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[bookmark: _Toc214484581]Introduction
The retail tile industry is undergoing many changes as customer expectations, digital technology, and workforce needs evolving. A tile business operating in London or Birmingham must now compete not only on product quality, but also on service efficiency, online visibility, and workforce. Business transformation has become essential as retailers adopt new stock-management systems, and upgrade showrooms to remain competitive (Cameron & Green, 2019). 
At the same time, digital trends such as automated inventory systems, point-of-sale technology, online customer queries, and data-driven sales tracking require employees to develop new technical knowledge (Marler & Boudreau, 2017). Flexible working arrangements including weekend rotations, and varying shift patterns also create operational benefits but can generate concerns about fairness, communication, and workload distribution (CIPD, 2023).
[bookmark: _Toc214484582]Explanation of Specific Factors
[bookmark: _Toc214484583]Business Transformation Factors
A retail tile business in UK is under pressure to modernise due to rising customer expectations and supply chain disruption. Business transformation involves redesigning processes/systems and culture to improve efficiency and customer experience (Cameron & Green, 2019). In a tile showroom warehouse setting, this may include making digital catalogues, reorganising warehouse, or changing delivery techniques.
A key factor is processing, where workflows are streamlined to reduce delays. For example, implementing barcode inventory systems or standardising picking and packing can improve accuracy and speed. However, these changes may create anxiety among staff who are used to manual methods (Hammer & Champy, 1993). If not managed well, this can lead to issues.
Another factor is changing management. Kotter’s (1996) model stresses the importance of clear communication, leadership support and staff involvement. In a tile retailer, if employees are not told why systems are changing, they may feel excluded and confused particularly if they believe jobs or hours are at risk. Poorly managed change can quickly damage morale of employees.
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Digital Technology Trends
Digital technology is changing how tile retailers operate and serve their customers. One trend is increased automation, digital point-of-sale tools and warehouse management software’s. These systems improve stock visibility and customer service but may create concerns about job security among warehouse and showroom employees. (Brynjolfsson & McAfee, 2014).
Another trend is the use of cloud tools to connect showroom, warehouse and head office. Order-tracking platforms and shared communication channels help coordinate deliveries and customer orders more efficiently (Purvanova, 2014). However, some staff may struggle with the pace of digital communication, feel overwhelmed by messages or lack confidence using new systems.
Different retailers are also making greater use of HR and sales analytics to monitor performance, absence, and customer conversion. While this data can inform fairer decisions and targeted training (Marler & Boudreau, 2017), increased monitoring may be perceived as surveillance if employees are not told how the data is used. 
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Flexible working is very important in a tile business, where customer demand often extends to evenings and weekends. Flexible arrangements may include varying shift patterns, part time roles, or hybrid options for office staff. When managed well, these practices improve work life balance and help the business match staffing to busy periods (CIPD, 2023).
However, unequal access to flexibility can quickly cause tension among employees. Warehouse and showroom staff, whose roles require physical presence, may feel disadvantaged compared to administrative staff who can occasionally work from home (Choudhury et al., 2020). 
Flexible scheduling also needs careful planning. Poor management can result in understaffing at peak times, frequent last-minute changes, or excessive workloads for certain team members. This may be experienced as favouritism or poor management rather than “flexibility”.
Finally, flexible working has implications for wellbeing and inclusion. Staff working irregular hours or split shifts may experience fatigue to balance personal responsibilities. Without supportive communication, access to wellbeing support, flexibility can unintentionally increase stress (Kelliher & Anderson, 2010).
Overall, the combined impact of business transformation, digital technology and flexible working creates both opportunities and risks in the tile retail environment. When these factors are poorly managed, they contribute directly to reduced engagement.
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Contemporary HR practices are essential in helping a retail tile business to do business transformation, digitalisation and flexible working demands. Their effectiveness depends on how well these practices are implemented, communicated and supported by everyone.
[bookmark: _Toc214484587]HR Practices for Business Transformation
A key HR practice is the use of structured change management programmes, including regular briefings, training sessions and staff consultations. These help employees understand why procedures, systems or showroom layouts are being updated, reducing uncertainty. Cameron and Green (2019) emphasise that structured communication increases acceptance of change. However, these programmes are less effective when information is given without practical support, which can cause continued confusion among the staff.
Employee engagement practices, such as surveys and feedback, allow HR to identify concerns early. For example, if staff report difficulty using a new inventory system, HR can respond quickly with additional support. 
Another important practice is upskilling and talent development. Competency based training helps employees build the technical and customer service skills required during transformation (McClelland, 1973). In tile business, this may involve training staff on product knowledge, customer handling, or new warehouse technology. The benefit is a more capable workforce the limitation is that training requires time away from operations, which can be challenging during peak trading times.
