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[bookmark: _heading=h.2he2zh4zythy]Introduction
The leadership strategy of an organisation is an overall guidance to manage employees, setting working policies, and amending schedules so that employees can work peacefully. Ernst & Young (EY) is a London-based digital servicing network that has almost 4000 employees, including a majority of 157,000 staff from the MEIA (Europe, Middle East, India and Africa) region (Bohne, 2024). This report focuses on human resources management and leadership strategy of EY that have helped the company in attaining sustainable business performance. A critical evaluation of different HR practices of EY has been presented in this report to implement business transformation, align with digital trends and facilitate flexible working arrangements. 
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Figure 1: Total number of employees in EY by regions 
(Source: Bohne, 2024)
[bookmark: _heading=h.5jr4881gptx6]Business transformation, digital technology trends and flexible working arrangements in the chosen organisation             
Business transformation 
The human resource practice of EY focuses on employee engagement, creativity, and positive workplace culture. A human-centric leadership strategy is followed in EY to harness business transformation by addressing emerging challenges (EY, n.d.a). The forces of transformation of HR management are geopolitics, sustainability, technology and demographics. An open question asking session is encouraged by the management of EY while making decisions and planning trade-offs. Among the four driving forces, geopolitical scopes, demographics ensure purposeful performance growth, whereas transformation depends on sustainability and technological transition of the company. The human-centric management practices place importance on scheduling working arrangements according to employee preferences to evaluate engagement and job satisfaction. 
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Figure 2: Business transformation framework in EY 
(Source: EY, n.d.a)
The business management paradigm of EY encourages employees to make challenging decisions for shaping organisational practices with the future service networking market trend. The fundamental goal of business transformation in EY is to attain long-term value in order to actively monitor, comprehend and adapt to evolving market dynamics (Arvanitis and Kasselaki, 2023). The urge for business transformation emerges from rapid market shifts, growing competition, technological emergence, and customer expectations. Košičiarová, Kadekova and Štarchoň (2021) place importance on leadership motivation for shaping international corporate culture, long-term sustainability orientation. The leadership and management strategy of the EU might be attributed to the features of democratic leaders, for offering guidance to others and also taking insightful information from group members. 
Digital technology 
Digital technology transition is an integral part of evaluating the business performance of EY. In order to power up consultancy services, EY uses Artificial Intelligence, Blockchain, IoT and data analytical tools are used in this company. The EY DEEP (Digital Energy Enablement Platform) is used to accelerate innovation and upstream digital transformation, particularly for oil and gas company clients (Moda and Khanna, n.d). Apart from that, a comprehensive performance management platform is used to track the productivity and efficiency of employees. The “EY Mobility Pathway” is an integrated, scalable, end-to-end workforce management platform to tackle workforce mobility complexities, connecting with service delivery personnel, corporate managers, vendors and clients of specialised EY (EY, n.d.b). It offers a secure, single, streamlined experience to managers for managing workforce issues, internal complexities by enhancing collaboration among stakeholders. 
A cloud-based platform is used by EY for automatic transactions and taxation for its global workforce. The “EY Global VAT reporting tool (GVRT)” tool accumulates transactional data, tests the accuracy of tax payment and also reviews, corrects transactions (EY, n.d.c). The management strategy of EY focuses on employee training and development to adapt to the digital market trend and personalised service demand. The personal development program of EY focuses on transformational leadership for bringing agility, nurturing curiosity and passion in purpose-driven career development (EY, n.d.d). A transformational leadership style is followed in the workplace of EY to unlock career development opportunities for employees. 
Flexible working arrangement 
Flexible working arrangements are necessary to retain the engagement rate and job satisfaction of the human resources of an organisation. Shiri et al. (2022) analysed the consequences of flexible working arrangements and found that these arrangements are necessary for addressing psychological distress, burnout and emotional exhaustion. Since the motto of human-centric management strategy of EY is to stimulate job satisfaction and employee engagement, flexible working arrangement is an integral part of business management (EY, n.d.b). Managing work-life balance becomes easier for employees in a flexible working culture. The significance of a flexible working culture lies in strengthening employee job satisfaction, reducing working distress and encouraging taking risky decisions. 
[bookmark: _heading=h.hpfpcov9gx9x]Contemporary HR practices to address the aforementioned factors
Contemporary HR practices cast light on a strategic, technology-driven approach for evaluating employee experience, well-being and nurturing a culture of learning and inclusion in the workplace. As opined by Onyekwelu et al. (2024), the HR department of an organisation has a significant contribution in the formulation and enforcement of non-discriminatory practices aligning with the organisation’s CSR initiatives. The HR practices of EY focus on building trust, confidence in its capital market, along with servicing transparency (EY, 2025). Democratic leadership features reflect the management practices of EY for managing business transformation and motivating employees to make challenging decisions. Core management practice of EY considers integrity, respect, teaming and inclusiveness to build strong relationships with employees delivering high-quality service, retaining accountability with an enthusiasm to move forward. 
Inclusivity, personalised career development opportunities underpinned by HR managers of EY to align CSR aspects while managing business operations. A global code of ethics is followed in EY to manage employees according to a universal principle. According to the global code of ethics, EY is ambitious to create long-term value as the most trusted, disciplined, distinctive, personalised servicing organisation (EY, n.d.f). The workplace culture of this company is attributed as one of the inclusive, supportive and market-leading business organisations. Inclusivity, diversity are fundamental conditions in the present employee market to strengthen employee engagement and bring more innovations. This company also focuses on the following aspects to welcome employees from different backgrounds and to make them feel valued. Since EY is present in 150 territorial markets, there is diversity in its workforce to help its clients and strengthen its business network (EY, n.d.e). Thus, HR practices have adapted to the global employee market demand of inclusiveness and positive workplace cultures. 
