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[bookmark: _Toc142665575]Chapter 1: Introduction to the study
[bookmark: _ihd7azdlk22j][bookmark: _Toc142665576]1.1 Background of the study
In 2020, as the global pandemic forced people to stay at home and business operations to go on indefinite pauses; to mitigate the probable losses, organisations switched to a remote workforce. Thus, while the pandemic’s grasp on the global population slowly waned, business organisations started to resume on-site operations but maintained the remote section of the operations as well, generating a hybrid organisational culture (Brynjolfsson et al., 2020). 
While this has been the new dynamic in operations in the current business landscape, this change further required a change in the measures and policies of management to effectively manage a hybrid workforce comprised of both remote and on-site employees (Wang et al., 2021). This study focuses on the role of HR management in this aspect, focusing on the UK fashion industry as a source for the case study. 
[image: ]
Figure 1: Global workforce breakdown
(Source: Neuroworx, 2023)
[bookmark: _w7s63zxbehvw][bookmark: _Toc142665577]1.2 Significance of the study
The hybrid work model nowadays gives flexibility to employees to split their working from home at the time of traveling and during office. As opined by Hopkins and Bardoel (2023), HR managers have the option to aid the staff in developing a routine that works best for them. The importance of conducting the research is to identify the problem faced by the HR department while managing the Hybrid working team in the fashion industry of the UK. The HR leaders find the best way to hire and retain the best employees. Employees face many problems while working in the home environment as a result the company does not increase its productivity.  
[image: ]
Figure 2: Employment in the UK apparel sector
(Source: Statista, 2021)
Considering the above figure, it could be seen that apart from retail sale of clothing, the number of employees is way more less in other sectors due to lack of opportunity of working in hyrbid mode. The research shed light upon the strategies adopted by HR managers to maintain Hybrid employees as well as motivate the employees working from home. As opined by Piwowar‐Sulej (2021), the adoption of HRM strategies and practices enables the achievement of financial social and ecological goals.  There are many HR teams who are conducting assessments to understand the mental health needs of the employees. 
The subject matter involves the ways in which HR management has to adapt to transform the managerial styles and measures to accommodate the effective management of a hybrid workforce is significant given the current business landscape. The significance of conducting the study on this subject matter is creating a pool of knowledge that can help industry leaders implement effective measures to help the HR departments in organisations within the UK fashion industry to implement policy measures for the seamless management of a hybrid workforce. 
[bookmark: _o0ro12r52j1z][bookmark: _Toc142665578]1.3 Purpose of the study
The relevant problem of the current business landscape of effective management of a hybrid workforce is going to be addressed in this study. With most organisations now operating in a hybrid capacity combining remote and on-site operations, it is important to understand how the HR manager can implement changes in managerial measures and styles to improve the scope for management of a hybrid workforce (Mazurchenko and Maršíková, 2019). The purpose of this study being conducted is to capably address this relevant problem.
[bookmark: _nj661wwzvlji][bookmark: _Toc142665579]1.4 Proposed aim, objectives and research questions
The aim of the study is to investigate the ways in which the HR manager has to implement changes in managerial styles and principles in order to accommodate a hybrid workforce. 
This aim can be addressed by the following objectives:
· To understand the change in managerial styles required in a hybrid workforce in the fashion industries of UK.
· To investigate the role of the HR manager in inducing changes in management process while creating Hybrid workforce in the fashion industry of UK.
· To evaluate the challenges faced by HR managers in bringing about effective changein relation to the hybrid workforce in the fashion industry of UK.
· To recommend significant HR policies for efficient management of a productive hybrid workforcein the fashion industries of UK. 
The questions this study aims to answer are:
RQ1. What changes in management styles are necessary for a hybrid work force in the fashion industries of UK?
RQ2. How can the HR manager bring about effective change in management styleswhile creating Hybrid workforce in the fashion industry of UK?
RQ3. What challenges are faced by HR managers in implementing proper measures of change in managementin relation to the hybrid workforce in the fashion industry of UK?
RQ4. What are the most effective HR policies for the management of a hybrid workforcein the fashion industries of UK?
[bookmark: _xd6f9zjf3ow5][bookmark: _Toc142665580]Chapter 2: Literature Review
In this chapter of the study, the key constituents of the subject matter will be discussed with the help of information gathered from the work presented by scholars in existing pieces of literature. The core theory guiding this study will also be addressed in this chapter.
[bookmark: _1yagofpsww11][bookmark: _Toc142665581]2.1 The Concept of Change Management
The concept that is guiding the subject matter of inducing an effective change in the management of a business to accommodate changing operational conditions is referred to as change management. According to Stouten et al. (2018), advanced technology, competition, a changing workforce and shifting external environmental conditions create the need for organisations to bring about meaningful change in the operations or management. 
