became widespread, flexible working arrangements such as remote work, hybrid work and job sharing started to develop rapidly. These models allowed organisations to continue operations while adapting to new health and safety requirements. Over time, flexible work proved to be more than a temporary solution. Global research shows that in 2025 around 90% of employees in roles suitable for remote work prefer either hybrid or fully remote working rather than full-time office work, which highlights a clear global shift in employee expectations (Gallup, 2025). This change has become a key part of business transformation across many industries.
In addition, many multinational organisations, including logistics companies such as Agility Logistics, experienced similar changes. Before COVID-19, Agility prioritised office-based work and physical meetings with clients, especially in a highly competitive logistics environment where close client relationships were considered essential. Office work was also seen as a way to monitor performance and maintain managerial control. However, practical experience during the pandemic showed that online meetings and remote work can also be effective. Over time, Agility moved from full remote work to a hybrid working model supported by clear KPIs and performance management systems. This demonstrates that flexible working arrangements can support productivity, efficiency and business continuity when managed correctly (CIPD, 2025).
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This figure illustrates the global increase in remote and hybrid working arrangements since the COVID-19 pandemic.

Alongside changes in working patterns, digital technology has played a central role in business transformation. The rapid growth of remote and hybrid work would not have been possible without increased use of digital tools. As employees began working from home, organisations needed simple and reliable ways to communicate, share information and hold meetings online.
As a result, platforms such as Microsoft Teams, Zoom, Google Meet and Skype became widely used for virtual meetings. Skype allowed employees to communicate online, share files and keep records of conversations, while Outlook, which was already used before the pandemic, became even more important for email communication, calendar management and scheduling online meetings. These tools helped teams stay connected despite working from different locations and time zones.
Furthermore, when employees needed access to office-based systems or restricted software, organisations introduced remote access solutions. Tools such as TeamViewer and AnyDesk allowed employees to securely connect to office computers and servers from home. At the same time, cloud computing and big data systems became essential for storing information, managing knowledge and supporting collaboration between teams. According to McKinsey (2025), cloud technologies and advanced data systems are now core drivers of digital transformation and organisational performance.
More recently, organisations have also started using artificial intelligence (AI) in everyday work. Tools such as ChatGPT, Copilot, Gemini and others are used to support tasks like writing reports, analysing data and solving problems. Beyond office work, AI is also widely used in education and healthcare, where it supports learning, diagnostics and decision-making processes (Fahim, 2025). However, the increased use of digital technologies also creates challenges, including data security risks, digital fatigue and the need for continuous training. Therefore, organisations must balance innovation with responsibility. Overall, flexible working and digital technology together have become key elements of business transformation in the modern workplace.
[bookmark: _Toc216615126]Contemporary HR Practices Supporting Flexible and Hybrid Work

Based on the changes in the working environment and digital transformation discussed earlier, it is clear that effective HR practices play a key role in supporting flexible and hybrid work. As organisations move away from traditional office-based models, HR departments must adapt their approaches to ensure employees can work effectively both from home and from the office.
Quality hiring has become increasingly important. Organisations must clearly define job requirements and ensure that candidates are flexible and open to different working arrangements. Employees are now expected to manage their time independently and use digital tools confidently. Therefore, during recruitment, HR teams assess not only technical skills, but also adaptability, communication skills and the ability to work remotely when required (CIPD, 2023).
Selection and evaluation remain essential HR processes. Selection ensures alignment between the role and the working model, while evaluation helps monitor performance fairly. In hybrid environments, performance is increasingly measured through outcomes and KPIs rather than physical presence. Clear and transparent processes reduce dissatisfaction and support fairness in flexible working contexts (ACAS, 2022).
In addition, organisations use structured and competency-based interviews, including online interviews, to assess candidates’ ability to work independently and handle real situations. These practices improve time efficiency and allow access to a wider talent pool, which is especially valuable for international organisations.
Leadership and management style is another important HR practice. In hybrid environments, strict autocratic control is often ineffective. More democratic and supportive leadership styles encourage trust, communication and employee engagement, which are essential when teams work remotely or across locations.
From a motivation perspective, Maslow’s hierarchy of needs and Herzberg’s two-factor theory help explain how HR practices support employee performance in flexible work settings. While fair pay and job security remain important, motivation is also driven by recognition, responsibility and opportunities for development, which are critical in remote and hybrid environments (Maslow, 1943; Herzberg et al., 1959).
Training and development also support business transformation by helping employees use digital tools, manage remote communication and adapt to new systems. Continuous development improves confidence and supports long-term organisational performance (LinkedIn Talent Solutions, 2023). Overall, effective HR practices support the successful implementation of flexible and hybrid work models by combining quality hiring, fair evaluation, supportive leadership and continuous development.