Training and development programs are fundamental prerequisites to upscaling employee performance with the digital technology transition. Chen (2023) stated that training and development programs are becoming easier with AI tools. Positive impact of data-driven training aids effective knowledge management, analysing needs, organising training, and feedback management. Recently, EY has launched an AI academy to support industry-wide GenAI talent upskilling initiatives with the usage of more than 200 real-world AI tools (EY, 2025). It provides a realistic, practical and learning experience to the trainees. Through training, upskilling initiatives, EY is aligning with business objectives of increasing revenue, reducing operational costs, improving clients’ experience and minimising service risks. Thus, HR practices have addressed business transformation and digital technology trends. 
Nowadays, flexible working arrangements are preferred by employees to effectively manage responsibilities between professional and personal life. A hybrid working model has been adopted by EY, allowing employees to work from home and from an office. As per Trent Henry, the global vice talent chairperson of EY, an open, trust-based working environment is stimulated in EY to nurture creative thinking, improve flexible, fluid collaboration of staff(EY, n.d.g). A result-oriented approach is followed in EY that focuses on credibility, efficiency of employee performance by offering flexible working opportunities. 
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Figure 3: Significance of hybrid working in modern businesses 
(Source: EY, n.d.h)
The hybrid working module has proven to be effective in accessing the global talent pool, reducing carbon footprint, retaining employees and reducing absenteeism and turnover rate of the organisation. The hybrid working amendments of EY allow office optimal 0 to 1 remote work in a week, 2-3 days remote work for hybrid hopefuls and more than 4 days remote working days in a week for remote-ready team members (EY, n.d.h). Thus, HR practitioners of EY have adapted with flexible working arrangements to attract a global talent pool and retain the job satisfaction of employees. 
[bookmark: _heading=h.ml4urdgxp1y]Role of departmental managers for ensuring contemporary practices as a matter of urgency
The human resource departmental managers of EY have a significant role in establishing contemporary management practices to align with digital market trends, nurture talent and ensure job satisfaction of employees. The roles include offering compensation, facilitating training and development, recruiting deserving and eligible candidates, stimulating a positive working environment, and strengthening employee relations. Elufioye et al. (2024) found that modern HR practices prioritise strengthening feedback mechanisms, continuous mental health improvement of employees, and evaluation of ongoing working arrangements. Regarding employee well-being practices, Elufioye et al. (2024) stated that flexible working hours, remote working, and compressed weekends to ensure better work-life balance, stress reduction that promotes holistic employee well-being. The holistic health and well-being programs consist of mental health support, preventive care, fitness programs, and initiatives promoting a healthy lifestyle. These initiatives improve employee job satisfaction, ensure long-term engagement and harbour a positive working ambience.
The engagement rate of employees, holistic well-being are measures of effective contemporary HR practice in a modern business environment. It has been found that HR practices that focus on cultivating inclusive and supportive working amendments must have to include open communication, prioritise well-being initiatives for employees (Elufioye et al., 2024). The HR practitioners of EY need to tailor employee engagement initiatives that could be accommodated by staff belonging to diverse demographics such as gender, age and cultural backgrounds. 
The departmental manager of EY can assure the contemporary needs of business practices, technological shifts, and flexible working accommodations. A shift towards employee-centric working policy, innovative culture, finding strategic opportunities and gathering feedback from diverse employee perspectives can amend HR policy to strengthen job satisfaction. Strict working norms are followed in EY for retaining the company's reputation, ensuring strong dedication. For example, dozens of staff have been laid offers for attending two video meetings simultaneously as an appropriate disciplinary action (Pringle, 2024). As a response to this disciplinary action for violence, EY has alleged those staff for breaking the ethical code of the company and terminated them. Thus, contemporary HR practices of EY put integrity, ethics at the forefront of everything. 
Current HR practices of EY suffer from poor employee engagement, lack of well-being, and work-life balancing issues, as mentioned by employees. As reported by a 26-year-old employee. Anna Sebastian Perayil has blamed the excessive workload of EY for its toxic working environment, taking long working hours that harmed physical, emotional and mental well-being (Yasmin, 2024). Although EY promotes positive work-life balance, young employees have not actually visualised it in the workplace culture. A dilemma in human-centric working policy with actual workplace culture demonstrates the need for immediate action on HR to strengthen the well-being of hired hands. Thus, an urgent need to modify employee well-being policies can be witnessed in contemporary HR practices of EY. 
[bookmark: _heading=h.yvlpicen1s75]Recommendation
A strong feedback management mechanism and immediate actions are recommended for EY to modify the working environment, strengthening employee retention. Haque (2023) suggested HR practices need to proactively adapt to technological changes, acquire skills for ensuring remote working efficiency. Although remote working amendments have already been integrated in EY, feedback policies are still lagging behind. A shift towards emotions, intelligence in managing the workforce, and implementing working policies can be effective for HR professionals to reduce job burnout and attract a diverse talent pool. The level of job satisfaction might encourage employees to perform best productivity, bring more creative solutions. 
[bookmark: _heading=h.dyuwusgbz1ru]Conclusion
This report has analysed the transformative management strategy of EY, which embraces employee trust, engagement, job satisfaction, agility and inclusivity. Flexible working amendments and employee-centric policies are highlights of HR practice. However, the company always puts integrity, ethical codes to maintain a disciplined working culture. A female staff member has complained about excessive working load, a toxic workplace culture that drains physical, mental and health well-being. In conclusion, HR practices, if EY is recommended to embed emotional intelligence, should strengthen the feedback mechanism. In the long-term, the following recommendation might help in accomplishing HR management vision of sustained employee growth, positive workplace culture. 
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