[bookmark: _n8pu90lv2xm7][bookmark: _Toc142665582]2.2 The Characteristics of a Hybrid Workforce
The application of the internet has changed the approach taken by people to their work and with the covid-19 outbreak forcing people to start working from home, the internet became a crucial tool for the workforce. According to Jaqua (2022), in the post-pandemic period, many organisations have noticed that a remote or hybrid work environment has become preferred by most organisations due to the advantages presented to them by a technologically guided model of work. According to the author, the key characteristics of the hybrid and remote business models allowing for more access to technological tools have made the workforce more productive and efficient. Additionally, the hybrid work culture has allowed employees to address other obligations in their lives while also being able to productively achieve their tasks leading to more job satisfaction and security. 
[bookmark: _zai7hgi334uo][bookmark: _Toc142665583]2.3 Importance of HR management in a hybrid workforce
Major changes in the business landscape have taken place following the covid-19 pandemic. And as per the observation of Gigauri (2020), these major shifts have led to it becoming the responsibility of “human resource management” (HRM) to guide the employees in this complicated business environment situation. With the approach of a more digital business ecosystem, many employees needed to acquire certain skills that they had not needed while working from their offices, but the technological implications of remote and hybrid work environments made these changes necessary. Again, this became a crucial task for the HRM to identify the changes that the employees had to navigate and prepare them accordingly.
[bookmark: _ri902gqk9nwb][bookmark: _Toc142665584]2.4 The benefits of HR-guided change management in a hybrid business model
Digitalisation and technology-driven tools have become significant in the modern business landscape. And with digitalisation having a significant impact on how organisations interact with their customers, a proper revision of the business models has become a necessity. However, with this major change in the business models comes a set of new skills and requirements that a significant portion of the workforce has been unfamiliar with. Here, according to Gimpel et al. (2018), change management guided by training employees and familiarising them with the new requirements of the digital work environment has been a blessing for most organisations undergoing a digital transformation. 
Furthermore, as per Ishmail et al. (2017), the digital business transformation that businesses can undergo in order to effectively implement a hybrid organisational culture is guided by managerial decisions. It is thus the job of the HRM to convince the managers regarding the positive aspects of digital business transformation. Also, it is the task of the HR managers to redesign the hiring and selection policies based on the skillset and the collaborative working abilities necessary for a hybrid work culture. 
[bookmark: _u984ls6fig0n][bookmark: _Toc142665585]2.5 The challenges of implementing HR-guided change management in digital business models
The biggest challenge in implementing a digital business model to make room for remote and hybrid organisation cultures can be chalked up to the disruptive nature of this transformation. According to Schwertner (2017), the main challenges faced by organisations in this aspect are not due to the changing of managerial strategies and styles or the technology but on the human resource. Employees can be hesitant to accept a major change to the operations that they have gotten familiar with over their years of experience in the field, leading to resistance, reduction in motivation and risk aversion. 
Another challenge in this aspect, as per Brunetti et al. (2020), has been building a digital organisational culture before the digital transformation. Herein lays the crux of the issue being explored in this study. With the global pandemic forcing the hand of businesses to make an overnight transformation of business models, in many cases, the remote and hybrid framework was not effective due to the lack of time for proper training of employees to function within a digital business model.
[bookmark: _gul2b0ig4lq0][bookmark: _Toc142665586]2.6 Theoretical Underpinnings
The most significant concept that is guiding the subject of this study is that of change management. Thus, in this section of the study, a key theory of change management will be discussed. Furthermore, the relevance of the theory to the subject matter will also be evaluated.
The three-step model for change management as defined by Kurt Lewin has been significant in this aspect as it simplifies the procedure of bringing structural changes within an organisation by breaking the process down into three simple steps. The first step is unfreezing current processes to identify the necessary procedural changes as well as identifying the drawbacks of the existing process. The second step is the implementation of the changes identified in the previous step, and the final step of the procedure is to refreeze or establish the changes made (Hussain et al., 2018).[image: ]
Figure 3: Lewin’s Change Management Model in a practical context
(Source: Hussain et al., 2018)
The significance of this model in the current subject of study is in the fact that utilising“Lewin’s Change Model” can help HR managers more effectively identify the strategic management changes required to effectively function in a hybrid organisational culture and implement the changes accordingly. 
[bookmark: _5fykn2ffl3z9][bookmark: _Toc142665587]Chapter 3: Research Methods and Methodology
In this chapter of the study, the methods that will be considered for collecting and analysing the necessary and relevant data regarding the subject matter will be explored.
[bookmark: _uo7q3nkldrqg][bookmark: _Toc142665588]3.1 Research Philosophy
The set of principles guiding the collection and analysis of data for a study is referred to as the research philosophy (Tamminen and Poucher, 2020). There are several research philosophies in practice, namely positivism, interpretivism, realism, etc. 