[bookmark: _Toc216615127]The Role of Departmental Managers in Implementing Contemporary HR Practices

Following the rapid changes in working environments and digital transformation, departmental managers play a key role in ensuring that contemporary HR practices are implemented quickly and effectively. While HR policies provide general guidance, it is managers who translate these practices into daily work. In hybrid and remote settings, delays or weak implementation can lead to confusion, low performance and employee dissatisfaction.
Firstly, managers must clearly understand modern HR processes, including hiring, selection and performance evaluation, and adapt them to flexible working conditions. In remote and hybrid environments, traditional control methods based on physical presence are no longer effective. Instead, managers need to focus on outcomes, clear expectations and communication. Research shows that performance management in hybrid work is more effective when managers shift from time-based control to result-based evaluation (Mabaso and Manuel, 2024). This requires urgent action, as unclear expectations can quickly reduce productivity.
In addition, departmental managers should use digital tools to monitor progress in real time. Task-management systems such as project dashboards allow deadlines, responsibilities and progress to be visible to the whole team. This approach supports transparency and reduces the risk of missed tasks, especially when employees work from different locations. However, relying only on digital control can create pressure and stress. Therefore, managers must balance monitoring with trust and flexibility.
Another important responsibility is communication. Managers need to organise regular online meetings, such as short daily check-ins or weekly team meetings, to maintain alignment and motivation. These meetings help teams discuss priorities, solve problems early and stay connected. Studies on remote and hybrid models highlight that frequent communication is strongly linked to employee engagement and performance (Tawalbeh, 2025). Without this, even well-designed HR practices may fail in practice.
Furthermore, managers must actively support learning and development. As work becomes more digital, employees need continuous training to use tools effectively and adapt to new ways of working. Departmental leaders should encourage participation in training and ensure that learning is linked to real work tasks. This is especially urgent, as lack of skills can slow down business transformation and increase resistance to change.
Finally, managers must take responsibility for consistent and fair application of HR practices. Hybrid work can create perceptions of inequality between office-based and remote employees. Managers should ensure that performance reviews, feedback and development opportunities are based on clear criteria and applied equally. Research confirms that consistent HR practices improve trust and job performance in flexible work environments (Hoang Dang, 2025).
From a management perspective, contemporary leadership theories support effective control in hybrid teams. Transformational leadership focuses on trust, motivation and clear goals rather than strict supervision, which is effective in remote work. In addition, Management by Objectives (MBO) helps managers set clear targets and deadlines, ensuring accountability and performance across different work locations (Northouse, 2022).
[bookmark: _Toc204548025]In conclusion, departmental managers are central to the urgent implementation of contemporary HR practices. Through clear expectations, effective use of digital tools, strong communication and fair evaluation, managers can ensure that hybrid and remote work practices support performance rather than disrupt it.
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In conclusion, this report shows that changes in the working environment are strongly linked to external factors such as the COVID-19 pandemic, digital development and new employee expectations. The shift towards remote and hybrid work has proved to be effective when supported by appropriate HR practices and management techniques. Through the use of structured recruitment processes, clear performance evaluation and suitable leadership approaches, organisations can successfully manage teams outside the traditional office environment.
This research demonstrates that flexible working does not reduce productivity when employees are selected, supported and managed correctly. Therefore, organisations should continue to invest in modern HR processes, digital tools and leadership development to ensure effective teamwork, successful project delivery and sustainable growth in the future
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