[bookmark: _Toc214484588]HR Practices for Digital Technology Trends
One of the most relevant HR practices is digital literacy training, helping employees adapt to tools such as stock management software, CRM systems and new technology. This training reduces fear and increases digital confidence, especially for long-serving employees used to manual process (Brynjolfsson & McAfee, 2014). 
Another practice is the use of HR analytics to monitor performance, identify skill gaps and support the workforce. For instance, analysing picking errors or customer conversion data can highlight training needs (Marler & Boudreau, 2017). Analytics improves but may be perceived as surveillance if data use is not communicated clearly.
HR also supports digital adoption through technology focused communication such as guides and videos which help employees learn new systems at their own pace. This is useful in a tile business, where staff work variable shifts and cannot always attend group training. However, these tools rely on employees actively engaging with the materials, which may require additional managerial reinforcement.

[bookmark: _Toc214484589]HR Practices for Flexible Working Arrangements
To support flexible work, HR has to establish formal flexible working policies that outline eligibility and communication expectations (CIPD, 2023). Clear policies reduce misunderstandings among the teams. The limitation is that flexibility cannot be equally applied across all roles, which can cause perceptions of unfairness between operational and administrative staff.
HR also promotes outcome-based performance management, focusing on results rather than physical presence. This helps create fairness between staff who work variable shifts or hybrid patterns (Kelliher & Anderson, 2010). However, setting measurable outcomes can be difficult in customer dependent roles.
[bookmark: _Toc214484590]Critical Evaluation of Managerial Implementation
Departmental managers play a decisive role in ensuring that HR practices are implemented quickly and effectively within a retail tile business. While HR may design policies and training interventions, it is managers on the shop floor and in the warehouse who translate these into practice. Their leadership behaviours, communication style and commitment significantly influence whether employees accept changes or not.
A key requirement is visible and consistent leadership. Managers must actively model new behaviours whether it is using digital inventory tools, reinforcing new customer-service standards or adopting outcome-based performance. Transformational leadership theory highlights that employees are more likely to embrace change when managers demonstrate confidence and commitment (Bass & Riggio, 2006). If managers appear uncertain or continue old habits, employees will interpret the change and slowing implementation.
Managers must also ensure clear and timely communication. In any business setting, poor communication is one of the fastest ways change initiatives fail, especially when employees work in different areas. Managers must explain why changes are happening properly, how they affect roles and what support is available for them. Regular team briefings, and one-to-one check-ins are essential. Critically, communication must be two-way thing, managers should encourage employees to question, challenge and feedback. Without open dialogue, misinformation and frustration can spread, particularly when digital tools or new shifts are introduced.
Another urgent responsibility is providing coaching support. Even well-designed HR practices fail if managers do not allocate time for staff to learn new systems or adapt to new expectations. Warehouse employees, for instance, may need hands-on guidance to use new technology. Showroom staff may require support in using CRM tools or online order systems. If managers push for fast adoption without adequate coaching, employees may feel overwhelmed and lead to operational errors.
Critical to urgency is monitoring and accountability. Managers need to track adoption of the practices such as attendance at digital training and correct use of systems. They should use KPIs, checklists and daily briefings to identify issues early. Linking managerial performance reviews to successfully implement can further accelerate urgency (Ulrich, 1997).
Finally, managers must collaborate closely with HR to escalate issues quickly. Problems such as digital skill gaps, staffing shortages or resistance to new systems cannot be solved in easily. Managers who identify and report barriers promptly enable HR to adjust training, provide additional resources or revise the policies. Without this collaboration, delays occur.
In summary, departmental managers ensure rapid and effective implementation by leading visibly, communicating clearly, supporting capability development, monitoring progress fairly and collaborating with HR. Their actions determine whether HR practices succeed or collapse under resistance, making their role essential in driving urgent change within the tile retail environment.
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Conclusion and Recommendations 
The retail tile business is always experiencing significant changes by business transformation, digital technology and the increasing need for flexible working. These factors create both opportunities for improving efficiency and risks of employee dissatisfaction when not managed accordingly. The evaluation shows that HR practices such as change management, digital training, engagement activities, and clear flexible working policies are essential supporting staff through organisational change. However, the success of these practices relies heavily on implementation and strong managerial involvement.
To strengthen outcomes, the business should:
1. introduce a structured communications plan to keep staff informed during changes
2. invest in ongoing digital training rather than one off sessions 
3. ensure rota planning and flexibility policies are applied fairly across teams
use HR analytics transparently to maintain trust and
4. provide wellbeing support to staff working irregular or demanding schedules.
These steps will support smoother transformation and a more engaged workforce.
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