The ideal research philosophy for this study will be“interpretivism”. The justification for this choice is that a subjective reality will be examined in this study, thus interpretation of gathered data will play a crucial role in achieving the conclusion.
[bookmark: _r2p75z7uqvtf][bookmark: _Toc142665589]3.2 Research Paradigm
The framework which helps align the theories, concepts and practices of the subject matter for the study with the plan for analysing the data is referred to as the research paradigm (Rahi, 2017). Four types of research paradigms exist in practice, such as positivism, postpositivism, critical theory and constructivism.
As the study is on human activity, its complicated nature and uncertainties involved require a “constructivistparadigm” for effectively conducting the data analysis.
[bookmark: _uy7aby7kj7wx][bookmark: _Toc142665590]3.3 Research Approach
The plan and procedures considered for the steps followed for conducting a study are collectively referred to as the research approach (Tuffour, 2017). “Deductive”, “inductive” and “abductive” are the three most relevant research approaches in practice. 
The procedure of selecting the research method and analyse the topic of the research is known as the research approach. The deductive research is the part of the research that will help to start the research based on the theory.  It can be used as the top-down method for generalising the idea of the research with specific observations. As illustrated by Wardani and Kusuma (2020), the deductive research approach will help to state the reasons for taking a particular theory. It can be explained with the help of the proposition of theory. The deductive approach will help to understand the strategies used by the HR managers to maintain the Hybrid workforce as it is based on the description of the existing theory. As opined by Casula et al. (2021), The interpretivism approach goes with inductive reasoning but in this study, the deductive approach will be used for doing argument moves based on the general principles. It will help to do the research up to the particular limit and draw a conclusion based on the particular research topic. Inductive reasoning begins with the particular instances and ends with the general statement.  
The “deductive” approach is defined as the most relevant approach for this study as existing theories and concepts guide the procedures for conducting the study on the given subject matter. 
[bookmark: _q1umnmlb7zfn][bookmark: _Toc142665591]3.4 Research Methodology
The research methodology is referring to the overall strategy that is being applied to the steps that are to be followed for conducting the study (Sileyew, 2019). Descriptive, experimental, case study, etc. are the different existing types of research methodology.
Since this study requires an in-depth understanding of the phenomenon presented in the subject matter, the ideal methodology has been selected as “descriptive”. 
[bookmark: _446120yd3a][bookmark: _Toc142665592]3.5 Research Strategy
The plan following which the searching and analysing of collected data is conducted is called the research strategy. 
A descriptive study is best conducted by analysing qualitative data and understanding phenomena is most accurately performed by evaluating existing data sources. Thus the ideal research strategy will be “secondary qualitative”.
[bookmark: _c0h0lxx1w4q][bookmark: _Toc142665593]3.6 Sampling Method
For a secondary qualitative study, a “purposive sampling” method will be utilised to select relevant existing works of scholars that can help achieve the objectives of the study.
Purposive sampling is significant here as the samples are selected on purpose based on their possessing the characteristics required for the study being conducted.
[bookmark: _y80i5hevyt7h][bookmark: _Toc142665594]3.7 Data Collection Tools
The most significant tool for data collection that will be utilised for this study will be a database for peer-reviewed academic journals and articles as the study will be conducted on secondary data. Thus, the chosen data collection tool will be Google Scholar.
[bookmark: _o5743n2qe11l][bookmark: _Toc142665595]3.8 Ways of interpreting data
For the interpretation of data, the “thematic analysis” method will be utilised. In the case of a thematic analysis, existing data is aligned based on themes relevant to the subject matter, based on which the conclusion is designed (Terry et al., 2017).
[bookmark: _38i8qvrzfc1i][bookmark: _Toc142665596]3.9 Time Prospects of the Study
The following GANTT chart is the representation of the total timeline that will be required for the completion of the study.
[image: ]
Figure 3: GANTT Chart
(Source: Created by learner)
[bookmark: _n6xfv82h3lw6][bookmark: _Toc142665597]3.10 Ethical considerations of the study
The necessity for ethics in a study is to establish fair practices in the collection and analysis of data. For this study, the ethical considerations followed will be:
· The authenticity of the data collected is to be ensured.
· Pirated or copyrighted data should not be used. 
· All the contributions of scholars are to be duly acknowledged on the basis of the Copyright, designs and patent act, 1988 (Gov.UK, 2023).
[bookmark: _2iytqdabyuuv][bookmark: _Toc142665598]Chapter 4: Conclusion
As per the above representation of the methods of collection and analysis of data, it can be concluded that the study will be conducted using qualitative data, collected from secondary sources, and by performing a thematic analysis. However, this method can present some limitations to the interpretation of data such as:
· Lack of availability of all relevant data.
· The secondary data sources may provide incomplete information. 
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